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Introduction
The changing culture of work, the pressures of global market, the growth of technological complexity, and present changes require that human resource development (HRD) necessitates reorientation of focus on organizational learning. Watkins and Marsick (1993) stressed that learning is a prerequisite for successful organizational change, innovation, and performance. To that ends, organizations should create an environment conducive to high individual learning and development by encouraging organizational learning culture. However, the early scholar about learning organizations focused on only the big picture rather than specific prescriptions, which could not identify to implement moving forward in danger of becoming management fads (Garvin et al., 2008; Kuchinke, 1995). What should be noted is that we don't have to keep in mind the variety of ways in which specific examples may prove invalid, unproductive, or even completely evil when we reinforce organizational learning (Argyris & Schön, 1978, Sterling, 2001). Still, the research has focused on theoretical research rather than empirical and practical implication to create the learning organization (Ellinger et al., 2002: Rebelo & Gomes, 2008). Thus, this study now turns attention to the following questions and discusses: why are we barking at the wrong tree to create the learning organization? Which dimension of an organizational learning culture is crucial, what are the effects of a learning culture, and the obstacles that organizations should avoid in both academic and practical views. 
On the other hand, the relationship between organizational learning and performance is still emerging and finding space in both academic and practitioner spheres because a primary objective of HRD is to improve organizational performance (Swanson & Holton, 2001). Yet, most studies in organizational learning and performance have only been conducted in a few areas.
These dilemmas and concerns resonated powerfully with my research and juxtaposed future roles in HRD by considering how to ensure continuous learning effects and become a powerful learning organization. Thus, the organizations lead the commingling of strategies, systems, and human beings in ways that promote both individual and organizational learning and sustain organizational effectiveness. However, despite the investment in creating a learning organization, there is no general agreement about its effectiveness. This study aims to explore the effectiveness of learning organizational culture and performance.

Research Design
To synthesize the prior literature rigorously, we adopted a systematic literature review (SLR), following the PRISMA guidelines (Denyer & Tranfield, 2009). To pursue our inquiries, we first searched three databases (i.e., ABI/Inform Complete and EBSCO) using the following keywords: “organizational learning culture AND performance”. This search generated a total of 909 articles. 
[bookmark: _Hlk113354105]Then, we screened the identified articles based on the four eligibility criteria: (1) articles that were published in peer-reviewed academic journals; (2) articles that were written in English; (3) articles that were published from 2013 to 2023, and (4) academic journals that are listed in the SCImago journal rank to ensure the rigor and quality of each study. Guided by the above four criteria, we removed 723 articles that did not meet the criteria were removed at this stage in addition to 2 duplicates across different databases. This screening led to a total of 184 publications for the final analysis. We use Garrard’s Matrix Method (2014) to systematically organize the selected studies above and evaluate them by reading each article thoroughly to identify the trends, issues, or challenges in organizational learning culture and performance. 


Finding and Conclusions
In the literature review, we identify the following findings. First, many studies on the relationship between learning culture and performance have been studied concerning various objects, countries, and variables. The relationship between organizational learning and performance is still emerging and finding space in both academic and practitioner spheres because a primary objective of HRD is to improve organizational performance (Swanson & Holton, 2001). A salient purpose of organizational learning is to be more adaptive and more competent in altering functions in response to inferior performance or changes in the work environment. More empirical efforts to investigate antecedents of organizational learning culture leading to organizational performance as the outcome can shed light on the potential strategic areas of HRD’s contribution to organizations regarding their business sustainability. 
Second, organizations should create an environment conducive to high individual learning and development by encouraging organizational learning culture. Even with individual learning is necessary, but organizational change is partial. What potentially leads to organizational change, in addition to individual learning, is continuous learning and change at all levels of the organization (Egan et al., 2004; Marsick & Watkins, 2003; Song, 2008). A learning organization has cultural facets - vision, values, assumptions, and behaviors that support a learning environment (Armstrong & Foley, 2003), which could incorporate into the discussion of organization learning the considerable amount of effort (Cook & Yanow, 1993). As Marsick & Watkins (2003) argue, "learning must be captured and embedded in ongoing systems, practices, and structures so that it can be shared and regularly used to improve changes in knowledge performance intentionally" (p.133). In addition, learning without boundaries that encompass individuals, teams, and organizations should be conducted. Accordingly, the organization must create a capacity and culture to support, encourage and use learning because individual behavior is not static and continually engages when endeavoring to learn (Marsick & Watkins, 2003; Yeo, 2005). 
Next, although the construct of performance has examined various indices, it has still not been systematically addressed, and it remains unclear what construct is accurate for measuring performance. HRD scholars have used different types of organizational performance factors, such as financial performance and knowledge performance (Alagaraja, 2013; Ellinger et al., 2002; Kim et al., 2017). For example, Watkins and Marsick (2003, p. 273) remarked, "knowledge is the key asset base from which to predict future earnings". On the other hand, several studies have focused on financial performance with several constructs, such as return on equity (ROE), return on assets (ROA), return on investment (ROI), relationship with suppliers, customer complaints, company's reputation, etc., but it might be avoiding the standard method biased in single-respondent design. Also, the question now arises financial performance might show the immediate measure (Wilcox & Zeithaml, 2003). inaccuracies in the data (Jiang et al., 2006), and difficulties in providing due to company security issues (Hung et al., 2010), which became the reasons to hesitate to use actual financial data.
Lastly, we propose that further studies should focus on why the organization failed to create a learning culture. Many scholars have revealed the reason to hinder the learning organization. These include one-off learning, only focusing on formal or individual learning, performance-oriented paradigm, and learning that has nothing to do with practical work or organizational strategies (Kim et al., 2008; Torraco & Lundgren, 2020)

Implications for Adult Education Theory and Practice
By exploring the effect of intangible resource and capability that impact the firm’s positive outcome, this study suggests how HRD integrate organizational resource and system to maximize the organization’s performance effectively. This attempts to go the extra mile to conduct an empirical study in resource-based view theory, examine learning organizations’ challenges and coping strategies and provide practical implications.
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