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Abstract

This research investigates the impacts of organizational learning and resilience on adaptive performance within the bank-
ing industry during the 4IR. This study implemented a cross-sectional survey approach, having its sample (250 employees),
purposively obtained from five (5) Lagos State of Nigeria’s banks. These five (5) banks are First City Monument Bank Limited,
Zenith Bank Plc, United Bank for Africa Plc, Guarantee Trust Bank Plc, and First Bank of Nigeria Plc. The current researchers
encouraged voluntary participation and guaranteed respect for related ethical matters. Two hundred and forty-six (247) surveys
were successfully retrieved and suitably utilized. Data recovered was cleaned and analyzed with Statistical Packages for Social
Sciences (SPSS vs. 28). This paper confirms that organizational learning and resilience independently and significantly increase
and sustain positive adaptive performance. This investigation also found that organizational learning and resilience significantly
and jointly impact adaptive performance. Hence, management within Nigeria’s banking industry should consider adopting more
organizational learning programs and exercises for the varied circumstances and contests from the fourth industrial revolution.
Moreover, the management and leaders within Nigeria’s banks should adopt human resource practices that cultivate the master-
ing of transformative activities, making the most disruptive surprises that potentially impend organization survival in the fourth
industrial revolution.
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1. Introduction

Over three centuries, the impacts of revolutions have enormously changed our civilizations.
The current world is confronted by the Fourth Industrial Revolution (4IR) and the incursion of rapid
technological innovations, which attempts to change how information and services are spread and
delivered [1]. According to [2], there are 4 phases of the industrial revolution. The initial transfor-
mation happened in the late eighteenth century, focussing on mechanization. The next revolution
took place at the start of the twentieth century, focusing on manufacturing in massive quantities.
However, around the 1970s, the discovery of microchips, automation, and information technology
systems ushered in the 3IR. The fourth and current industrial revolution comprises cyber-physical
systems (CPS), artificial intelligence (Al), 3D printing, cloud computing, the internet of things,
advanced materials, autonomous vehicles, big data analytics, and other innovative digital technol-
ogies [3].

Adaptive performance has become critical to organizations as new technologies emerge,
where employees progressively need to be able to adapt to changing roles and work systems [4, 5].
Apart from referring to adaptive performance (AP) as adaptive expertise and performance adap-
tation, some studies noted adaptive performance as a behavior. Adaptive performance indicates
employees’ capacities to modify their behaviors to satisfy work demands [6]. Others describe it as
an aptitude to adjust [7]. They also emphasized that AP behaviors usually maintain performance
levels in the face of change. Several scholars [8, 9] describe adaptive performance as the capa-
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bility of employees to modify behaviors and cognitions in adjusting to the ever-changing work
environments.

[10] opined that learning relates to experimentation in looking for answers and interfacing
with the environment. Learning is essential for an organization to adapt to changes — the ability to
reconfigure after interference with the work setting [11]. Attention moved drastically from orga-
nizations gaining wealth to a period of learning, becoming essential, to organizational continuous
growth and survival [12]. Hence, in this fast and ever-varying business environment, organizations
need to acquire, create, and use knowledge to be ahead of their contestants [13]. Also, [14] stated
that organizational learning (OL) is a significant stimulus for every organization’s long-term per-
formance and survival. Organizational learning allows organizations to cope with the challenges
of modern times [15]. Combining new technologies and sustainability or organizations involves
a relevant investment in organizational learning [16]. Hence, it is vital to foresee, deal with, and
recuperate from disruption [17]. This becomes one of the purposes of OL.

With work environments becoming more complex and unstable, organizational resil-
ience (OR) has become substantial for research and practice. According to [17], OR is the
organization’s “ability to anticipate potential threats, cope effectively with adverse events, and
adapt to changing conditions”. OR has become the latest normal regarding organizational ex-
istence and recuperation after disruptions [18]. Consequently, understanding OR has become
imperative [19]. [20] indicated OR as a business’s ability to successfully engage, cultivate
situation-specific reactions, and eventually participate in transformative activities to make
the most of disruptive surprises that potentially impend organization survival. Organizational
resilience (OR) has been examined from individual [20], group, and organizational perspec-
tives [17, 21]. [17] has referred to organizational resilience as surviving a difficulty or crisis.
According to [22], resilience is the ability to develop and recover in an atmosphere of uncer-
tainty, emergency, and discontinuity.

Several changes are going on within the banking industry in several developing countries.
Customer service and behavior worldwide are moving toward quickening the adoption of digital
services. Looking into today’s technology-driven competitive world, automation of the banking in-
dustry has become essential for a bank’s existence in the financial sector [1]. Also, with the advent
of the 41R, it is logical to conclude that the banking industries of several developing countries (such
as Nigeria) will face several challenges if they do not embrace rapid technological innovations in
their operations. Hence, this research investigates a few predictors of adaptive performance within
the banking industry in Nigeria to inspire a practical standard of attaining and sustaining excellent
adaptive performance in the 4IR.

1. 1. Organizational Learning and Adaptive Performance

One quality of any known learning organization is the aptitude to guarantee and improve
continuous learning. This is possible when the organization uses methodical rationality to un-
derstand itself [23]. Seeing the energetic nature of the work environment where businesses func-
tion, due to technological innovations and adoption, organizations need to ensure they secure
an encouraging AP level to ensure long-term existence [13, 24]. Hence, organizational learning
remains essential for adaptation performance and existence in a fast-paced, varying work set-
ting [14]. Learning empowers an organization to stay competitive and productive in an unstable
business environment. Hence, organizational learning is a process, initiated through learning
organization and implies activities for organizational development and performance [25]. Or-
ganizational learning develops new insight and knowledge that might impact behavior and per-
formance [26]. It concerns employee development and recent knowledge acquisition, which fits
staff dimensions [27]. Organizational learning promotes adaptability among employees and or-
ganizations in changing work environments and systems [28]. Based on the above, the following
is hypothesized:

HI: In the fourth industrial revolution, organizational learning significantly impacts adap-
tive performance in Nigeria’s banking industry.
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1. 2. Organizational Resilience and Adaptive Performance

Organizational resilience provides the organization with the ability to manage disruptive
challenges, which results in improved organizational performance [29]. Organizational resil-
ience (OR) impacts adaptive performance as it assists the organization in bouncing back from the
obstacles, stemming from changes to work and environment, increasing the likelihood of survival
during both crunches or normality [30]. [31] indicated a significant influence of organizational re-
silience on adaptive performance. Also, [32] suggests that organizational resilience influences the
adaptive performance of work organizations during changes and variations in the work environ-
ment or system. Stemming from the above, the following hypotheses were formulated:

H2: In the 4IR, organizational resilience significantly influences adaptive performance
within the banking industry in Nigeria.

Consequently, following the noted literature, the hypothesis below is expressed:

H3: In the 4IR, organizational learning and resilience significantly impact achieving adap-
tive performance within Nigeria’s banking industry.

This paper adds to the literature on organizational performance, learning organization, or-
ganization learning, human resource management, and employee/organizational development. It
also substantiates that the banking industry in Nigeria can enjoy and increase the benefits of the
4IR, while minimizing its challenges and adverse effects.

The aim of the research was to increase the literature by exploring the influences of orga-
nizational learning and resilience on adaptive performance within the banking industry during the
41R to infer an applied model to inspire, increase, and sustain adaptive performance.

2. Materials and Methods

This study implemented a cross-sectional survey approach. Surveys were purposively dis-
pensed to 250 employees of five Lagos State of Nigeria’s banks: Zenith Bank Plc, First City Mon-
ument Bank Plc, Guarantee Trust Bank Plc, First Bank Plc, and United Bank for Africa Plc. The
current researcher encouraged voluntary participation and guaranteed respect for ethical matters.
Two hundred and forty-six (247) surveys were retrieved and concluded suitably. Data recovered
was cleaned and analyzed with Statistical Packages for Social Sciences (SPSS vs. 28). Nevertheless,
this research conducted a reliability analysis to realize the measure’s local dependability.

2. 1. Instrumentation

This study’s survey has sections:

Section A — Participants’ demographics

It covers the respondents’ demographics, for example, gender, age, level of education, mar-
ital status, and work experience (in years).

Section B — Organizational Learning Scale (OLS)

This paper adopted the organizational learning measure from [28]. The instrument contains
14 items with 2 items for the experimentation dimension, 2 for the risk-taking sub-scale, 3 for
interaction with the external environment, 4 for the dialogue dimension, and 3 for participation in
the decision-making sub-scale. The whole measure showed a reliability coefficient of 0=0.78. How-
ever, the present research reached an a=0.82 coefficient. Each statement was responded to using a
5-point Likert-type answer scale.

Section C — Organizational Resilience Scale (ORS)

The participants’ perceived organizational resilience was assessed using the [33] scale. This
measure has 8 items with two dimensions (planning and adaptive capacity), and participants spec-
ified their response on a 7-point Likert measure stretching. This measure showed a consistency
coefficient of a=0.72. However, this study attained a reliability coefficient of a=0.76.

Section D: Adaptive Performance Scale (APS)

A 6-item measure of perceived adaptive performance was adopted from the study [34]. The
initial alpha coefficient for the items was a=.79. The current research realized a reliability measure-
ment of a = .81. This scale has a 5-point Likert answer layout.
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Nonetheless, these researchers piloted the research instrument to spot any problems ahead
of floating the instrument.

3. Results

Table 1 showed that organizational learning and resilience jointly and significantly impact
adaptive performance in Nigeria’s banking industry (R=0.984, R2=0.968, F=03667.805, p<0.01).
The p-value is satisfactory, showing that organizational learning and resilience jointly and signifi-
cantly induced a 98.4 % variance in an adaptive performance. So, the postulation is confirmed that
organizational learning and resilience have a significant joint impact in achieving AP in Nigeria’s
banking industry in the 4IR.

(2022), «kcEUREKA: Social and Humanities»

Table 1
Multiple regression results present the combined impacts of OL and OR on AP
Model R R-squared Adjusted R-squared F Sig
1 0.984* 0.968 0.968 3667.805 0.000

a. Dependent Variable: Adaptive Performance

Similarly, the model, presented in Table 2, specifies that organizational learning positive-
ly and significantly impacts adaptive performance at =0.345, t=17.010; p<0.01. The p-value is
suitable. Therefore, this research indicates that organizational learning had about 34.5 % impact
on change in an adaptive performance. Hence, the specified proposition, in the fourth industrial
revolution, organizational learning significantly impacts adaptive performance within Nigeria’s
banking industry. In addition, Table 2 stipulates that organizational resilience positively and sig-
nificantly impacts adaptive performance at f=0.680, t=33.548; p<0.01. The p-value is fit. Thus, this
study shows that organizational resilience made a 68.0 % impact on adaptive performance. So, the
statement is proven that in the fourth industrial revolution, organizational resilience significantly
influenced adaptive performance within the banking industry in Nigeria.

Table 2
Measurements of the influencers of adaptive performance

95.0 % Confidence
Interval for B

Influencers B B t Sig R R? F (2, 246) P
Lower Upper
Bound Bound
(Constant) 1.658 6.531 0.001 1.158 2.158
Organizational
Learning 0.125 0.345 17.010 0.001 0.111 0.140 0984 0968 3667805  <0.01
Organizational

0.348 0.680 33.548 0.001 0.328 0.369

Resilience

a. Dependent Variable: Adaptive Performance

4. Discussion

This study confirmed that organizational learning positively and significantly impacted
adaptive performance in the 4IR. The current results infer that increased employees’ and work
organizations’ adaptability in changing work environments and systems results in more ability to
reconfigure after a disruption to the work environment, caused by the 4IR. According to a previous
pragmatic indication, this result is that organizational learning promotes adaptability among em-
ployees and work organizations in changing work environments and systems [26, 28].

Moreover, this research has noted a significant and positive impact of organizational resil-
ience in sustaining adaptive performance in the fourth industrial revolution. The current findings
infer that the more Nigeria’s banks can effectively engage and cultivate situation-specific responses
to make the most of disruptive surprises that potentially impend organization survival, the better
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they are in displaying adaptive performances in the fourth industrial revolution. This result also
aligns with [31]’s (2010) result, which indicated a significant influence of organizational resilience
on adaptive performance. Also, the present result corroborates the result of [32] that organizational
resilience influences the adaptive performance of work organizations during changes and varia-
tions in the work environment or system.

Following the results, stated in the paragraphs above, this research confirms these hypotheses:

— in the fourth industrial revolution, organizational learning significantly impacts adaptive
performance in Nigeria’s banking industry.

—in the 4IR, organizational resilience significantly influences adaptive performance within
the banking industry in Nigeria.

—in the 4IR, organizational learning and resilience significantly impact achieving adaptive
performance within Nigeria’s banking industry.

Furthermore, based on the current findings, this paper significantly propounds a practical
model in Fig. 1 to inspire and sustain outstanding AP in the 4IR within the banking industry in
Nigeria. Thus, the model in Fig. 1.

\

Increased Organizational Learning

3667.805, p < .01)

Increaseq Positiye
Adapﬁ‘,e

PREDICTORS

(R = .984, R2 = .968, F

Increased Organizational Resilience

Fig. 1. A model to inspire and sustain outstanding AP in the 4IR within the banking industry.
Source: Author’s findings

Research limitations. This paper is with some limitations. Firstly, the recent sample was
restricted to the employees in Lagos State, Nigeria; thus, future research could compare more states
from other regions. Second, this research adopted a cross-sectional survey design.

The prospects for further research. For more study, this research recommends a
mixed-method practical study, which improves the comprehension of the predictors of adaptive
performance in the 41R.

5. Conclusion

This research concludes that organizational learning and resilience increase and sustain
adaptive performance. Hence, these stated influencers support positive adaptive performance in
Nigeria’s banking industry.

Nevertheless, the following recommendations are worth considering:

— There is an urgent need for management within Nigeria’s banking industry to consider and
introduce more organizational learning programs and exercises for the varied circumstances and
contests from the fourth industrial revolution.

— Also, the management and leaders within Nigeria’s banks should adopt human resource
practices that cultivate the mastering of transformative activities, making the most of disruptive
surprises that potentially impend organization survival in the fourth industrial revolution.

— Furthermore, a mixed-method research approach is used to explore the topic to have a
broader knowledge of the influencers of adaptive performance in the 4IR from a single study’s
qualitative and quantitative perspectives.
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