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Learning agility is a metacompetency important to leadership success, particularly in
turbulent times. The global coronavirus pandemic catapulted individuals, organizations, and
societies into the harsh reality of our volatile, uncertain, complex, and ambiguous (VUCA)
world. Coaches can play an important role in accelerating the development of learning
agility, thereby expanding the leadership pipeline within organizations. The purpose of this
article is to help coaches and consultants (a) understand the behaviors and strategies that
undergird learning agility; (b) better assess coaching clients’ level of learning agility as well
as the organizational context; and (c) become more intentional about incorporating the
development of learning agile behavior into their coaching practice. The article reviews the
literature regarding what we know about the construct of learning agility and the role
coaches can play in intentionally developing it. Suggestions are provided for assessing a
leader’s level of learning agility as well as the organizational context. Recommendations for
practical coaching application are organized around the heuristic “Agile Learning Process
and Behaviors Model.” Although many coaches may already be helping clients develop
learning agility, this article describes how coaches may do it more deliberately.

What’s It Mean? Implications for Consulting Psychology

Facilitating the development of learning agility may create a “double bottom line” for
coaching by both increased leadership effectiveness and learning agility. Coaching
for learning agility (a) supports the development of a greater capacity to deal with
rapid, ongoing change; (b) builds independence and self-efficacy in learning; and (c)
holds the promise of empowering more leaders to achieve success in leadership roles.
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Early in 2020 the coronavirus pandemic catapulted individuals, organizations, and societies around
the world into the stark realization that we live and work in an era where agility is essential to sur-
vival. The pandemic has brought the need for adaptation to center stage. Nearly all of us have had to
figure out what to do in situations never faced before. Although the pandemic was a dramatic shock
that upended virtually everyone’s lives, the pace and complexity of change have been increasing for
the past several decades, and this is likely to continue (Kotter et al., 2021). The acronym VUCA
(volatility, uncertainty, complexity, and ambiguity) has become a standard part of our vocabulary
and learning agility a critical leadership capability.

Although the need for agility may seem like a new trend, organizations began to recognize the
importance of identifying individuals with the potential to learn from their experiences and adapt to
changing circumstances in the late 1980s. Research by the Center for Creative Leadership culmi-
nated in the classic books The Lessons of Experience (McCall et al., 1988) and Breaking the Glass
Ceiling (Morrison et al., 1987). Organizations began refocusing leadership development on learning
from experience rather than solely in a classroom (Schmidt, 1988). The 70:20:10 formula (suggest-
ing that 70% of learning should come through experiences, 20% by learning from others, and 10%
from more formal approaches) became ubiquitous despite little evidence to support this specific ra-
tio (see Kajewski & Madson, 2012; Nowack, 2015).

During the 1990s increased focus was placed on identifying executives who had the potential to
thrive in permanent white water (McCall, 1998). In a seminal article in Consulting Psychology Jour-
nal: Practice and Research (CPJ), McCall (1994) proposed that leadership potential was determined
by the ability to learn from experience. In a later article Lombardo and Eichinger (2000) were first to
coin the term learning agility. Like McCall, they also argued that a primary indicator of leadership
potential is learning agility, aptly describing it as knowing how to learn “what to do when you do not
know what to do” (Lombardo & Eichinger, 2021, p. xiii).

Organizations began to view learning agility as critically important to assess in their leadership
pipelines (Eichinger & Lombardo, 2004; Finkelstein et al., 2018; Silzer & Church, 2009). In 2013,
learning agility was touted as “the most in-demand business skill of the 21st century” (Delaney,
2013). By 2015, research on high-potential programs in organizations found that 56% were assess-
ing for learning ability/agility (Church et al., 2015).

Empirical research also began to emerge demonstrating that learning agility predicts leadership
potential (Dries et al., 2012), performance (Smith, 2015), overall leadership effectiveness (Kaiser &
Craig, 2011), promotions, advancement, and salary increases (Bedford, 2012; Dai et al., 2013) and
speed to competence (Allen, 2016). A meta-analysis based on a total sample size of 4,897 found
correlations between learning agility and leader success and potential to be .47 and .48, respectively,
indicating that learning agility is a stronger predictor of leadership performance than intelligence,
emotional intelligence, or job experience (De Meuse, 2019).

Although there is relatively high agreement on the importance of learning agility within the
business community, there has been much consternation about the lack of conceptual clarity on
what learning agility is and what constitutes its components (Arun et al., 2012; DeRue, Ashford, &
Myers, 2012). For example, it has been discussed as an antecedent, moderator, and outcome vari-
able (Adler & Neiman, 2021; McCauley & Yost, 2021). Learning agility also shares common attrib-
utes with related constructs such as adaptability, adaptive performance (Baard et al., 2014; Bell &
Kozlowski, 2010; Wang & Beir, 2012), flexible leadership (Norton, 2010), and autonomous learn-
ing (Ellingsen & Noe, 2017). Clearly, learning agility is still a relatively new and controversial con-
struct, and like many constructs (e.g., emotional intelligence) it may take decades to reach
consensus on many questions surrounding it.

However, of great practical relevance for developing leaders is the question of how malleable
learning agility may be. Learning agility has been discussed both as a set of relatively stable individ-
ual differences as well as a set of learnable behaviors and strategies (DeRue, Ashford, et al., 2012;
Harvey & Prager, 2021). For example, personality characteristics such as ambition, openness to ex-
perience, sociability, and inquisitiveness have been linked to learning agility and may be more diffi-
cult to change (Connolly, 2001; De Meuse et al., 2011; DeRue, Ashford, et al., 2012; Laxson,
2018). However, many behaviors and strategies consistently linked to learning agility can be
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learned. Some examples include feedback seeking (Crommelinck & Anseel, 2013), reflection
(DeRue, Nahrgang, et al., 2012), and mindfulness (Ashford & DeRue, 2012; Lee, 2021).

Assuming that learning agility follows a normal distribution, organizations that rely solely on
selecting leaders who are high in the more traitlike aspects of learning agility may find their leader-
ship pipeline severely constricted. Multiple researchers have noted concerns about an emerging gap
in leadership supply and demand (see DeRue & Myers, 2014). Despite limitations in our complete
understanding of learning agility, there is strong support for the practical utility of learning agility in
selecting and developing leaders (Mitchinson et al., 2012). Increasing our understanding of how
learning agility can be developed holds tremendous promise for meeting the leadership needs of
organizations.

In the introduction to a special 2010 CPJ issue on developing flexible and adaptable leaders for
an age of uncertainty, Rob Kaiser posed a critical question: “What can consulting psychologists do
to help identify and develop the kinds of nimble, fleet-footed leaders we so desperately need to run
our government and nonprofit institutions, as well as the commercial enterprises that fund our com-
munities and societies?” (Kaiser, 2010, p. 78). We assert that given the role coaches play in devel-
oping leaders it is important for coaches to understand how they can support the development of
learning agility, a capability so important to leadership success and adaptation to a constantly chang-
ing world.

The objectives of this article are to help coaches (a) understand the behaviors and strategies that
undergird learning agility, (b) better assess the learning agility of coaching clients, (c) understand
how context may impact both need and support for learning agility, and (d) become more intentional
about incorporating the development of learning agile behaviors into their coaching practice. To
achieve these objectives, we will review the literature regarding the following:

• What we know about the construct of learning agility
• The role of coaches in the intentional development of learning agility
• How coaches can assess a leader’s learning agility as well as the organizational context
• How coaches can practically and more deliberately integrate the development of learning
agility into the coaching process

What We Know About the Construct of Learning Agility

As a first step, it is important for coaches to understand what learning agility is. It is beyond the
scope of this article to provide an in-depth literature review on learning agility (see Dai & De
Meuse, 2021; De Meuse et al., 2010; DeRue, Ashford, et al., 2012). However, we will outline some
key points that are particularly salient to coaching.

As previously noted, there is not a single, commonly shared definition of learning agility nor
agreement on its dimensions. The originators of the term emphasized the ability and willingness to
learn from experience. The most frequently used definitions also include applying those lessons to
perform successfully in new and challenging leadership roles (De Meuse, 2017; De Meuse et al.,
2010). Harvey and Prager defined learning agile behavior as “the self-regulated behaviors, strat-
egies, and habits that enable learning at an accelerated pace, facilitate more agile adaptation to
dynamic conditions and result in more effective leadership” (Harvey & Prager, 2021, p. 147).
DeRue et al.’s definition focused on speed and flexibility: “the ability to come up to speed quickly
in one’s understanding of a situation, and move across ideas flexibly in service of learning both
within and across experiences” (DeRue, Ashford, et al., 2012, pp. 262–263). For a range of other
definitions that have been used see Harvey and De Meuse (2021).

As DeRue et al. pointed out in 2012, learning agility has lacked conceptual clarity, in part
because it has not captured the interest of academics. Because of the proprietary nature of the
applied tools, programs, and processes that have been developed, we may never have a single stand-
ard definition. Several theories and nomological nets have been proposed to provide structure for
future research (see Allen, 2016; Dai & De Meuse, 2021; DeRue, Ashford, et al., 2012; Harvey &
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De Meuse, 2021). However, from a practical standpoint, there is growing consensus on at least
some aspects of the construct:

• It is likely to have predisposing factors which may include personality (Connolly, 2001; De
Meuse et al., 2012; DeRue, Ashford, et al., 2012) and fluid intelligence (De Meuse, 2022).

• It is viewed as a metacompetency—an amalgamation of other competencies (Connolly,
2001; De Meuse & Harvey, 2021; Heslin & Mellish, 2021).

• It is recognized as important for more effectively adapting in dynamic leadership contexts
(Connolly, 2001; Peterson, 2021).

• It includes learning from all our experiences (De Meuse et al., 2010; Harvey & Prager,
2021; Lombardo & Eichinger, 2000).

• It is multidimensional and includes our perceptions, thoughts, emotions, behaviors, motiva-
tions, knowledge, and social interactions (Dai & De Meuse, 2021; Harvey & De Meuse,
2021; Peterson, 2021).

• It is distinct from cognitive ability but may be influenced by it (Connolly, 2001; De Meuse,
2022).

• It has temporal aspects such as learning from the past, being mindful in the present as well
as anticipating the future (Harvey & Prager, 2021; Lee, 2021).

• It is a dynamic process that includes anticipating needs, planning for change, taking action,
self-regulating, and integrating learning (Heslin & Mellish, 2021; Lee, 2021; McCauley &
Yost, 2021.)

• It is likely to have central operating mechanisms such as learning mindset, cognitive control
and flexibility, emotional regulation, and behavioral flexibility (Harvey & De Meuse, 2021).

• Context matters, including the business environment, the organization, leadership expecta-
tions and opportunities, culture, and talent management practices (Church, 2021; DeRue,
Ashford, et al., 2012; Ruyle et al., 2021).

Unfortunately, the literature that addresses how learning agility may be affected by coaching
and other leadership development methodologies is severely limited. A search of scholarly literature
resulted in just four sources, all thesis or dissertations. In a dissertation, Trathen (2007) examined
how learning agility impacted changes in leadership competencies for a sample of senior executives
receiving coaching where learning agility had been used as a measure of readiness for coaching.
The researcher concluded that learning agility may be a useful filter for those who will benefit most
from coaching. In another dissertation, Goebel (2013), concluded that learning agility can be devel-
oped through coaching. However, this research was qualitative and based on two coaching sessions
with a sample of three clients. Drinka (2018) explored the impact of coaching by an employee’s
manager on learning agility. It was concluded that coaching by managers enhances psychological
safety, which in turn positively impacts the subordinate’s learning agility. Stilwell (2019) conducted
a qualitative thesis on how well a specific army research, leadership program developed learning
agility. We applaud those who have investigated learning agility, and we hope that this article will
stimulate additional empirical research.

The Role of Coaches in the Intentional Development of Learning Agility

The use of executive coaching has evolved from remedial “fixing” of executives to developing
global leaders. In the late 1980s and 1990s, coaching was used with increasing frequency by organi-
zations to develop leaders for the challenges posed by the increases in the size and scope of jobs,
business turn-arounds, mergers and acquisitions, and large, international, and global roles (McCall
et al., 1988). In addition, it became clear that “the pace of change in organizations had accelerated
and a premium was put on speed. . . . Coaching emerged as the preferred ‘just in time’ learning
approach” (Valerio & Lee, 2005, p. 10). Much like learning agility, executive coaching evolved as a
way to enable leaders to accelerate their learning, led by the observations of innovative practitioners
(e.g., Kilburg, 1996; Witherspoon & White, 1996).

Coaches support the development of an array of leadership competencies ranging from strategic
thinking to interpersonal skills. They can also play a critical role in the intentional development of
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learning agility as a metacompetency that facilitates learning from experience as well as more nim-
bly adapting to constant and rapid change. As a foundation for this article, we define coaching for
learning agility as a process of facilitating development of knowledge, behaviors, strategies, and
habits that increase learning agility.

Coaching is about helping leaders change in intentional ways, in some cases to address immedi-
ate performance needs and in others to meet long-term career and succession goals. In this way,
coaching for learning agility has much in common with the theory of intentional change (see Boyat-
zis et al., 2008). When coaching is effective, learning is long-lasting and transfers beyond just the
coaching environment. However, what differentiates coaching for learning agility is the generaliza-
tion and transfer of agile learning capabilities beyond the coaching environment and the ability to
apply them in future situations. It creates a “double bottom-line” for coaching, with the first out-
come being increased leadership effectiveness and the second being increased learning agility. We
propose that coaching for learning agility (a) supports the development of a greater capacity to deal
with rapid, ongoing change; (b) builds independence and self-efficacy in learning; and (c) holds the
promise of empowering more leaders to achieve success in leadership roles, including those in
underrepresented groups.

Enhancing the Capacity to Deal With Rapid Change

The pace of change continues to increase as advances in communications enable high-speed collabo-
ration around the globe and even into space. Currently, there is not consensus on the role of speed in
learning agility; some researchers view speed of learning as an important element (e.g., DeRue, Ash-
ford, et al., 2012; Hoff & Burke, 2017) while others do not (De Meuse, 2017). However, given the ve-
locity of change we are witnessing, it seems self-evident that leaders must learn both well and
quickly. Coaches may add value by being more intentional in helping leaders develop capability in
learning deftly from all their experiences and at an appropriate pace. If learning agility is about learn-
ing what to do when you do not know what to do, then coaching for learning agility is about helping
leaders learn how to identify those needs sooner and more nimbly figure out what to do.

Increasing Independence and Learning Self-Efficacy

Hargrove (1999) describes the coach as being a “learning enzyme” that provides tools and methods
with the intention of helping clients expand their own capacity to learn. Coaching to develop learn-
ing agility requires coaches to be transparent about techniques that enable self-directed capability in
learning from experience. Commonly used coaching approaches may still be used, but they should
have a greater emphasis on sharing the “why” and clarifying how the development of habits such as
reflection and feedback seeking fosters long-term learning agility.

It has been hypothesized that self-efficacy, or a belief that we are capable of change, is one of the
central mechanisms underlying learning agility (Harvey & De Meuse, 2021). Smither and Reilly
(2001) also suggested that the coach’s efforts to strengthen a leader’s self-efficacy is critical to behav-
ioral change. Although research is limited, some studies have found that coaching can increase self-
efficacy, at least in relationship to certain aspects of leadership performance (Baron & Morin, 2010;
Moen & Allgood, 2009). We propose that coaching to develop learning agility includes increasing
self-efficacy, specifically about one’s ability to learn from experience and adapt to change.

Empowering Groups That Are Underrepresented in Leadership

Interestingly, early efforts by the Center for Creative Leadership to understand developmental expe-
riences were linked to breaking the glass ceiling for women (Morrison et al., 1987). To enable gain-
ing the leadership lessons of experience, managers have recognized the importance of providing
leaders of all genders with challenging developmental experiences as well as sufficient support
(Schmidt, 1988; Valerio, 2009.) It has since been referenced as a potential way to empower women
and people of color (Harvey & De Meuse, 2021; Valerio, in press).
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It is heartening that self-report assessments of learning agility (e.g., the TALENTx7, viaEDGE) do
not appear to have adverse impact when used to identify women and people of color for leadership roles
(De Meuse et al., 2019). As a result, incorporating the assessment of learning agility into the evaluation
of those being considered for leadership can increase objectivity and level the playing field. In addition,
because learning agility is associated with leadership success, developing learning agility likely offers
an important pathway to leadership and higher levels of leadership to those who have long been under-
represented. Coaching to develop learning agility shows promise for expanding the diversity of leader-
ship pipelines across many different settings.

Assessing Learning Agility

Coaching often begins (and sometimes ends) with an objective assessment of the current state of the
individual being coached. Assessing learning agility allows coaches to be more deliberate in sup-
porting the development of learning agile behaviors and provides awareness of those that may be
more (or less) challenging for a participant. For example, an introverted participant may need more
encouragement to seek out opportunities to learn by engaging with others. Those who are more cau-
tious and risk-avoidant may need support in objectively evaluating the risks associated with experi-
menting with new behaviors and finding psychologically safe ways to do so. In addition, given the
relationship between learning agility and leadership success, measuring it is likely a prudent invest-
ment for organizations.

Including Assessments Specifically Designed to Measure Learning Agility

Using an instrument specifically designed to measure learning agility can be an ideal way to both
assess it and initiate discussion about what learning agility is and why it is important. This might
involve assessing it with a stand-alone instrument or as part of a multi-method leadership-assess-
ment process. There are a limited number of self-report measures of learning agility available (e.g.,
the TALENTx7, viaEDGE, BurkeLAI). For a comprehensive review of various measures of learn-
ing agility see Boyce and Boyce (2021).

Leveraging Existing Assessment Data

If it is not possible to use an assessment tool specifically designed to measure learning agility, com-
ponents of an existing assessment process may offer some clues about characteristics that are likely
related to learning agility. As previously noted, there is evidence that some personality dimensions
such as openness to experience, tolerance for ambiguity, self-efficacy, adaptability, curiosity, and
low neuroticism are related to learning agility (Boyce & Boyce, 2021; DeRue, Ashford, et al.,
2012). However, it must be emphasized that additional research is needed to conclusively confirm
the linkages between learning agility and personality dimensions. Until more is known, information
from personality assessments should be used as indicators, not proxies for targeted measures of
learning agility.

When multirater-survey information is available, specific items may provide insight on some
learning agile behaviors. For example, it is common for 360 surveys to include items such as “gains
insight by reflecting on experiences” or “regularly seeks out and responds to feedback.” When rec-
ommending a 360 survey, coaches may encourage use of instruments that include items that will
provide information on the demonstration of learning agile behaviors. Similarly, assessment centers
or simulations can also provide rich sources of behavioral data on how learning agility is demon-
strated in new and ambiguous situations.

Being Intentional With Interview Questions

Coaches who understand the dimensions of learning agility can develop interview questions to
determine clients’ development needs. These questions may be used in assessment or intake inter-
views to gain insight into the client’s current repertoire of learning agile behaviors. For example:
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“Tell me about the last time you experimented with behaving in a different way, even though it was
uncomfortable to do so.”

Assessing the Organizational Context

Before encouraging the development of learning agility, coaches should also assess the context and
gather information on how much learning agility is needed and how much support will be provided.
Coaches may also expand their impact beyond the individual being coached by facilitating discus-
sion around what learning agility is, why it is important to leadership, and how the organization can
support it.

As noted by DeRue, Ashford, et al., 2012, “Anything in the environment that affects the speed
of learning or degree to which people can be flexible across different points of view or competing
ideas, would affect the degree to which people . . . can demonstrate agility in the learning process”
(p. 271). Some features of the organizational context may indicate the need for coaches to place a
higher emphasis on learning agility with clients. Especially salient to learning agility are (a) nature
of the business, (b) requirements and level of the leadership role, (c) organizational culture and man-
ager support, and (d) talent management practices.

Nature of the Business

Learning agility may be particularly important in business environments experiencing rapid and
unpredictable change. Respondents in a 2019 Deloitte survey agreed that business leaders are facing
new requirements in the 21st century, with 81% noting the ability to lead through more complexity
and ambiguity (Volini et al., 2019). However, we should not assume that all organizations and
industries operate with the same level of turbulence. As noted by Kraaijenbrink (2019) in Forbes,
“Most industries, at some point in time, do have VUCA characteristics. However, most industries
are not VUCA all the time, and very often also not to an extreme degree. Rather, they typically go
through disruptive phases alternating with more stable periods where even the disruptive periods are
often spread over a couple of years” (pp. 4–5). In addition, some products/services or markets
within an organization’s portfolio may be experiencing more VUCA than others; some may be rela-
tively stable.

Therefore, it is important for coaches to assess the degree and pace of change being experienced
by the industry, the organization, the business unit, and the function or department the leader is
working within (or will be facing in the near future). Encouraging a high degree of learning agility
in an environment that offers few opportunities for new experiences or that requires strict adherence
to policies and procedures could do more harm than good. Examples of just some of the contextual
factors that coaches should consider include (a) the pace of change within the industry or market(s);
(b) changing demographics and employee expectations; (c) influx of new technology; (d) changing
customer expectations; (e) velocity of innovation; (f) need for cross-cultural interactions; and (g) in-
ternal group or team dynamics.

Role and Level

Currently, learning agility has been studied and deployed in the context of leadership roles. How-
ever, there is debate about the degree to which it is required for roles other than leadership. For
example, McCauley and Yost (2021) suggested that we need frameworks for differentiating the
more basic facets of learning agility required more broadly from those needed to move into more
strategic and complex leadership roles. There is clear empirical evidence that learning agility pre-
dicts important indicators of leadership success. However, not all leadership roles are likely to
require equal levels of learning agility even within the same organization or industry. Coaches can
ask questions to analyze the degree of learning agility needed for a specific leadership role by
assessing some of the same contextual factors noted in the previous section.
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If the coaching participant is entering a new role, it is important to assess the significance in
change of scope, complexity, and skills required. Roles at higher levels with greater complexity are
likely to require greater learning agility (Drinka, 2018; Kaiser & Craig, 2011). Coaches should also
keep in mind that it is possible for a leader to possess too much learning agility for a particular posi-
tion, which may result in it becoming an overused strength (Kaiser & Overfield, 2011; McCall &
Lombardo, 1983). For example, a leader that is too learning agile for the role may seek change for
the sake of change or become disengaged if there are not enough learning opportunities.

Organizational Culture and Manager/Sponsor Support

It is also important to consider the support for learning agility that a leader will receive from the or-
ganization and from managers or sponsors. Cultural attributes thought to support learning include:
(a) creating psychological safety, (b) promoting a growth mindset, (c) encouraging experimentation,
(d) support for diversity of approach (vs. “one right way”), and (e) valuing learning agility (DeRue,
Ashford, et al., 2012; Edmondson, 2019; Harvey & De Meuse, 2021).

The leader’s immediate manager or sponsor also plays an important role in supporting and
encouraging learning agility. This may be demonstrated by modeling learning agility, recognizing
the importance of social support in the learning process (Yost et al., 2021), encouraging giving and
seeking feedback (Adler & Neiman, 2021), understanding what inspires learning (McKenna & Min-
aker, 2021), encouraging reflection and after-event reviews (Anseel & Ong, 2021), placing focus on
learning and not solely performance (Peterson, 2021), identifying ways to provide stretch experien-
ces (McCauley & Yost, 2021), actively encouraging learning from others such as mentors and role
models (Harvey & Prager, 2021), and demonstrating confidence in individuals’ ability to change
and grow with effort and appropriate strategies (Heslin & VandeWalle, 2008).

Talent Management Practices

Finally, it may also be beneficial for coaches to determine how well the organization has embedded
learning agility into talent management practices such as hiring, succession planning, leadership de-
velopment, placement in assignments, and reward/recognition processes. Although a full review is
beyond the scope of this article, the reader is encouraged to see Ruyle et al. (2021) as well as
Church (2021) for additional information.

Deliberately Integrating Development of Learning Agility Into the
Coaching Process

Many coaches are already helping their clients develop learning agility, even though they may not
be labeling it as such. For example, coaches regularly encourage seeking feedback and reflection.
They typically create conditions that mediate the development of learning agility, including psycho-
logical safety (Edmondson, 2019) and encourage a growth mindset (Dweck, 2008). However, it
may be relatively rare for coaches to deliberately and explicitly focus on the development of learn-
ing agility. This represents an area of opportunity for researchers to understand the extent to which
coaches specifically address the development of learning agility with their clients.

The following sections will focus on providing evidence-based strategies, culled from the extant
literature, that coaches can deploy for developing learning agility in a more systematic and inten-
tional way. In 2009 McKenna & Davis wrote that many useful practices from psychotherapy
research had been “hidden in plain sight”; we suggest that the same may be true for applying learn-
ing agility to coaching. Given the lack of consensus on the dimensions of learning agility, we have
aimed to be inclusive rather than narrow in our coverage. In addition, some behaviors may be more
relevant for certain individuals or in particular contexts.
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Agile Learning Process, Behaviors, and Strategies

In describing the learnable behaviors and strategies that undergird learning agility, a variety of terminology
has been used. However, despite the differences in terminology, there is a high degree of overlap in the
elements considered aspects of the learning agility metacompetency. These are summarized in Table 1.

A model of agile learning process and behaviors (Harvey & Prager, 2021) was developed as a
heuristic aide to capture many of the behaviors that can be developed as part of the coaching process
(See Figure 1). In addition to being founded on learning agility research, the model integrates many
influential learning and coaching theories, including adult learning theory (Knowles, 1975); action
and double-loop learning (Argyris, 1977); social learning theory (Bandura, 1977); experiential
learning theory (Kolb, 1984); the lessons of experience (McCall et al., 1988); growth mindset
(Dweck, 2008); transformational learning theory (Mezirow, 1991); constructive-developmental
theory (Kegan, 1994); intentional change theory (Boyatzis & McKee, 2006); the enlighten, encour-
age, and enable model (Nowack, 2019); and adaptive performance (Bell & Kozlowski, 2010; Ploy-
hart & Bliese, 2006). The remainder of this article will be organized around the Harvey and Prager
(2021) model, which is in alignment with other approaches to coaching.

The Agile Learning Process

The process portion of the model includes four phases: (a) identifying the need for change; (b) plan-
ning for change; (c) implementing change; and (d) regulating and monitoring change. These phases
align well with many approaches and concepts applied to coaching by practitioners in psychology
and consulting (e.g., Diedrich, 1996; Hudson, 1999; Kilburg, 1996; Levinson, 1996; McKenna &
Davis, 2009; Valerio & Lee, 2005; Witherspoon & White, 1996). What differentiates coaching for
learning agility is helping the client learn to recognize these phases and know how to move through
them fluidly in a pace that balances focused effort with renewal and recovery.

Identifying the Need for Change. The first phase involves situational awareness, detecting the
internal and external indicators that signal a need for learning and the time and pace required for
this adaptation (Yukl & Mahsud, 2010). This requires looking ahead and proactively identifying
needed experiences and capabilities far enough in advance so there is adequate time to attain them.

Table 1
Summary of Components of Learning Agility That Can Be Learned

Component Behaviors/Strategies

Affective � Aware of own emotions and able to regulate them
Behavioral � Seeks out opportunities to increase external and situational awareness

� Seeks out and responds to feedback from a variety of sources
� Proactively seeks out information
� Demonstrates behavioral flexibility
� Willing to experiment
� Applies structure to learning process
� Takes thoughtful risks

Cognitive � Is curious and open-minded
� Demonstrates flexibility in thinking, considering a variety of perspectives
� Is reflective and distills lessons from experience

Knowledge � Understands a range of learning strategies
� Knows self, including values, beliefs, strengths, and weaknesses

Motivation � Demonstrates a learning, growth-oriented mindset
� Is driven to seek challenges, grow, and evolve
� Acts with resilience and resourcefulness

Social � Able to interact with social intelligence and sensitivity to others’ needs
� Leverages relationships to learn
� Is inclusive and appreciates learning from a diverse range of people

Note. From “Learning Agility: What we Know, What we Need to Know and Where do we go From Here,” by
V. S. Harvey and R. Prager, 2021, The Age of Agility: Building Learning Agile Leaders and Organizations,
p. 455, Oxford University Press. Copyright 2020 by V. S. Harvey and K. DeMeuse. Adapted with permission.
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It may also involve understanding what behaviors to let go of. As noted by DeRue, Ashford, et al.
(2012), “Learning agility is as much about unlearning as it is about learning” (p. 263).

Planning for Change. This phase includes understanding the learning agile behaviors most rel-
evant to apply within the context of dynamic leadership situations. It also includes developing a
learning plan with inspirational goals, clear tactics, identification of the resources required, and the
anticipation of obstacles and ways to mitigate them.

Implementing Change. This phase requires implementing learning behaviors at the appropri-
ate time and in the appropriate sequence. Leaders must learn to recognize the velocity at which
learning must occur to keep up with the rate of change in their environment. For example, depend-
ing on someone’s career stage, they may have years to gain the experience needed to develop an
executive-level skill. However, as the pandemic has proven, it may be necessary to learn some capa-
bilities—such as leading a virtual team—literally over night!

Regulating and Monitoring Change. The coaching process provides the opportunity for clients
to learn self-regulatory behaviors that will enable them to modulate and adjust their responses to external
events and modify learning plans to meet the requirements of the situation (Kilburg, 2000). Coaching for
learning agility may require being even more deliberate in helping clients understand the need for resil-
ience and balancing cycles of discipline with renewal (Tabibnia & Radecki, 2018; Yost et al., 2021).

Learning Agile Behaviors

The learning agile process is enabled by a range of learnable habits, strategies, and practices that
can be developed as part of the coaching process. Leveraging the model of Harvey and Prager
(2021), these include the categories of (a) observing, (b) doing, (c) connecting, (d) thinking, and (e)
mobilizing—each with specific behaviors as outlined in Table 2. It is important to note that this clas-
sification of learning agile behaviors is for heuristic purposes; some behaviors may fit in multiple
categories. In addition, behaviors may have different degrees of importance at various stages in the
learning process. The following section will address how coaches can serve as catalysts to develop-
ing each type of learning agile behavior.

Observing. Observing includes mindful awareness of situations and experiences as well as the abil-
ity to scan and forecast what will be needed in the future. This set of learning agile behaviors includes

Figure 1
The Agile Learning Process and Behaviors

Note. For additional detail, see Harvey and Prager (2021). From “Developing Learning Agile
Behavior: A Model and Overview,” by V. S. Harvey and R. Prager, 2021, The Age of Agility: Building
Learning Agile Leaders and Organizations, p. 151, Oxford University Press. Copyright 2019 by V. S.
Harvey and R. Prager. Reprinted with permission.
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being aware of what is going on internally and externally, accurately sensing the reality of the current sit-
uation, assessing the gap between what is and what learning is needed to arrive at a future desired state.

Mindful Awareness. Mindfulness involves an awareness and acceptance of the present
moment, including internal thoughts, emotions, and bodily sensations as well as external stimuli in
the physical and social environment. By encouraging mindfulness, coaches can help clients in
breaking the automaticity that often tethers them to habitual ways of thinking and behaving that
may not be adaptive to the requirements of new situations. Mindful awareness contributes to learn-
ing agility in multiple ways, such as (a) increased readiness for change (Gondo et al., 2013); (b)
increased cognitive flexibility (Glomb et al., 2011); (c) vigilance in scanning the environment (Sha-
piro, 2009); (d) greater curiosity and openness to experience (Good et al., 2016); and (e) increased
receptivity to feedback and regulation of emotions (Lee, 2021).

Mindfulness may come more or less easily to coaching clients based on their personality or on
their preference for traditional meditation, technology-aided tools, or less formal approaches.
Coaching may include helping coaching clients understand the importance of slowing down, look-
ing at situations from a perspective of curiosity rather than judgment, recognizing and labeling their
emotions, or simply taking time for contemplation.

Environmental Scanning and Future Forecasting. Coaches can support clients in learning to
look beyond their immediate situation and taking a strategic, long-term view of their own develop-
ment. Environmental scanning involves detecting trends and doing analyses such as a SWOT
(strengths, weaknesses, opportunities, threats). Coaching clients can be encouraged to apply similar
processes to their own development by learning to pay attention to changing circumstances, fore-
casting the new capabilities needed in the future, and making accurate estimates of the amount of
effort and time required to gain needed experience. This also includes identifying which behaviors
may no longer be useful or adaptive.

Learning How to Look in the Mirror. Leaders must learn how to regularly self-assess their per-
sonal gaps and strengths relative to what is required. This includes internal awareness of (a) how a
leader views his or her capabilities; (b) personal goals and values; and (c) beliefs and emotional tenden-
cies. It also involves external awareness of others’ perceptions and expectations. Increasing self-aware-
ness leads to greater self-management and overall leadership performance (e.g., Atwater et al., 1998).
Nowack (2019) suggested that self-awareness is a fundamental first step in behavioral change.

Self-awareness is malleable and can be increased both in scope and accuracy (Kaiser & Cha-
morro-Premuzic, 2019). Coaches can support the development of learning agility by helping clients
identify methods useful for increasing self-awareness on a regular basis. These methods may
include seeking feedback from others, reflecting on values and surfacing beliefs and assumptions
(which will be discussed in later sections), and taking advantage of formal assessment opportunities.
Coaches can also help clients increase the accuracy of their self-assessment by helping them under-
stand the cognitive biases that may cause their mirror to be faulty (e.g., Duval & Silvia, 2002).

Table 2
Learning Agile Behaviors and Strategies

1. Observing 2. Doing 3. Connecting 4. Thinking 5. Mobilizing

� Mindful
Awareness

� Environmental
Scanning and
Future
Forecasting

� Looking in the
Mirror

� Experimenting and
Deliberate Practice

� Seeking Stretch
Experiences

� Sourcing New
Information and
Frameworks

� Taking Risks and
Developing Courage

� Asking For Help and
Support

� Learning Vicariously
� Leveraging Coaches

and Mentors
� Seeking, Accepting,

and Using Feedback

� Reflecting
� Examining Beliefs,

Automatic Thoughts,
and Assumptions

� Asking Questions and
Demonstrating
Curiosity

� Adopting a Learning
Mindset

� Setting Goals
� Action Planning
� Discipline and

Focus
� Managing Emotions
� Resilience and

Renewal

Note. From “Developing learning agile behavior: A model and overview,” by V. S. Harvey and R. Prager,
2021, The Age of Agility: Building Learning Agile Leaders and Organizations, p. 175, Oxford University Press.
Copyright 2019 by V. S. Harvey and R. Prager. Adapted with permission.
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Doing. The second set of behaviors referred to as doing, includes seeking information and
experiences, experimenting with different behaviors, and deliberately practicing new ways of
responding. It requires behavioral flexibility, taking risks, and having the courage to take action
even when it may be uncomfortable. Becoming more learning agile requires learning to experiment
in big and small ways—through significant stretch assignments as well as through trying out new
approaches and behaviors on a daily basis.

Experimenting and Deliberate Practice. Coaches can support the development of learning agil-
ity by encouraging iterative experimentation with new behaviors and learning from failures. Leaders
face a multitude of learning situations each day and must develop their ability to see the opportuni-
ties to learn and experiment as part of their daily work. For example, Peterson and Hicks (1995)
suggested doing routine tasks, like running a staff meeting in a new way or proactively looking for
opportunities to practice a new skill. Commonly used business practices such as design thinking and
agile methodology can be useful scaffolding to help coaching clients learn how to apply experimen-
tation to their own development.

In contrast to experimentation, at times clients may need to engage in methodical, sometimes
even tedious, deliberate practice. Just as mindful awareness allows coaching clients to identify auto-
pilot behaviors, deliberate practice is required to rebuild new behaviors that once mastered become
automatic (Day, 2010; Nowack, 2017). Clients can be encouraged to look at their daily work with
an eye for deliberate practice opportunities. At times leaders may confuse operational speed (mov-
ing quickly) with strategic speed (reducing the time it takes to deliver value; Davis & Atkinson,
2010, p. 1). As a result, they may need to be reminded that sometimes it requires going slow to go
fast. It is also important for coaching clients to develop skills in pairing experimentation and delib-
erate practice with seeking feedback and reflection.

Seeking Stretch Experiences. Successful executives view challenging job experiences as key
events in their leadership development (McCall et al., 1988; McCauley & Yost, 2021). Learning
occurs when there is a discrepancy between the leader’s current skill set and the new skills required
to perform the job. Leaders must stretch to get out of their comfort zones to learn new skills and
behaviors in novel situations, and they report the accelerated learning experiences to be highly de-
velopmental (McCauley et al., 1994; Valerio, 1990).

Coaches can encourage leaders to be proactive in seeking out stretch assignments and finding
out how to be considered for them. However, as McCall (2010) has noted, certain experiences are
more valuable than others. Learning to assess these assignments regarding their developmental
potential allows leaders to be more strategic in identifying those that will have the most impact
given their personal goals and learning needs. McCauley and Yost (2021) have provided many use-
ful examples of stretch assignments that may be helpful to clients.

Sourcing Information and New Frameworks. Information-sourcing strategies include commu-
nicating with experts, sourcing information through books, media, the Internet, and group conversa-
tions (Gray & Meister, 2006). Taking intentional actions to identify frameworks and best practices
allows for more thoughtful experimentation and reduces random trial and error. Trying out
approaches suggested by reputable sources can also reduce the perceived risk of stepping out of
one’s comfort zone.

Taking Risks, Developing Courage. Coaches support leaders in experimenting by creating con-
ditions for psychological safety (Edmondson, 2019). The establishment of trust early in coaching
engagements is critical to the success of the coaching engagement (Valerio & Lee, 2005; Wasyly-
shyn, 2003). However, to enable sustainable learning agility, coaches must also help clients learn
how to evaluate risks independently and create their own conditions of psychological safety. Clients
rarely recognize courage as a capability that can be developed (Pury, 2008).

Coaching can enable clients to practice weighing the concerns and discomfort with the new
experiences relative to the learning benefits. Clients can be encouraged to engage in calculated risk-
taking using a process suggested by Reardon (2007), which includes questioning self on goals, the
existence of a support network, tradeoffs, timing, and contingency plans. In addition, clients can be
encouraged to monitor their internal dialogue, or “self-talk”, when faced with intense emotional sit-
uations (Rogelberg et al., 2013). For example, research has indicated that even a subtle shift in the
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language used in self-talk, such as referring to self using one’s own name, creates an emotional dis-
tance that promotes emotional self-regulation (Brinthaupt et al., 2009; Orvell et al., 2021).

Connecting. Connecting involves learning with and from others by asking for help, observing
role models, learning through coaches and mentors, and seeking feedback. These activities require
allowing oneself to be vulnerable, knowing how and when to ask for help, and listening carefully to
the person’s responses. Smith et al. (2009) suggested that in the process of intentional change our
relationships provide critical context in the following ways: (a) They can be antecedents in helping
us envision who we want to become; (b) moderate the change process by providing support and pro-
tecting us from relapse into earlier behaviors; and (c) interpret our progress.

Asking for Help and Support. Initiating a request for help involves some psychological risk,
as well as the discomfort of vulnerability, perceived shame, and dependence. Coaches can help
leaders recognize that asking for help can be a sign of strength rather than weakness. They can
also reinforce behaviors such as framing requests in ways that are realistic and specific and
expressing thanks when help is provided. In addition, learning is most effective when individu-
als feel psychologically safe to process what they have learned without risk of shame or embar-
rassment (Kolb & Boyatzis, 1970). Coaches can help clients understand the value of supportive
relationships in buffering the stress and arousal of the sympathetic nervous system that, over
time, can be harmful to health. Experiencing compassion from others and social support helps
ameliorate the negative effects of stress by activating the parasympathetic nervous system
(Boyatzis et al., 2006).

Learning Vicariously. Learning from role models starts in infancy, and the impact of learning
vicariously is well established (Kempster & Parry, 2014; Myers & DeRue, 2017). For leaders, de-
velopment can be accelerated by more deliberately learning from the experiences of others. Coaches
can support developing skill in learning from role models by encouraging clients to be mindful
when observing other leaders with respect to the nuances of their behavior, the context, and the
results of the leaders’ behavior. For leaders who have limited exposure to a wide range of diverse
leaders, it may be important to actively seek out situations to observe leaders with whom they might
not normally interact. It can be especially important for women, people of color, and other groups
that are underrepresented in leadership to seek out role models similar to them (Sealy & Singh,
2010). The wealth of media available also offers an abundance of opportunities to observe other
leaders in action.

Leveraging Coaches and Mentors. Leaders are often unfamiliar with how to best utilize a
coach or mentor. Coaches can increase the impact of the immediate coaching engagement and de-
velop learning agile behavior by providing tips on how to get the most out of coaching and mentor-
ing now and in the future. Often leaders miss opportunities to seek out mentors and with
encouragement from a coach can learn to recognize them as important way to accelerate learning
from experience. For example, leaders may assume mentoring is exclusively a long-term process
with a single mentor. This assumption might lead to missed opportunities for micromentoring,
defined as “soliciting the help of known experts for shorter term interactions . . . focused on targeted
subjects” (Harvey & Prager, 2021, p. 164).

Seeking, Accepting, and Using Feedback. Feedback enables leaders to gauge progress and
make the course corrections that are often necessary in adapting to new situations. Coaches can help
develop the mindset that feedback from others is a key source of information for determining the
alignment between their own and others’ perceptions and expectations as well as for measuring the
impact of changes in behavior.

Coaches can also support learning how and when to ask for feedback. Leaders are often reluc-
tant to actively seek out feedback because they simply do not know how or because they believe
receiving feedback during formal quarterly or annual reviews is sufficient. Often leaders do not real-
ize the value of feedback from stakeholders other than their manager or the importance of express-
ing gratitude for feedback. Coaches should encourage clients to see opportunities to obtain feedback
as part of their everyday routine, such as immediately following a meeting with stakeholders.
Coaches can also provide suggestions for simple targeted questions to use, such as: “What could I
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have done differently?” “Could you provide an example of what I did best and what I could have
done even better?”

Perhaps one of the most important skills coaches can help clients develop is the ability to accept
feedback without becoming defensive and to distill the lessons that it offers. When coaching clients
are able to link the feedback to their own personal vision, it creates a positive context and may
increase motivation (Nowack, 2019). In addition, coaches can help clients reduce defensiveness by
learning to examine feedback from a standpoint of curiosity and by encouraging the belief that they
have the ability to improve (Hu et al., 2016). For a detailed reviews on feedback seeking behavior,
see Anseel et al. (2015) and Ashford et al. (2003).

Thinking. Learning to identify the mental models, beliefs, filters, and assumptions that are
influencing a leader’s behavior can be exceptionally impactful. Coaches often recognize the moment
a client lets go of an unproductive assumption or belief as the lightbulb moment. Enabling this is
challenging enough for the coach, but the goal here is to help clients learn how to evaluate belief
systems on their own. Clients can increase their learning agility by developing cognitive strategies
such as reflection, metacognition, approaching situations with curiosity, and adapting a learning
mindset.

Reflection. Reflection comprises thinking about events and people objectively, analyzing how
and why things happened the way they did, and developing insights about what worked and what
could have been handled differently. Research has indicated that the process of reflection results in
richer cognitive maps of cause-effect relationships (Ellis & Davidi, 2005), updating of mental mod-
els and increased motivation (Anseel & Ong, 2021). A vast body of literature supports the impor-
tance of reflection in learning from experience (e.g., Anseel et al., 2015; Daudelin, 1996).

Coaches can support leaders in developing this capability by being explicit in explaining why
reflection is important to converting a success or failure into learning and reinforcing the value of
making reflection a habit. Coaches can model the types of questions that allow for deeper processing
of events and integration of the lessons learned. It can also be useful to share practical reflection
techniques such as using a learning journal or being purposeful about using exercise or commute
time for reflection, given that even brief periods of reflection can have a significant impact (Ellis et
al., 2006). It is especially important for coaches to help clients learn to differentiate between healthy
reflection and harmful rumination (repetitive, negative self-focused attention; Artiran et al., 2019).
For many high-achieving, self-critical leaders, learning to reflect must be paired with learning self-
compassion (Bluth & Neff, 2018). For additional best practices in reflection, the reader is encour-
aged to see Anseel and Ong (2021).

Examining Beliefs, Automatic Thoughts, and Assumptions. Developing the ability to actively
monitor thought processes is critical to the development of learning agility and integration of new
experiences into one’s worldview (Lai, 2011; Mezirow, 1991). Argyris (1977) suggested that dou-
ble-loop learning occurs when leaders uncover and change their underlying assumptions and mental
frameworks. Similarly, cognitive behavioral coaching techniques are intended to help clients
uncover the core beliefs and automatic thoughts that can impede them in some way (Ducharme,
2004). Coaches can help leaders recognize their power to be self-authoring in their beliefs and inten-
tional in determining whether existing belief structures support the achievement of their life and
learning goals. Providing models such as the ladder of inference (Argyris et al., 1985) and the
change immunity map (Kegan & Lahey, 2009) are practical tools that can help leaders develop the
skill of examining their own thinking processes. The construct of vertical learning—understanding
not only what we know but how we know it—can be helpful to coaches when guiding their clients
to more expansive ways of making sense of their world (Heaton, 2021).

Questioning and Demonstrating Curiosity. Learning to ask effective questions aids metacogni-
tion and reflection, in addition to being a powerful leadership skill (Adams et al., 2004). Coaches
can serve as role models that enable leaders to see how questions support learning and to appreciate
the value of different types of questions (Sofo et al., 2010). In addition, coaches can support leaders
in developing the capacity to ask questions from a standpoint of curiosity rather than judgment,
thereby opening up more expansive options for evaluation of situations and actions that can be
taken.
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Adopting Learning Mindsets. Coaches can support the development of learning agility by help-
ing leaders understand and adopt learning mindsets. Heslin and Mellish (2021) described this as
“being in learning mode.” Several theories and models are relevant to the development of a learning
mindset, including learning goal orientation (Vandewalle et al., 2019), developmental efficacy
(Avolio & Hannah, 2008), growth mindset (Dweck, 2008), learning self-efficacy (Machida &
Schaubroeck, 2011), and error management mindset (Frese & Keith, 2015). What is common across
these theories are the beliefs that (a) growth is possible with effort, trying different strategies, taking
risks, and asking for help; (b) failures are learning opportunities; and (c) one has the capability to
learn and master a new skill needed to perform successfully.

Throughout the coaching process, coaches can support development of a learning mindset by
helping clients understand the importance of breaking down difficult learning goals into attainable
steps (Heslin & Mellish, 2021). Coaches can also help clients learn to catch themselves in negative
self-talk, such as “I’ll never be any good at this,” and develop a habit of replacing this internal dia-
logue with more productive thoughts. In addition, coaches can role-model praising effort rather than
simply results and encourage celebrating the learning that results from failures as well as successes.

Mobilizing. The behaviors associated with mobilizing involve learning to (a) set goals that
paint a clear and inspiring vision for the future, (b) regulate emotions that can take a coaching par-
ticipant off course, (c) engage in strategies that will help maintain focus and discipline, and (d) rec-
ognize when resilience and periods of renewal are needed.

Setting Goals and Action Planning. Coaching for learning agility involves helping clients
understand the value of setting clear, inspirational goals and creating an action plan that creates a
path to success. To sustain the effort needed to change, coaching clients must learn to uncover what
will fuel their motivation to experiment and change over the long-term. According to intentional
change theory (Boyatzis et al., 2019), articulating an ideal self or vision anchors the coaching partic-
ipant in positive emotional attractors (PEAs). PEAs are the personal hopes, dreams, possibilities,
and optimism that comprise our ideal self and that activate specific neurological and hormonal
responses.

Clients can learn the importance of breaking down a complex learning goal into manageable
steps and incorporating situational cues to prime them to see when certain actions should be taken
(Berkman, 2018). Clients can also be taught to create “if-then” statements, so that obstacles are
mentally paired with a productive response, bridging the intention-behavior gap (Sheeran & Webb,
2016). Readers are also encouraged to see Nowack (2017) for a comprehensive discussion of the
research on coaching, goal setting, and performance.

Discipline, Focus, and Managing Emotions. Sustaining learning agility for the long-term
requires keeping your eye on the ball, staying focused on goals, and bouncing back from challenges
and disappointments. This approach has also been called “goal striving” (Nowack, 2017). Learning
to manage emotions, the highs and especially the lows, is important for the development of learning
agility. Research by Boyatzis and others has suggested that individuals are more likely to flourish
when they experience positive emotions at two to five times the frequency of negative emotions
(Boyatzis et al., 2021).

Coaches can help clients learn how to more intentionally shift themselves into more positive
emotional states. Some of the techniques coaches can help clients practice are (a) labeling negative
emotions or reframing them (Tabibnia & Radecki, 2018); (b) recognizing intrusive negative
thoughts and replacing them with positive, affirmative thoughts (Kaiser, 2019); (c) taking a broader,
more forward-looking perspective focused on their vision (Boyatzis et al., 2021); and (d) acknowl-
edging that with exposure and practice, discomfort and anxiety are likely to decrease.

Resilience and Renewal. To engage in agile learning over the long-term, it is important for cli-
ents to develop habits that support resilience and energy renewal. Coaches have a role to play in (a)
reminding clients of the need for self-care and compassion, (b) learning to rebound from adversity
(resilience), and (c) recognizing and remedying energy depletion. Coaching for learning agility
requires coaches to be sufficiently knowledgeable about evidence-based practices for resilience and
renewal to help their clients develop sustainable self-renewal habits (for in-depth reviews, see Kuntz
et al., 2017; Tabibnia & Radecki, 2018).
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Conclusion

Coaches and consulting psychologists have a critical role in helping leaders develop the learning ag-
ile behaviors needed to nimbly learn from all experiences in the face of rapidly changing conditions
in today’s VUCA world. When coaches support the development of learning agility, they enable a
double bottom line for clients by building specific leadership skills and at the same time increasing
the metacompetency of learning agility needed for sustainable and long-term leadership success.
Although many consulting psychologists may already be helping clients develop learning agility,
this article provides valuable approaches for doing so more deliberately. In addition, by increasing
the learning agility within the leadership population, organizations may derive (a) a more robust
leadership pipeline; (b) a more empowered and inclusive slate of leadership candidates; (c) more ag-
ile leadership overall; and (d) a more resilient capacity to deal with fast-paced change.

This article has described practical, evidence-based approaches to support coaches in accelerat-
ing the development of a range of learnable habits, strategies, and practices. Guided by the rich liter-
ature in areas such as learning theory, intentional change, and coaching, coaches can help their
clients develop the behaviors that support learning agility.
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