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Abstract 
 

This study explores the strategic function of organizational learning in linking internal management initiatives to 

resilience and innovation outcomes within the energy sector. Using a quantitative approach, data were collected 

from 170 managerial-level professionals across various energy companies in Indonesia. Structural Equation 

Modeling (SEM) was applied to examine the relationships among Resource-Based Management Initiatives 

(ResBMIn), Organizational Learning (OrgLearn), Organizational Resilience (OrgRes), and Organizational 

Innovation (OrgInn). The findings reveal that organizational learning plays a pivotal role not only as a direct driver 

of resilience and innovation but also as a mediating mechanism that amplifies the impact of strategic resource 

initiatives. These results underline the necessity for organizations to go beyond the acquisition of strategic 

resources and to invest in building internal systems that support continuous learning and knowledge integration. 

Ultimately, the study offers new insights into how learning serves as a catalyst for translating resource-based 

strategies into dynamic capabilities and long-term competitiveness. 
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1. Introduction  

The global business landscape is currently undergoing profound transformations, 

especially within sectors considered critical to national development, such as energy. The 

energy industry today is not only required to provide consistent and sustainable supplies but is 

also expected to lead environmental transitions, implement technological innovations, and 

withstand disruptions from unpredictable global forces. In this environment of rising demands 

and external shocks, two capabilities have emerged as central for survival and competitiveness: 

organizational resilience and organizational innovation. 

Resilience in an organizational context can be understood as the internal strength to 

recover from adversity, adapt to changing circumstances, and proactively prepare for future 

challenges. It reflects a dynamic capability—one that allows firms not only to endure shocks 

but to evolve through them. Complementary to resilience is innovation: the strategic process 

by which companies develop novel products, systems, or approaches to respond to market 

changes or to anticipate them. While these two concepts differ in emphasis, they share a 

common foundation—organizational learning. 

Organizational learning (OL) encapsulates the collective processes by which 

organizations acquire, interpret, and utilize knowledge. It serves as the bridge between what a 

company knows and what it does, transforming static information into actionable strategies. In 

complex industries such as energy, where innovation and adaptability are indispensable, OL is 

no longer optional—it is strategic. It empowers organizations to decode environmental 

changes, refine operational frameworks, and sustain competitive advantage. 

From a theoretical standpoint, this study adopts the Resource-Based View (RBV) as a 

principal lens. RBV asserts that organizational performance is rooted in the strategic use of 

valuable, rare, inimitable, and non-substitutable (VRIN) resources. These internal 

capabilities—ranging from skilled human resources to unique processes or cultural assets—are 

what distinguish a firm in a competitive arena. However, merely possessing such resources is 

insufficient. Without the capacity to internalize and continuously update their use, these 

resources may become obsolete. This is where OL acts as a strategic amplifier: it facilitates the 

transformation of static assets into dynamic advantages. 

In Indonesia, the energy sector is confronted with a dual challenge: rising demand and 

the imperative for green transformation. According to recent reports by the Ministry of Energy 

and Mineral Resources (2023), renewable energy only comprised 14% of national consumption 

by 2022, falling short of the government’s target. To address this, initiatives such as the 2025–

2034 Renewable Energy Expansion Plan have been launched. Yet while infrastructure and 

regulatory support are advancing, the organizational readiness of energy firms to adapt and 

innovate remains under-examined. Specifically, the capacity of these firms to learn 

strategically and respond adaptively has become a pressing research concern. 

Despite an expanding body of scholarship, empirical inquiries into how resource-based 

strategic initiatives interact with learning processes to influence resilience and innovation—

especially in developing countries—are still scarce. Previous studies often examine these 

variables independently or within non-industrial contexts, such as services or manufacturing. 

In contrast, the energy industry, given its strategic, capital-intensive, and regulatory-bound 

nature, presents unique dynamics that merit independent examination. Furthermore, most 

literature is dominated by data from developed economies, limiting the generalizability of 

insights to countries like Indonesia with differing institutional, cultural, and infrastructural 

realities. 

To bridge this gap, the current study focuses on how strategic resource management 

initiatives (ResBMIn) affect two key outcomes—resilience (OrgRes) and innovation 

(OrgInn)—through the mediating role of organizational learning (OrgLearn). ResBMIn 

encompasses deliberate strategies taken by firms to cultivate, mobilize, and maximize the 
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utility of internal assets. These may involve investment in human capital, adoption of 

proprietary technology, and nurturing of a collaborative culture—all of which are expected to 

trigger learning mechanisms that support greater adaptability and inventive capability. 

Organizational learning, in this context, is not a passive outcome but an active process 

that links strategy to performance. Classical frameworks, such as those proposed by Argyris 

and Schön (1978), emphasize the distinction between single-loop and double-loop learning—

where the former pertains to surface-level adjustments, while the latter reexamines 

fundamental assumptions. More contemporary perspectives, including the 4I framework of 

Crossan et al. (1999), extend this understanding to organizational levels, highlighting how 

learning originates from individual insights and is eventually institutionalized into systems and 

culture. Through these processes, firms can become more alert to environmental signals, more 

responsive in crises, and more innovative in identifying strategic alternatives. 

Resilient organizations often exhibit the ability to learn from disruptions—what Duchek 

(2020) describes as a cycle involving anticipation, coping, and adaptation. This perspective 

aligns with the assertion that resilience is built, not born, and that learning plays an instrumental 

role in that construction. On the other hand, innovation flourishes when organizations create 

environments that support experimentation, feedback sharing, and cross-functional 

collaboration—all of which are contingent upon a healthy learning climate. Research by 

Jiménez-Jiménez and Sanz-Valle (2011) has shown that organizations with robust learning 

capabilities tend to exhibit superior innovation outcomes, especially under competitive or 

uncertain conditions. 

Real-world examples from Indonesia’s energy sector lend credence to this theoretical 

perspective. Firms such as Pertamina and PLN have initiated major resource-based strategies 

centered on digital transformation, human resource development, and sustainability. 

Pertamina’s establishment of a centralized command center for data analytics and PLN’s 

investment in smart metering and green transformation reflect strategic commitment to internal 

capacity building. These moves are not only infrastructural but also cultural and learning-

oriented. However, whether these efforts are effectively translating into greater resilience and 

innovation requires further empirical examination. 

This study, therefore, is structured around the hypothesis that organizational learning 

mediates the relationship between ResBMIn and both OrgRes and OrgInn. Using quantitative 

analysis based on responses from 170 professionals across Indonesia’s energy companies, this 

research aims to reveal the strength and directionality of these interrelationships. The 

conceptual framework integrates RBV with OL theory to provide a multi-layered 

understanding of how internal strategies evolve into performance outcomes in complex 

environments. 

The theoretical contribution of this research lies in its synthesis of multiple conceptual 

strands—resource-based management, organizational learning, resilience, and innovation—

into a cohesive model tailored to the energy sector. It expands the RBV framework by 

illustrating how learning transforms resources into adaptive behaviors and novel practices. 

Practically, the findings are expected to offer insights for energy sector managers and 

policymakers, particularly in crafting interventions that foster a learning culture as a precursor 

to resilience and innovation. 

Ultimately, this study responds to an urgent need in the Indonesian energy sector: the 

need to not only upgrade infrastructure or adopt green technology but to cultivate 

organizational systems that can learn, adapt, and evolve. In a world where competitive 

advantage is increasingly predicated on how fast and effectively an organization can learn, the 

strategic role of organizational learning is no longer a theoretical proposition—it is a critical 

determinant of future success. 
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2. Literature Review 

2.1 The Resource-Based View and Strategic Management Initiatives 

The Resource-Based View (RBV) has long served as a foundational theory in strategic 

management, positing that internal resources, when managed effectively, constitute the basis 

for sustainable competitive advantage. Introduced by Wernerfelt (1984) and later expanded by 

Barney (1991), RBV argues that firms achieve superior performance when they own resources 

that are valuable, rare, inimitable, and non-substitutable (VRIN). These resources may include 

human capital, technology, organizational culture, or intellectual property. 

Strategic management initiatives rooted in RBV often involve deliberate efforts to 

identify, develop, and protect such internal resources. These initiatives, referred to in this study 

as Resource-Based Management Initiatives (ResBMIn), encompass organizational programs 

and investments aimed at enhancing internal competencies—particularly those related to talent 

development, knowledge systems, and innovation-supportive infrastructure. However, RBV 

has been criticized for its relatively static perspective, as it tends to focus on the possession of 

resources rather than the organizational mechanisms that enable their dynamic use (Teece et 

al., 1997). This limitation has prompted the integration of complementary perspectives, notably 

organizational learning and dynamic capabilities, to explain how firms adapt and evolve in 

response to change. 

Recent studies (e.g., Do et al., 2022; Mailani et al., 2024) have demonstrated that the 

success of resource-based strategies depends heavily on how well firms translate these assets 

into operational practices through learning and knowledge dissemination. Thus, strategic 

initiatives are most impactful when coupled with internal learning mechanisms that enable the 

organization to adjust, absorb knowledge, and innovate. 

 

2.2 Organizational Learning Theory 

Organizational learning (OL) refers to the process through which organizations acquire, 

interpret, and institutionalize knowledge to improve performance and adapt to environmental 

changes. It goes beyond individual learning by embedding knowledge into collective routines, 

decision-making frameworks, and strategic orientation (Argyris & Schön, 1978; Senge, 1990). 

OL is typically conceptualized along two dimensions: single-loop learning, which 

involves making adjustments within existing structures and assumptions, and double-loop 

learning, which challenges the very norms and beliefs that govern organizational behavior 

(Argyris & Schön, 1978). More comprehensive models, such as the 4I framework (Crossan et 

al., 1999), describe learning as a multilevel process involving individual intuition, group 

interpretation, integration across units, and institutionalization within formal systems. 

The significance of OL lies in its role as a mediator between environmental stimuli and 

organizational responses. Organizations with robust learning cultures are better equipped to 

deal with change, anticipate challenges, and respond proactively rather than reactively. 

According to Huber (1991), learning enhances an organization’s ability to detect opportunities, 

correct errors, and innovate systematically. OL also promotes knowledge sharing, cross-

functional collaboration, and reflective practices—factors that are instrumental in resilience-

building and innovation development. 

Empirical studies (e.g., Jiménez-Jiménez & Sanz-Valle, 2011; Tsang, 1997) have 

consistently linked OL with higher adaptability and long-term performance, particularly under 

conditions of uncertainty. As such, OL is increasingly viewed not just as a support function, 

but as a strategic enabler in knowledge-intensive and fast-evolving industries. 

 

2.3 Organizational Resilience as a Dynamic Capability 

Organizational resilience (OrgRes) is broadly defined as the ability of a firm to endure, 

adapt, and thrive in the face of disruption. In recent literature, resilience is no longer viewed 
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merely as a reactive stance; instead, it encompasses anticipation, preparation, effective coping, 

and continuous adaptation (Lengnick-Hall et al., 2011; Duchek, 2020). 

Duchek (2020) proposes that resilience unfolds in three sequential stages: preparedness, 

coping, and adaptation. Each stage is facilitated by different capabilities, including sensing 

mechanisms, flexible structures, psychological safety, and knowledge management. Learning 

plays a central role in this framework. Resilient organizations do not simply return to their pre-

crisis state; rather, they evolve through crises by learning from failure, refining their processes, 

and reconfiguring their structures. 

In the energy sector, resilience becomes especially critical due to exposure to regulatory 

shifts, resource constraints, and technological disruptions. Firms operating in such 

environments must develop not only technical contingency plans but also adaptive cultural 

norms supported by continuous learning. Studies by Hillmann and Guenther (2021) affirm that 

learning orientation and knowledge sharing systems significantly predict organizational 

resilience, especially in high-risk sectors such as energy and manufacturing. 

 

2.4 Organizational Innovation and Learning Culture 

Organizational innovation (OrgInn) involves the development and implementation of 

new ideas, processes, or technologies that enhance efficiency, customer value, or competitive 

advantage. It includes both incremental improvements and radical transformations, spanning 

product, process, and business model innovations (Damanpour & Schneider, 2006). 

Innovation is often driven by a firm’s absorptive capacity—the ability to recognize, 

assimilate, and exploit new knowledge (Cohen & Levinthal, 1990). Organizational learning 

directly contributes to this capacity by fostering a culture of experimentation, inquiry, and risk-

taking. Companies that encourage reflective practices, cross-functional interaction, and 

employee involvement tend to produce more innovative outcomes. 

The role of OL in facilitating innovation is supported by empirical evidence. For instance, 

Jansen et al. (2006) found that organizational learning significantly mediates the relationship 

between strategic alignment and innovation. Similarly, Garvin (1993) posits that learning 

organizations tend to outperform their counterparts in dynamic markets due to their proactive 

learning capabilities. 

Theories such as Dynamic Capabilities (Teece et al., 1997) and Ambidexterity (O’Reilly 

& Tushman, 2013) further illuminate the importance of learning in enabling firms to explore 

novel opportunities while exploiting existing strengths. Ambidextrous organizations—those 

capable of balancing exploration and exploitation—rely heavily on embedded learning 

processes to sustain innovation over time. 

 

2.5 Integrated Perspectives: The Mediating Role of Organizational Learning 

Despite the richness of theories on RBV, resilience, and innovation, there remains a 

theoretical and empirical gap in integrating these constructs into a unified model—particularly 

within emerging economies. The premise of this study is that organizational learning serves as 

the connective tissue linking strategic resource initiatives to performance outcomes like 

resilience and innovation. 

Do et al. (2022) demonstrated that OL plays a mediating role between resource-based 

strategies and organizational outcomes, reinforcing the argument that resources alone are 

insufficient without the learning processes that enable their transformation. Other scholars 

(e.g., Wang & Ahmed, 2003; Fitriani & Asmara, 2021) have stressed that innovation and 

resilience are significantly bolstered when organizations actively engage in structured learning, 

especially in high-turbulence environments such as the energy sector. 

In emerging markets like Indonesia, where institutional frameworks are evolving and 

market uncertainty is high, organizational learning becomes a critical capability. Learning 
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enables firms to navigate regulatory ambiguity, leverage local knowledge, and innovate in 

ways that are contextually appropriate. However, few studies have examined how OL mediates 

the relationship between internal resource initiatives and resilience/innovation outcomes in the 

Indonesian energy context. 

Thus, this study seeks to fill that void by offering a comprehensive examination of how 

ResBMIn influences OrgRes and OrgInn through OrgLearn. This integrative approach not only 

contributes to theory but also provides actionable insights for practitioners seeking to build 

learning-oriented organizations in volatile environments. 

 

3. Method 

This study employs a quantitative research approach to investigate how internal resource 

initiatives influence resilience and innovation through organizational learning. The design is 

explanatory, aiming to validate a structural relationship among four core constructs: Resource-

Based Management Initiatives (ResBMIn), Organizational Learning (OrgLearn), 

Organizational Resilience (OrgRes), and Organizational Innovation (OrgInn). Data were 

collected cross-sectionally from professionals working in various energy companies in 

Indonesia, including both state-owned and private firms. Respondents were selected 

purposively, targeting individuals with at least two years of experience in strategic or 

managerial roles to ensure relevance and understanding of the survey items. A total of 170 

valid responses were obtained through both online and printed questionnaires, depending on 

respondents’ accessibility. 

To measure the variables, the study used a structured questionnaire developed from 

previously validated instruments. Each item was rated on a five-point Likert scale ranging from 

strongly disagree to strongly agree. ResBMIn was measured through indicators related to 

internal strategic initiatives such as technology use, human capital development, and process 

integration. OrgLearn was assessed using the dimensions of learning processes including 

reflection, knowledge sharing, and institutionalization. For OrgRes, indicators focused on how 

well the organization prepares for, responds to, and adapts after disruptions, while OrgInn 

captured aspects of product, process, and behavioral innovation. All instruments were 

translated into Bahasa Indonesia using a back-translation technique to ensure clarity and 

consistency in meaning. 

The data analysis was carried out using Structural Equation Modeling (SEM) with 

WarpPLS 7.0. This method was chosen for its ability to test complex relationships and 

mediation effects within relatively small sample sizes. Before testing the structural model, a 

validity and reliability check was performed, confirming that all constructs met the required 

thresholds for composite reliability, average variance extracted, and discriminant validity. 

Once the measurement model was validated, the structural model was evaluated to examine 

the strength and significance of the hypothesized relationships. Bootstrapping procedures were 

used to assess the mediation effect of organizational learning, while collinearity statistics 

confirmed the absence of multicollinearity problems in the model. 

  

4. Result and Discussion 

The findings of this study empirically validate the theoretical proposition that strategic 

internal initiatives—when effectively managed—do not automatically translate into superior 

performance outcomes unless they are absorbed and transformed through organizational 

learning mechanisms. This is evidenced by the strong and statistically significant relationship 

between Resource-Based Management Initiatives (ResBMIn) and Organizational Learning 

(OrgLearn), with a path coefficient of β = 0.523 (p < 0.001). This result underscores the idea 

that the development of resources such as talent, technological infrastructure, and process 

integration must be followed by processes of knowledge internalization, reflection, and 
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institutionalization. In alignment with Teece et al. (1997), this suggests that competitive 

advantage is not rooted in the mere possession of resources but in an organization’s capacity 

to reconfigure them through continuous learning. 

Interestingly, the direct influence of OrgLearn on both Organizational Resilience 

(OrgRes) and Organizational Innovation (OrgInn) was not only statistically significant—β = 

0.521 and β = 0.553 respectively, both with p < 0.001—but also substantial in magnitude. These 

findings reinforce the position of Duchek (2020), who described learning as a central pillar of 

resilience, enabling firms to anticipate disruptions, respond effectively, and adapt post-crisis. 

In this study, the high path coefficient between learning and resilience implies that the ability 

to process experience, disseminate lessons learned, and refine response strategies is central to 

organizational survival in volatile environments like the energy sector. This is particularly 

relevant in Indonesia, where companies are confronted with regulatory changes, the pressure 

for sustainable energy transformation, and resource dependency issues. 

Regarding innovation, the impact of organizational learning was even slightly stronger. 

The relationship (β = 0.553) highlights the fact that learning-rich environments stimulate both 

exploitative and explorative innovation activities. Organizations that embed learning processes 

into daily routines are more likely to develop novel solutions, modify operational models, and 

proactively pursue technological improvements. This finding aligns with absorptive capacity 

theory (Cohen & Levinthal, 1990), which posits that innovation capacity depends on how well 

a firm can acquire, assimilate, and apply new knowledge. Furthermore, the data corroborate 

the ambidexterity perspective (O’Reilly & Tushman, 2013), suggesting that learning enables 

organizations to balance short-term efficiency with long-term innovation. 

The mediating role of OrgLearn is among the most critical findings of the study. The 

mediation analysis confirmed that organizational learning significantly mediates the 

relationship between ResBMIn and both OrgRes (indirect β = 0.273; p < 0.001) and OrgInn 

(indirect β = 0.289; p < 0.001). These partial mediation effects indicate that while strategic 

resource initiatives can directly contribute to resilience and innovation, their true impact is 

realized when knowledge-related capabilities are present. Without structured learning 

systems—such as after-action reviews, communities of practice, and feedback integration—

internal strategies often fail to evolve into adaptive or creative outputs. This finding is 

consistent with the integrated model of dynamic capabilities, where sensing, seizing, and 

reconfiguring are impossible without strong learning foundations (Teece, 2007). 
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From a practical standpoint, the implications are significant. For energy companies 

operating in complex and uncertain environments, allocating resources toward advanced 

technologies or workforce development is not sufficient. These initiatives must be 

accompanied by strong learning architecture—mechanisms that ensure knowledge is shared, 

retained, and applied across organizational levels. For instance, an investment in digital 

systems should be followed by training programs, open communication platforms, and regular 

learning assessments to ensure that the system is used not just for operational purposes but also 

for strategic foresight and innovation. 

Furthermore, these results challenge organizations to rethink how they evaluate success 

in their resource strategies. The absence of robust learning mechanisms may lead to 

underutilization of strategic assets. By contrast, when learning is prioritized as a strategic 

function rather than a supporting one, the organization becomes more resilient in crises and 

more agile in innovation. 

 

5. Conclusion 

This study has offered a comprehensive perspective on how internal resource 

management initiatives, when mediated through organizational learning, can enhance both 

resilience and innovation capabilities—two essential competencies for organizational 

sustainability in dynamic sectors such as energy. The strategic value of learning lies not in its 

presence alone, but in how it operates as an integrative function: converting resource 

investments into refined routines, adaptive responses, and novel outcomes. By positioning 

organizational learning as the connective tissue between internal capability and performance, 

this research reframes learning not as a supportive process but as a strategic axis around which 

organizational agility revolves. 

The findings demonstrate that strategic resources cannot yield their full potential unless 

embedded within a culture that values feedback, reflection, experimentation, and knowledge 

dissemination. This suggests a paradigm shift in how organizations approach resource-based 

strategies: away from accumulation and toward activation. It is not the sophistication of 

technologies or the volume of expertise that distinguishes resilient and innovative firms, but 

the organizational capacity to synthesize, renew, and institutionalize learning derived from 

those assets. In this context, learning becomes a dynamic capability that translates resource 

endowments into long-term competitiveness. 

Moreover, the implications of this research transcend sectoral boundaries. In an era 

characterized by technological disruption, regulatory uncertainty, and environmental 

turbulence, the ability to learn systematically has become a core determinant of strategic 

success. For energy companies navigating decarbonization pressures and digital transitions, 

building organizational learning mechanisms is not only about improving internal processes—

it is about future-proofing the organization. From a policy perspective, this study underscores 

the importance of encouraging learning-oriented governance and performance systems, 

especially in industries that are critical to national development and sustainability goals. 

Theoretically, this research contributes to the integration of Resource-Based View and 

Organizational Learning Theory, offering a layered understanding of how static capabilities 

evolve into dynamic performance through mediating mechanisms. Practically, it provides 

decision-makers with actionable insights on the importance of investing not only in tangible 

and human capital, but in the systems and cultures that allow these resources to flourish. In 

sum, organizations that embed learning deeply into their strategic fabric are not only better 

equipped to withstand disruption—they are also more capable of leading change. 
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