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Abstract
This study aimed to identify the impact of human resource agility-across its dimen-

sions of adaptability, flexibility, sensing, creativity in problem-solving, and learning of 
work skills-on continuous improvement, across its dimensions of planning, implemen-
tation, and evaluation of the continuous improvement process, within the pharmaceu-
tical industry in Palestine. The descriptive-analytical method was employed. The study 
population comprised managers and department heads in the West Bank pharmaceuti-
cal industry, specifically in the following companies: Birzeit Pharmaceuticals, Dar Al-Shi-
fa Pharmaceutical Industry, Sama Pharmaceutical Industry, and Beit Jala Pharmaceutical 
Industries. The total population numbered 87 individuals, to all of whom the study in-
strument was distributed. Al-Quds Pharmaceutical Company declined to complete the 
questionnaires. A total of 80 questionnaires valid for statistical analysis were retrieved.

The study concluded that the state of human resource agility in the pharmaceuti-
cal industry in Palestine was at a high level, with an overall arithmetic mean of (3.79). 
The flexibility dimension obtained the highest arithmetic mean (4.11) with a high re-
sponse level, while the creativity in problem-solving dimension obtained the lowest 
arithmetic mean (3.67), also with a high response level. The level of continuous im-
provement was likewise high, with an overall arithmetic mean of (3.84). The planning 
of the continuous improvement process obtained the highest arithmetic mean (4.00), 
while the implementation of the continuous improvement process obtained the lowest 
arithmetic mean (3.97). A statistically significant effect was found at the significance 
level (α ≤ 0.05) of human resource agility on continuous improvement across all its 
dimensions in the pharmaceutical industry in Palestine. Consequently, the null hypoth-
esis was rejected and the alternative hypothesis was accepted.

The researchers recommended the necessity of implementing flexible working 
hours, launching small self-managed projects within each department, creating a cen-
tral dashboard that consolidates the company’s sales data, issuing a monthly electronic 
newsletter containing summaries of research, regulations, and modern technologies 
* Correspoinding author: Dr. Shibli Al-Swaity, Associate Professor and Head of the Department of Applied Tour-
ism Management, Faculty of Administrative and Economic Sciences, Al-Quds Open University – Ramallah and 
Al-Bireh Branch, Palestine. sswaitti@qou.edu, https://orcid.org/0009-0001-1595-7126.
Citation: Al-Swaity, S., & Dawabsheh, T. S. (2026). The Impact of Human Resource Agility on Continuous Improvement in the 
Pharmaceutical Industry in Palestine. ARADO Business Journal, 3(1), 129 - 164. https://doi.org/10.64190/abj.2026.28.

Submitted in January 2026 

Accepted in June 2026 

Published Online in June 2026

https://doi.org/10.64190/abj.2026.28

https://aradojournal.org/
https://creativecommons.org/licenses/by/4.0/



The Impact of Human Resource Agility on Continuous Improvement ...

130

in the pharmaceutical industry, and forming joint improvement teams drawn from 
production, quality, and marketing to formulate improvement plans and present their 
progress reports to the board of directors.

Keywords: Human Resource Agility; Continuous Improvement; Pharmaceutical 
Manufacturing; Palestine. 

 Introduction
Organizations and companies strive to respond to market changes and to adapt 

flexibly to unanticipated environmental shifts in order to survive in the market in the 
face of unprecedented threats arising from the business environment-and, in this con-
text, the Palestinian environment-through forecasting, interacting with, and responding 
to fluctuations in these markets in ways that create a competitive advantage. Such a 
response is characterized by speed, flexibility, and responsiveness to changes in both 
the internal and external environments, so that the organization is able to respond ef-
fectively to the changes that may occur within them.

Organizations operate within a dynamic, fast-moving environment that requires 
rethinking their available human resources by helping to develop the core competen-
cies that enable these resources to maintain focus and perform well in current and 
future roles-particularly with regard to developing their core competencies, which is 
essential for improving their performance, empowering them, and increasing their ef-
ficiency within a changing or agile context aimed at performance improvement. Given 
that changing organizations have become the norm rather than the exception, the agili-
ty of the human element has consequently become the norm as well (Jager et al., 2019).

The effective utilization of human resource agility is often a decisive factor for or-
ganizations in achieving long-term success and outperforming their competitors. Or-
ganizations rely heavily on the agility of their human resources, for human resource 
agility is the capacity of these resources to perform critical, organized, and flexible roles 
in the face of changes that continuously occur in the environment, thereby reducing the 
effort and time required to perform activities and minimizing the waste of resources in 
order to raise the level of performance and to enhance the capabilities required to adapt 
to the changes occurring within the organization’s work contexts (Khader et al., 2023).

Accordingly, agile organizations are capable of meeting customer needs and 
developing new, high-quality products with a high competitive capacity. The human 
element is an important component for rapidly developing employees’ knowledge, 
ideas, judgment, and collaboration in a manner commensurate with new working con-
ditions-a phenomenon referred to as “human resource agility” or “individual agility.” 
Human resource agility is therefore of paramount importance and carries practical im-
plications for the direct approaches used to intervene in the technological, cultural, and 
regulatory changes required by the organization (Almahamid, 2018).

Herein lies the importance of human resource agility within organizations: 
through the reshaping of the workforce to adapt to conditions of adaptive and creative 
behavior within the organization, and the inclination toward learning and supporting 
the activities that must be prioritized within the organization. Agility is considered an 
important factor in enhancing the capabilities employees possess to adapt appropriate-
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ly to environmental changes, in order to benefit from them for the company’s interest. 
Consequently, employee agility is distinguished by new variables and high, continually 
renewed technologies that compel employees to engage in continuous learning and as-
similation, given that capabilities are the foundation of human resources for those who 
possess multiple skills enabling them to continuously reorganize themselves, commu-
nicate reliably with one another, and assume responsibility (Cai et al., 2018).

Continuous improvement depends on making changes in a gradual and ongoing 
manner in order to reduce waste of time and resources, while simultaneously achieving 
quality and developing employee performance within the organization. Such contin-
uous improvement is achieved only when an appropriate organizational culture is in 
place (Bilal & Al-Dab, 2023). Continuous improvement is thus “a methodological pil-
lar of quality” that seeks perfection in operations through continuous improvement 
across all production processes. Furthermore, continuous improvement efforts must 
not cease, as there are always opportunities for continuous improvement that must 
be seized-thereby drawing management’s attention to selecting the means by which 
employees and managers can be motivated, in order to provide methods that would 
reduce the cost of the service or product.

In light of the foregoing, continuous improvement is a process that constitutes the 
foundation of quality management; its methodology rests upon introducing ongoing 
improvements across all facets of the organization so that it may adapt to the variables of 
the organization’s internal and external environment. This is achieved by affording em-
ployees the opportunity to participate with management in its decisions and meetings, 
and by participating in training programs-particularly training these employees in fields 
outside their specialization-and quality control. Continuous improvement is therefore 
regarded as the backbone of Total Quality Management (Al-Samadi & Al-Hayali, 2021).

Studies indicate the growing importance of human resource agility and its active 
role in improving performance and competitiveness across various sectors. The study 
by Ibrahim (2018) clarified that high-performance human resource practices contrib-
ute to enhancing workforce agility and support job-related creativity in pharmaceutical 
companies, while the study by Abu Al-Khail (2023) demonstrated a positive effect of 
organizational agility on the competitive advantage of pharmaceutical companies, with 
a prominent role for top management support. The study by Al-Shanti (2021) also re-
vealed a high level of strategic agility in Palestinian pharmaceutical companies and its 
direct effect in enhancing competitive advantage in the pharmaceutical sector in Pal-
estine. Likewise, the study by Attiany (2024) demonstrated the positive effect of hu-
man resource agility on innovative performance, while the study by Obaid et al. (2023) 
confirmed the existence of a close relationship between human resource agility and 
strategic renewal. These findings support the need to study human resource agility in 
the Palestinian pharmaceutical industry in order to understand its role in continuous 
improvement and in enhancing institutional performance, especially given that the 
majority of these studies recommend further research into the relationship between 
human resource agility and institutional performance.

It is from this point that the present study emerged, seeking to identify the role of hu-
man resource agility in continuous improvement in the pharmaceutical industry in Palestine.
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Theoretical Framework and Previous Studies
Human Resource Agility: This refers to the capacity of human resources to 

develop their competencies through knowledge, experience, and the application of 
skills in order to respond rapidly to, and keep pace with, internal and external changes 
within a proactive framework-and to undertake activities related to adaptability and 
flexibility for the purpose of capitalizing on opportunities and achieving objectives 
(Younes & Al-Dreini, 2024).

Human resource agility thus expresses the dynamic capability of employees in 
pharmaceutical companies to adapt rapidly to changes, to be flexible in performing 
tasks, to engage in early sensing of opportunities and threats, to be creative in prob-
lem-solving, and to continuously learn work skills-thereby enhancing effective respon-
siveness to the requirements of a changing environment and reducing the time, effort, 
and resources expended.

Dimensions of Human Resource Agility
Adaptability: This has been defined as the capacity to accept new ideas and tech-

nologies accompanying changes in a flexible and comfortable manner, through the in-
dividual’s ability to deal with change and to share knowledge and experience while per-
forming different tasks according to work requirements. Adaptability is considered one 
of the fundamental attributes that enable individuals to adjust their behavior in a man-
ner consistent with changes in the surrounding environment, with the aim of achieving 
the best possible fit. Adaptability encompasses several aspects, such as personal ad-
aptation and cultural adaptation-that is, the ability to deal effectively with individuals 
belonging to diverse environments, backgrounds, and experiences (Ahmad, 2022).

In this context, it is essential that employees in pharmaceutical companies in Pal-
estine continuously strive to develop their skills and knowledge in order to keep pace 
with market changes. This awareness is reflected in their effective collaboration with-
in work teams, where they perform diverse tasks in harmony and coherence, drawing 
upon a deep understanding of complex ideas that supports their ability to adapt ef-
fectively to the continuously changing requirements of the work environment within 
the Palestinian reality. Rapid adaptation is likewise manifested in employees’ ability to 
benefit from the surrounding shifts-from adjusting their work schedules to meet cus-
tomer demands, to adopting new ideas employed in improving services and products 
within these companies.

Flexibility: Flexibility refers to the capacity of human resources to facilitate and 
ease the organization’s adaptation to changes arising in its internal and external en-
vironment, at appropriate times and in an effective manner. It is considered a funda-
mental factor in human resource management practices through enhancing commu-
nication within and outside the organization, and developing job-related skills, thereby 
contributing to the achievement of innovation and creativity (Al-Ammar, 2024).

Flexibility, as one of the dimensions of human resource agility, represents the 
pulse of life in the dynamics of employee performance in pharmaceutical companies 
in Palestine. The breadth of freedom afforded to employees in choosing the methods 
of executing their tasks grants them sufficient confidence to explore innovative mecha-
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nisms and to adopt new approaches that contribute to elevating their professional lev-
els. When conditions fluctuate unexpectedly-in accordance with the Palestinian situa-
tion-these employees remain capable of working efficiently and calmly, transforming 
every emerging change into opportunities for learning and growth.

Sensing: This is the organizational capacity to monitor and detect events and 
changes in the surrounding environment-particularly changes in customer preferences, 
competitors’ orientations, and other external factors-with a focus on the opportunity 
dimension, as it represents the organization’s ability to perceive, identify, and exploit 
environmental opportunities (Al-Aqra’, 2022).

Sensing grants employees a superior ability to immerse themselves in the pulse of 
the surrounding environment. Their role is not confined merely to following develop-
ments within their fields of work, but extends to accurately forecasting opportunities 
that may support the company’s performance and lead to enhancing its competitive-
ness. Employees continuously gather data related to markets and internal operations, 
and utilize it in charting a roadmap of future orientations that enables them to detect 
problems before they occur-thereby allowing the development of effective proactive 
strategies.

Creativity in Problem-Solving: The use of thinking skills with the aim of arriv-
ing at a decision regarding the best solutions, encompassing any effort exerted by an 
individual or group in creative thinking with the aim of solving a particular problem. 
This process passes through specific stages including identifying the problem, gather-
ing data, defining the problem, generating ideas, arriving at a solution, and accepting 
it-thereby enhancing individuals’ ability to excel in confronting challenges. The creative 
solution constitutes a leap between reality and aspiration, given the impetus it provides 
to continue working (Hajras, 2015).

Creativity in problem-solving expresses the ability of pharmaceutical companies 
in Palestine and their employees to overcome the obstacles confronting them in an ef-
fective and innovative manner. These employees begin by offering creative solutions 
to confront daily challenges, supported by an effective communication system that en-
sures the circulation of ideas and their enrichment with data and constructive observa-
tions. Work teams further enhance this dimension of agility through continuous collab-
oration and the exchange of cumulative experiences within these companies, enabling 
them to formulate new ideas and solutions stemming from their shared experiences.

Learning of Work Skills: Employees learn new methods and skills for performing 
jobs or tasks through the training programs provided by the organization, which con-
stitute the fundamental pillar for human resources that keep pace with rapid develop-
ments and assist in training employees to re-prepare for a new job or profession within 
the organization (Al-Aramiti, 2020).

The learning of work skills enables employees in Palestinian pharmaceutical com-
panies to acquire new methods for performing their tasks through the training pro-
grams provided by their managements to improve their performance and develop their 
capabilities. These programs contribute to enhancing collaboration among colleagues, 
with each sharing their expertise and exchanging specialized knowledge in a manner 
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commensurate with their needs, thereby creating a continuous learning environment 
for these employees.

Continuous Improvement: Continuous improvement is considered one of the 
most important principles of Total Quality Management according to the Japanese 
school of management, and it is regarded as the essence of this school’s philosophy 
in development and in building the innovative capabilities of human resources. Mar-
shall Brown defines continuous improvement as a gradual, incremental enhancement 
of an existing process, with a focus on doing the right thing the first time, where-
by the responsibility for this work rests upon all employees. Deming likewise de-
fined it as a philosophy consisting of initiatives that increase success and reduce fail-
ure, and as a broad-scale process of focus and continuous, incremental innovation 
(Hawamdeh & Bani Ahmad, 2015).

Dimensions of Continuous Improvement
The dimensions of continuous improvement are confined to the following:

-	 Planning for the Continuous Improvement Process: This is manifested 
through a set of clear and simple procedures that the organization undertakes 
on an ongoing basis in order to raise its performance across various aspects 
and to reduce waste so as to achieve the desired objectives (Jaflan, 2023).

	 Planning for the continuous improvement process constitutes the solid foun-
dation from which all development steps emanate in the Palestinian pharma-
ceutical companies sector. It begins with a precise analysis of market data and 
customer performance, and openness to the views of pharmacies and suppli-
ers to ensure the quality of inputs and their suitability to the genuine need. This 
is then embodied in setting clear objectives and a flexible timeline that bal-
ances cost reduction with enhancing competitive capacity and raising the level 
of customer satisfaction-while involving relevant employees at every stage to 
ensure cohesion and the gradual accumulation of improvements in alignment 
with the company’s general strategies.

-	 Implementation of the Continuous Improvement Process: This represents 
the practical extension of the plans previously laid out in the planning phase, 
whereby the team begins applying the agreed-upon developmental steps 
aimed at improving the quality of processes or products. Implementation is not 
confined merely to modifying existing processes, but also includes providing 
the necessary training for employees, raising their awareness of new roles, and 
applying specific controls to prevent potential problems. Often, the program 
is first implemented on a pilot sample to measure its effectiveness, whereby 
observations are recorded and subsequently used to improve operational per-
formance on a continuous basis (Ali, 2023).

	 Implementing the continuous improvement process requires precise adherence 
to the established timeline and the provision of all resources, tools, and technol-
ogies necessary to ensure the effective application of plans, with continuous 
monitoring of surrounding environmental variables to avoid any obstacles that 
may negatively affect the course of work. Accordingly, the management of Pal-
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estinian pharmaceutical companies should design pharmaceutical products in 
the best possible manner and adopt best practices in drug manufacturing, while 
emphasizing the full achievement of continuous improvement indicators and 
investing resources efficiently to reduce costs without compromising quality.

-	 Evaluation of the Continuous Improvement Process: The evaluation of 
continuous improvement is considered one of the fundamental elements of 
the managerial process, expressing the organization’s ability to accomplish 
its specified objectives within a given time period. It is used as a control tool 
aimed at appraisal, and subsequently adjustment and correction in accordance 
with the results achieved. The effectiveness of evaluation systems is not con-
fined merely to measuring performance, but also includes gathering and an-
alyzing data with the aim of determining the extent to which objectives have 
been achieved, making decisions related to areas of weakness, and reinforcing 
areas of strength, so as to ensure sound growth (Alwan, 2024).

	 The evaluation of the continuous improvement process constitutes the gen-
uine guarantee of the success of development efforts. The management of 
Palestinian pharmaceutical companies begins by gathering and analyzing 
feedback from customers and harnessing its results in calibrating the course of 
improvement. It then compares actual results with planned objectives in order 
to identify any gaps or negative deviations, working to address them without 
delay, and reviewing the repercussions of this process on costs in order to of-
fer pharmaceutical products at competitive prices. In addition, it evaluates the 
quality level of new products relative to its competitors in the market. These in-
tegrated steps enable companies to gain an accurate reading of their efficiency, 
effectiveness, and capacity for innovation and competitive distinction, thereby 
ensuring sound growth and sustainability in the institutional performance of 
Palestinian pharmaceutical companies.

Previous Studies
Ibrahim (2018) aimed to uncover the role of high-performance human resource 

practices in enhancing workforce agility and employee creativity in companies of the 
public business sector for pharmaceutical industries in Egypt. The researcher proceed-
ed from a study population comprising all employees in these companies, selecting a 
sample of 241 employees using the stratified random method, and adopted the de-
scriptive-analytical method employing the questionnaire instrument. The findings re-
vealed that the level of human resource agility in the companies was high, and that 
high-performance human resource practices-represented in comprehensive training, 
internal job mobility, job security, work design, results-based performance appraisal, 
motivational rewards, and participation-positively and significantly affect workforce 
agility, and also have a direct, significant positive effect on employee creativity, while 
workforce agility plays a partial mediating role in the relationship between these prac-
tices and individual creativity. Accordingly, the study recommends that the companies 
concerned enhance continuous training programs, develop internal promotion paths 
and secure employment, and link performance appraisal to tangible incentives in order 
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to entrench workforce flexibility, in addition to launching participatory initiatives that 
enable employees to express their ideas and innovate within a stimulating and support-
ive work environment.

Abu Al-Khail (2023) aimed to identify the effect of organizational agility on 
competitive advantage in Jordanian pharmaceutical manufacturing companies, while 
exploring the moderating role of top management support. It was based on a study 
population comprising all employees in pharmaceutical manufacturing companies in 
Jordan, with a sample of 340 participants selected via the stratified random sampling 
method. The study adopted the quantitative analysis approach and used the question-
naire instrument. The findings revealed that the level of organizational agility was high, 
and that the “sensing agility” dimension ranked first among the agility dimensions. A 
significant positive effect of organizational agility, across all its dimensions, on compet-
itive advantage was found at the significance level (α < 0.05). Furthermore, top man-
agement support adds a considerable role in strengthening this effect as a moderating 
variable. Accordingly, the study recommends that Jordanian pharmaceutical manu-
facturing companies focus their efforts on enhancing agility capabilities in the area of 
sensing through the adoption of early monitoring systems for market and technological 
changes, developing training programs for adaptation and rapid-change skills, and en-
hancing top management support by equipping leaders with flexible decision-making 
tools and fostering a culture of participation and innovation within the organization to 
ensure the achievement of sustainable competitive advantage.

Al-Walwil (2023) aimed to uncover the effect of strategic agility on crisis man-
agement approaches in Jordanian pharmaceutical companies. It was based on a study 
population comprising employees within the top and middle management of these 
companies, with the researcher selecting a simple random sample of 337 individuals. 
The descriptive-analytical method was adopted, and the questionnaire was used as a 
data collection instrument. The findings indicated that the level of strategic agility in 
Jordanian pharmaceutical companies was at a moderate level, and that the application 
of crisis management approaches-cooperation, confrontation, containment, and dis-
sipation-was likewise within the moderate range. A significant effect of strategic agil-
ity, across its dimensions (flexibility, speed, organizational capabilities, and strategic 
sensitivity), on improving these approaches was also evident. Accordingly, the study 
recommends focusing efforts on enhancing flexibility and strategic speed capabilities 
through specialized training programs, adopting early sensing systems to raise the level 
of strategic sensitivity, and activating internal cooperation mechanisms through dedi-
cated crisis management teams.

Shaheen (2022) aimed to identify the role of organizational agility as a mediat-
ing variable in the relationship between transformational leadership and change man-
agement in Egyptian pharmaceutical companies. It was based on a study population 
comprising leaders and managers of the top management departments in these com-
panies, with the researcher selecting a sample of 384 individuals via stratified random 
sampling. The descriptive-analytical method was adopted, and the questionnaire in-
strument was used for data collection. The findings revealed the availability of trans-
formational leadership, organizational agility, and change management among com-
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pany leaders at a moderate level, with the prominence of organizational agility’s role 
in maximizing the effect of transformational leadership on the effectiveness of change 
management. Accordingly, the study recommends enhancing leader capacity-building 
programs in transformational leadership approaches through workshops and applied 
training, and adopting initiatives to raise the level of organizational agility by develop-
ing the structure of internal processes and simplifying procedures.

Al-Khatalin (2022) aimed to analyze the impact of organizational agility on or-
ganizational reputation in Jordanian pharmaceutical companies, while clarifying the 
mediating role of talent management strategies. It was based on a study population 
comprising the employees of three major companies (Al-Hikma, Al-Ram, and the Jorda-
nian Company for the Production of Pharmaceuticals), with the researcher selecting a 
sample of more than two hundred employees via proportional stratified random sam-
pling. The descriptive-analytical method was adopted, and the questionnaire was used 
as a data collection instrument. The findings indicated a high level of organizational 
agility and that it has a positive effect on organizational reputation across the dimen-
sions of creativity, social responsibility, flexibility, and service quality. It was also found 
that talent management strategies mediate this relationship. Accordingly, the study rec-
ommends establishing integrated talent management programs encompassing career 
planning, continuous development, and the enhancement of a talent-retention culture, 
in addition to enhancing organizational agility practices through simplifying proce-
dures, clarifying the vision, and activating rapid-response mechanisms to changes in 
order to ensure the elevation and sustainability of organizational reputation.

Abu Ramman (2022) aimed to uncover the effect of organizational agility on 
achieving competitive advantage among Jordanian pharmaceutical manufacturing 
companies amid the COVID-19 pandemic. The researcher proceeded from a study pop-
ulation comprising the managers, assistant managers, and department heads of these 
companies, with the comprehensive survey covering 17 companies; the researcher 
selected all members of the population, numbering 73 participants. The quantitative 
method was adopted, and the questionnaire was used as a data collection instrument. 
The findings indicated that the level of organizational agility was moderate, with the 
“sensing agility” dimension scoring highest, followed by the “decision-making agility” 
dimension and then the “application and practice agility” dimension. The level of com-
petitive advantage was likewise moderate, with its importance gradually diminishing 
from the “delivery” dimension, through “innovation,” “flexibility,” and “quality,” and 
finally the “cost” dimension. The findings also demonstrated the existence of a signif-
icant effect of organizational agility, across all its dimensions, on enhancing competi-
tive advantage amid the exceptional circumstances of the pandemic. Accordingly, the 
study recommends that Jordanian pharmaceutical manufacturing companies focus 
their efforts on enhancing their capabilities in sensing changes through the adoption 
of monitoring systems and early scenarios, developing flexible decision-making mech-
anisms through specialized teams, and upgrading the practices of rapid application and 
implementation of initiatives-in addition to adopting strategies to enhance competitive 
advantage that include improving delivery efficiency, entrenching a culture of innova-
tion and flexibility, and implementing integrated quality assurance systems alongside 
cost-reduction plans.
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Al-Shanti (2021) aimed to identify the effect of strategic agility on enhancing 
competitive advantage among Palestinian pharmaceutical manufacturing companies. 
It was based on a study population comprising all employees in supervisory positions 
in these companies, numbering 166 employees. The descriptive-analytical method was 
adopted, and the questionnaire was used as a data collection instrument. The findings 
revealed the availability of a high level of strategic agility and a high level of agreement 
regarding competitive advantage, with a significant effect of the dimensions of strate-
gic agility on enhancing competitive advantage. Accordingly, the study recommends 
the necessity for Palestinian pharmaceutical manufacturing companies to adopt early 
monitoring mechanisms for environmental and competitive changes and to develop 
training programs to enhance flexibility and strategic speed capabilities, in addition to 
enhancing communication and coordination capabilities among management levels to 
activate strategies of innovation and continuous adaptation.

Freihat (2019) aimed to diagnose the extent of the effect of organizational agility 
on marketing ambidexterity in pharmaceutical manufacturing companies listed on the 
Amman Stock Exchange. It was based on a study population comprising the managers 
of those companies, with a sample composed of 68 managers. The descriptive-analyt-
ical method was adopted, and the questionnaire was used as a data collection instru-
ment. The findings revealed a high level of organizational agility and the existence of a 
significant positive effect of its three dimensions (sensing agility, decision-making agil-
ity, and application and practice agility) on marketing ambidexterity. Accordingly, the 
study recommends that listed pharmaceutical manufacturing companies focus their 
efforts on enhancing market sensing systems through following changes and trends, 
developing flexible decision-making mechanisms through specialized teams, and ac-
celerating the application of initiatives through simplifying procedures and training 
leaders in rapid implementation skills.

AlTahhan & Darwazeh (2024) aimed to determine the relative importance and 
effect of human resource agility, across its dimensions (skills agility, behavior agility, 
and practices agility), on organizational excellence, across its dimensions (leadership 
excellence, followers’ excellence, strategy excellence, organizational culture excellence, 
and product excellence), in Jordanian pharmaceutical manufacturing companies. The 
study population was based on employees at the top and middle management levels in 
these companies, with a sample composed of 206 individuals. The study adopted the 
descriptive-analytical method and used the questionnaire as a data collection instru-
ment. The findings revealed high levels of human resource agility and all dimensions of 
organizational excellence, with the existence of a significant positive effect of human 
resource agility, across all its dimensions, on organizational excellence across its vari-
ous components. Accordingly, the study recommends that the companies concerned 
focus their efforts on developing programs for skills development and institutional be-
havior and enhancing flexible work practices to achieve sustainable leadership, strate-
gic, cultural, and product excellence.

Attiany (2024) aimed to determine the effect of human resource agility on inno-
vative performance in pharmaceutical companies listed on the Amman Stock Exchange. 
The study population was based on managers at various levels in these companies, with 
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a sample composed of 450 questionnaires collected via the descriptive-analytical meth-
od, using the questionnaire as a data collection instrument. The findings revealed a high 
level of human resource agility and the existence of a significant positive effect of this 
agility on innovative performance. The study also uncovered a set of internal and exter-
nal factors affecting the level of agility. Accordingly, the study recommends launching 
developmental programs targeting the building of adaptation and continuous learning 
capabilities among employees and enhancing a culture of innovation through applied 
workshops and incentive systems that encourage the adoption of new ideas. It also pro-
poses the continuation of future research adopting the qualitative method to explore 
the psychological and cultural drivers underlying the effect of agility on innovation.

Almagharbeh (2024) aimed to clarify the effect of human resource agility on 
organizational sustainability in the Jordanian hotel sector. The study population was 
based on the entire workforce in this sector, numbering 21,835 employees across 22 
hotels, while the study sample comprised 410 employees. The descriptive-analytical 
method was adopted, and the questionnaire was used as a data collection instrument. 
The findings revealed a high level of human resource agility and that this agility has a 
notable positive effect on the social and economic sustainability dimensions in hotel 
sector institutions, while it did not demonstrate a tangible effect on environmental sus-
tainability. Accordingly, the study recommends the necessity of enhancing programs for 
building adaptation and flexibility capabilities among employees through continuous 
training workshops, activating social responsibility practices that support the well-be-
ing of employees and the local community, and integrating interactive environmental 
strategies to elevate the effect of agility on the environmental dimension.

Obaid et al. (2023) aimed to shed light on how human resource agility interacts 
with strategic renewal in the General Company for the Textile and Leather Industry. The 
study population was based on all employees at the administrative levels in this com-
pany, numbering 130 employees, while the study sample comprised 96 participants. 
The study adopted the descriptive-analytical method and used the questionnaire as a 
data collection instrument. The findings revealed a high level of human resource agility 
across its various dimensions and the existence of a direct effect thereof in supporting 
strategic renewal processes. Accordingly, the study recommends launching training 
programs to enhance flexibility and innovation skills among managers and adopting 
effective communication mechanisms that ensure the translation of agility into renew-
al initiatives such as reviewing organizational structures and updating procedures.

Alsharah (2023) aimed to determine the effect of the moderating role of talent 
management on the relationship between human resource management practices-rep-
resented in training, recruitment, performance appraisal, and the reward system-and 
institutional performance in Jordanian pharmaceutical companies. The study popula-
tion was based on the employees of thirteen companies listed on the Amman Stock Ex-
change in Jordan, with a sample composed of 250 employees. The descriptive-analytical 
method was adopted, and the questionnaire was used as a data collection instrument. 
The findings revealed that human resource management practices positively affect in-
stitutional performance and that the role of talent management enhances this effect. 
Accordingly, the study recommends adopting integrated talent management programs 
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encompassing strategic plans to attract, develop, and retain competencies and to link 
them with recruitment, training, performance appraisal, and reward systems-in addi-
tion to encouraging future qualitative research to explore the organizational and cultur-
al factors affecting the effectiveness of talent management in the sector.

Saeed (2022) aimed to explore the effect of both strategic agility and organizational 
ambidexterity on the relationship between talent management and human capital sustain-
ability in multinational pharmaceutical manufacturing companies. The study population 
included managers and employees working in these companies in the Arab Republic of 
Egypt, with the study sample reaching 382 participants. The descriptive-analytical method 
was followed, and the study relied on the questionnaire as a data collection instrument. 
The findings revealed that strategic agility is a moderating variable that contributes to en-
hancing the relationship between talent management and human capital sustainability, 
by facilitating the effective exploration and exploitation of talent across its three dimen-
sions: forecasting, decision-making, and implementation. The findings also demonstrat-
ed the importance of organizational ambidexterity as a contributing factor in supporting 
this effect. The study recommended the necessity for multinational companies to develop 
their strategic capabilities and enhance their organizational flexibility in a manner that en-
sures human capital sustainability, in addition to investing in talent development systems 
capable of keeping pace with dynamic changes in the business environment.

Shaima et al. (2021) aimed to determine the effect of organizational creativity on 
organizational agility in Jordanian pharmaceutical companies, while clarifying the mod-
erating role of knowledge sharing in this relationship. The study population included 
employees in supervisory and administrative positions within the top and middle levels 
in Jordanian pharmaceutical companies, while the study sample reached 350 employ-
ees. The descriptive-analytical method was used, and the study relied on the question-
naire as a data collection instrument. The findings revealed that the dimensions of or-
ganizational creativity enjoy a high degree of importance, and that there is a clear effect 
of organizational creativity on the level of organizational agility in these companies. 
The findings also uncovered the role of knowledge sharing in enhancing this effect by 
enabling individuals to exchange ideas and experiences in a manner that contributes to 
the organization’s flexibility and responsiveness to changes. The study recommended 
the necessity of enhancing a culture of creativity and encouraging knowledge-sharing 
policies at all administrative levels to ensure the achievement of the highest levels of 
organizational agility and readiness for future challenges.

Commentary on Previous Studies: What Distinguishes the Present Study from 
Other Previous Studies

-	 The present study is the first-to the best of the researchers’ knowledge-to directly 
link human resource agility, across its dimensions (adaptability, flexibility, 
sensing, creativity in problem-solving, and learning of work skills), with 
continuous improvement, across its dimensions (planning, implementation, 
and evaluation), in the pharmaceutical industry in Palestine.

-	 The study addresses a strategically sensitive sector within the Palestinian con-
text-namely, the pharmaceutical industry-which has not been sufficiently ad-
dressed in Arab or international studies within this conceptual framework.
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-	 The study sheds light on the obstacles to continuous improvement in this sec-
tor, an applied dimension rarely addressed in previous studies.

-	 The study provides recent field data (2024-2025) from the reality of the Pales-
tinian work environment in Palestine, thereby enhancing the originality of the 
findings and the recency of the scholarly treatment.

-	 This study adopts an integrative approach between the concepts of agility and 
continuous improvement, in contrast to previous studies that addressed each 
variable separately.

Statement of the Problem and Research Questions
In an era characterized by rapid change and global competitiveness, the phar-

maceutical industry in Palestine faces significant operational and organizational chal-
lenges that require a high capacity for adaptation and renewal. Despite the strate-
gic importance of the pharmaceutical sector in Palestine, it is considered a sector of 
limited size, in which-since actual production began in 1969-six companies operate 
in the production of pharmaceuticals for human consumption: five of these are ma-
jor Palestinian companies operating in the West Bank (Birzeit, Al-Quds Pharmaceuti-
cals, Dar Al-Shifa, Sama, and Beit Jala), and one company operating in the Gaza Strip 
(Palestinian National Information Center, 2025).

Despite the studies and research that have addressed the topics of human re-
source agility and continuous improvement, the literature concerning the application 
of these concepts within the Palestinian context remains scarce.

The research problem becomes clearly evident in its focus on the pharmaceutical 
industry in Palestine-a field not sufficiently covered in previous studies, especially those 
that have addressed the relationships between human resource agility and continuous 
improvement. Most of the studies referred to focused on the dimensions of creativity, 
competitive advantage, or organizational change, and did not fully focus on continuous 
improvement in its comprehensive sense, which includes planning, implementation, and 
the elimination of waste. This study has therefore come to address the effects of human 
resource agility on continuous improvement, with the researchers seeking to ensure that 
this study makes an important scholarly contribution by addressing the gap in the aca-
demic literature through linking human resource agility as a continuous improvement 
tool and applying this within the Palestinian pharmaceutical industry environment. 
Hence, this study has come to answer the following main question: What is the role of 
human resource agility in continuous improvement in the pharmaceutical industry 
in Palestine? The following sub-questions branch off from the main question:

-	 What is the state of human resource agility, across its dimensions (adaptability, 
flexibility, sensing, creativity in problem-solving, and learning of work skills), 
in the pharmaceutical industry in Palestine?

-	 What is the level of continuous improvement, across its dimensions (planning 
for the continuous improvement process, implementation of the continuous 
improvement process, and evaluation of the continuous improvement process), 
in the pharmaceutical industry in Palestine?

-	 Is there an effect of human resource agility on continuous improvement in the 
pharmaceutical industry in Palestine?
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Significance of the Study
Theoretical Significance

The theoretical significance of the study lies in the importance of the subject un-
der investigation, as it addresses, through study and analysis, an important topic relat-
ing to one of the important economic sectors in Palestine-namely, the pharmaceutical 
sector, which touches upon the health needs of the Palestinian citizen. The theoretical 
significance of the study is also highlighted through enriching the knowledge and liter-
ature concerning human resource agility and continuous improvement in this vital and 
important sector, in a manner that contributes to continuous improvement through 
planning, implementation, and the elimination of resource waste in accordance with 
the plans laid out for this sector.

Applied Significance
This study derives its importance from the ways in which it can help guide pub-

lic policies and strategies in this vital and important sector, by benefiting from shed-
ding light on human resource agility and its role in continuous improvement in the 
sector through raising its efficiency and increasing its capacity to carry out continuous 
improvements therein-thereby leading to the achievement of competitive advantage 
amid the dynamic, changing environment in which this sector operates. It also derives 
importance from the ways in which the findings of this study can benefit future re-
searchers in furthering research on this topic, thereby supplying the local, Arab, and 
global library with novel research on the subject.

Objectives of the Study
The study aims to:

-	 Measure the state of human resource agility in the pharmaceutical industry in 
Palestine.

-	 Uncover the level of continuous improvement in the pharmaceutical industry 
in Palestine.

-	 Identify the effect of human resource agility, across its dimensions (adapt-
ability, flexibility, sensing, creativity in problem-solving, and learning of work 
skills), on continuous improvement, across its dimensions (planning for the 
continuous improvement process, implementation of the continuous im-
provement process, and evaluation of the continuous improvement process), 
in the pharmaceutical industry in Palestine.

Hypotheses of the Study
The study seeks to test the following main hypothesis:

-	 There is no statistically significant effect at the significance level (α ≤ 0.05) of human 
resource agility on continuous improvement in the pharmaceutical industry in Pal-
estine. The following sub-hypotheses branch off from the main hypothesis:

-	 There is no statistically significant effect at the significance level (α ≤ 0.05) of 
human resource agility on planning for the continuous improvement process 
in the pharmaceutical industry in Palestine.
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-	 There is no statistically significant effect at the significance level (α ≤ 0.05) of 
human resource agility on the implementation of the continuous improve-
ment process in the pharmaceutical industry in Palestine.

-	 There is no statistically significant effect at the significance level (α ≤ 0.05) of 
human resource agility on the evaluation of the continuous improvement pro-
cess in the pharmaceutical industry in Palestine.

Delimitations of the Study
The delimitations of the study were determined as follows:

-	 Temporal Delimitations: The year 2025.
-	 Spatial Delimitations: The pharmaceutical industry in the West Bank, 

specifically the companies (Birzeit Pharmaceuticals, Al-Quds Pharmaceuticals, 
Dar Al-Shifa Pharmaceutical Industry, Sama Pharmaceutical Industry, and Beit 
Jala Pharmaceutical Industries). Al-Quds Pharmaceutical Company declined to 
receive and distribute the study instrument within the company.

-	 Human Delimitations: Managers and department heads in the pharmaceutical 
industry in the West Bank.

-	 Subject Delimitations: Human resource agility and its role in continuous 
improvement.

-	 Methodological Delimitations: The study adopted the descriptive-analytical 
method and relied on the questionnaire for data collection.

Methodology of the Study
The researchers employed the descriptive-analytical method, given its suitability 

for the study.

Population and Sample of the Study
Table (1): Distribution of Study Sample Members According to the Study’s Demographic 
Variables

Variable Level Frequency Percentage %
Gender Male 48 60.0

Female 32 40.0
Total 80 100

Age Less than 25 years 15 18.8
25 - less than 40 years 47 58.8

40 years and above 18 22.5
Total 80 100

Educational Qualification Diploma or lower 12 15.0
Bachelor’s 49 61.3

Postgraduate studies 19 23.8
Total 80 100

Job Title Department head 52 65.0
Manager or higher 28 35.0

Total 80 100
Years of Experience Less than 5 years 19 23.8

5 - less than 15 years 46 57.5
15 years and above 15 18.8

Total 80 100
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The study population comprised all managers and department heads in the phar-
maceutical industry in the West Bank, represented in the companies (Birzeit Pharma-
ceuticals, Al-Quds Pharmaceuticals, Dar Al-Shifa Pharmaceutical Industry, Sama Phar-
maceutical Industry, and Beit Jala Pharmaceutical Industries). Al-Quds Pharmaceutical 
Company declined to complete the questionnaires, as the company was preoccupied 
with annual inventory operations. The researchers conducted a comprehensive survey 
of the population, numbering 87 individuals, and 80 questionnaires valid for statistical 
analysis were retrieved, with a retrieval rate of 91.9% of the total questionnaires distrib-
uted. Table (1) below illustrates this:

Study Instrument and Its Variables
To achieve the objectives of the study and to answer its questions and hypoth-

eses, and after surveying previous studies and reviewing the theoretical literature, 
the researchers prepared a questionnaire by drawing upon numerous previous Ar-
abic and foreign studies, including the study by (Al-Zoubi, 2020) and the study by 
(Al-Aramiti, 2020).

Validity of the Instrument
-	 Face Validity: To verify the validity of the study instrument, it was presented 

to a number of arbitrators with expertise and specialization to express their 
opinions, which were taken into account by the researchers.

-	 Construct Validity: In order to verify the construct validity of the instrument, 
the study instrument (questionnaire) was distributed to a sample of 15 individ-
uals to verify its construct validity by calculating the Pearson Correlation coef-
ficient between each item of the questionnaire’s sections and the total score of 
each dimension and the total score of the variable, as well as the correlation 
coefficient of each dimension of the study instrument with the total score of 
the variable.

This is illustrated in the tables presented hereafter; the following provides clarifi-
cation of this:

First: The First (Independent) Variable: Human Resource Agility
The Pearson Correlation coefficient was calculated for the correlation of the items 

of the dimensions of the human resource agility variable with the total score of each 
dimension and the total score of the variable, and the correlation coefficient of each 
dimension with the total score of the variable, as illustrated in Table (2).

The data presented in the preceding Table (2) indicate that the correlation coef-
ficients of the items and dimensions were at an acceptable and statistically significant 
degree, as they were below the significance level (0.05). Therefore, no item of the scale 
was deleted, and the number of its items remained 32 items-indicating the internal con-
sistency of the instrument’s items and its dimensions, and that they jointly contribute 
to measuring the human resource agility variable in light of the theoretical framework 
upon which the instrument was constructed.
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Table (2): Results of the Pearson Correlation Coefficient for the Correlation Matrix of 
the Items of the Dimensions of the Human Resource Agility Variable with the Total 
Score of Each Dimension and the Total Score of the Variable, and the Correlation Coef-
ficient of Each Dimension with the Total Score of the Variable

No.
Correlation 

with Dimen-
sion

Statistical 
Significance

Correlation 
with Total 

Variable Score

Statistical 
Significance

Dimension One: Adaptability
1 .551** .000 .506** .000
2 .553** .000 .499** .000
3 .478** .000 .599** .000
4 .589** .000 .401** .000
5 .481** .000 .449** .000
6 .601** .000 .581** .000

Correlation of Dimension One with Total Score .667** .000
Dimension Two: Flexibility

7 .501** .000 .548** .000
8 .540** .000 .591** .000
9 .558** .000 .448** .000

10 .591** .000 .481** .000
11 .471** .000 .511** .000
12 .644** .000 .523** .000
13 .617** .000 .518** .000
14 .604** .000 .628** .000

Correlation of Dimension Two with Total Score .701** .000
Dimension Three: Sensing

15 .498** .000 .698** .000
16 .619** .000 .608** .000
17 .612** .000 .556** .000
18 .627** .000 .518** .000
19 .563** .000 .592** .000
20 .618** .000 .518** .000
21 .661** .000 .581** .000
22 .645** .000 .511** .000

Correlation of Dimension Three with Total Score .772** .000
Dimension Four: Creativity in Problem-Solving

23 .506** .000 .671** .000
24 .509** .000 .459** .000
25 .553** .000 .513** .000
26 .490** .000 .617** .000
27 .518** .000 .552** .000

Correlation of Dimension Four with Total Score .707** .000
Dimension Five: Learning of Work Skills

28 .611** .000 .516** .000
29 .531** .000 .617** .000
30 .541** .000 .621** .000
31 .567** .000 .625** .000
32 .581** .000 .519** .000

Correlation of Dimension Five with Total Score .698** .000
*Statistically significant at the significance level (0.05) ** Statistically significant at the significance level (0.01)
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On the other hand, the validity of the instrument was also verified using Factor 
Analysis of the study instrument’s items, and the results were as in Table (3):

Table (3): Results of the Factor Analysis of the Items of the Human Resource Agility Variable
Item Loading Item Loading Item Loading

1 0.61 12 0.81 23 0.71
2 0.72 13 0.68 24 0.79
3 0.70 14 0.79 25 0.69
4 0.79 15 0.71 26 0.78
5 0.75 16 0.77 27 0.74
6 0.55 17 0.74 28 0.73
7 0.72 18 0.79 29 0.78
8 0.65 19 0.80 30 0.75
9 0.69 20 0.84 31 0.72

10 0.61 21 0.82 32 0.80
11 0.72 22 0.69
The data presented in Table (3) indicate that the factor analysis for all items of the 

human resource agility variable is statistically significant and possesses an acceptable 
degree of loading, and that they jointly contribute to measuring the required variable 
(human resource agility).

Second: The Second (Dependent) Variable: Continuous Improvement
The Pearson Correlation coefficient was calculated for the correlation of the items 

of the dimensions of the continuous improvement variable with the total score of each 
dimension and the total score of the variable, and the correlation coefficient of each 
dimension with the total score of the variable, as illustrated in Table (4):

Table (4): Results of the Pearson Correlation Coefficient for the Correlation Matrix of 
the Items of the Dimensions of the Continuous Improvement Variable with the Total 
Score of Each Dimension and the Total Score of the Variable, and the Correlation Coef-
ficient of Each Dimension with the Total Score of the Variable

No. Correlation with Di-
mension Statistical Significance Correlation with Total 

Score Statistical Significance

Dimension One: Planning
33 .617** .000 .637** .000
34 .558** .000 .604** .000
35 .561** .000 .627** .000
36 .586** .000 .482** .000
37 .619** .000 .448** .000
38 .617** .000 .418** .000
39 .519** .000 .420** .000
40 .511** .000 .611** .000
41 .584** .000 .634** .000
42 .566** .000 .640** .000

Correlation of Dimension One with Total Score .709** .000
Dimension Two: Implementation of the Continuous Improvement Process

43 .548** .000 .539** .000
44 .590** .000 .573** .000
45 .588** .000 .499** .000
46 .617** .000 .572** .000



ARADO Business Journal (ABJ) Vol. 1, Issue 3, July, 2026

147

No. Correlation with Di-
mension Statistical Significance Correlation with Total 

Score Statistical Significance

47 .559** .000 .499** .000
48 .563** .000 .518** .000
49 .590** .000 .573** .000
50 .588** .000 .500** .000
51 .612** .000 .617** .000
52 .449** .000 .614** .000
53 .588** .000 .628** .000

Correlation of Dimension Two with Total Score .668** .000
Dimension Three: Evaluation of the Continuous Improvement Process

54 .590** .000 .573** .000
55 .588** .000 .499** .000
56 .612** .000 .582** .000
57 .445** .000 .607** .000
58 .561** .000 .611** .000
59 .599** .000 .509** .000
60 .551** .000 .558** .000
61 .623** .000 .609** .000
62 .615** .000 .611** .000
Correlation of Dimension Three with Total Score .733** .000

*Statistically significant at the significance level (0.05) ** Statistically significant at the significance level (0.01)

The data presented in Table (4) indicate that the correlation coefficients of the 
items and dimensions were at an acceptable and statistically significant degree, as they 
were below the significance level (0.05).

Therefore, no item of the scale was deleted, and the number of its items remained 
30 items-indicating the internal consistency of the instrument’s items and its dimensions, 
and that they jointly contribute to measuring the continuous improvement variable in 
light of the theoretical framework upon which the instrument was constructed.

Factorial Validity
On the other hand, the validity of the instrument was also verified using Factor 

Analysis of the study instrument’s items, and the results were as in the following table:

Table (5): Results of the Factor Analysis of the Items of the Continuous Improvement Variable
Item Loading Item Loading Item Loading

1 0.67 12 0.70 23 0.68
2 0.62 13 0.66 24 0.79
3 0.73 14 0.69 25 0.69
4 0.59 15 0.65 26 0.66
5 0.76 16 0.61 27 0.56
6 0.82 17 0.68 28 0.70
7 0.80 18 0.72 29 0.81
8 0.77 19 0.79 30 0.75

11 0.71 22 0.79
The data presented in Table (5) indicate that the factor analysis for all items of the 

continuous improvement variable is statistically significant and possesses an acceptable 
degree of loading, and that they jointly contribute to measuring the required variable 
(continuous improvement).
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Presentation of the Study Findings
Findings Related to the First Question: What is the state of human resource agility, 
across its elements (adaptability, flexibility, sensing, creativity in problem-solving, 
and learning of work skills), in the pharmaceutical industry in Palestine?

To answer the first study question, frequencies, arithmetic means, standard 
deviations, and the degree of agreement related to the sample’s responses were 
calculated, and the results were as in Table (6):

Table (6): Arithmetic Means and Standard Deviations of the Dimensions of the First 
Domain - Human Resource Agility

No. Items Arithmetic 
Mean

Standard 
Deviation Percentage Level

Total Score for the Adaptability Dimension 3.84 .669 76.8 High
Total Score for the Flexibility Dimension 3.90 .561 78 High

Total Score for the Sensing Dimension 3.64 .783 72.8 High
Total Score for the Creativity in Problem-Solving Dimension 3.86 .634 77.2 High

Total Score for the Learning of Work Skills Dimension 3.74 .873 74.8 High
Total Score for the Human Resource Agility Domain 3.79 .624 75.8 High

Table (6) indicates that the overall arithmetic mean for the human resource agility 
domain reached (3.79) with a percentage of (75.8%) and a high degree of agreement. 

This indicates that the state of human resource agility, across its elements 
(adaptability, flexibility, sensing, creativity in problem-solving, and learning of work 
skills), in the pharmaceutical industry in Palestine was at a high level.

The following provides clarification of all dimensions of the above domain:

Dimension One: Adaptability

Table (7): Arithmetic Means and Standard Deviations for the First Dimension - Adaptability

No. Items Arithmetic 
Mean

Standard 
Deviation Percentage Level

1 Employees have the capacity to act efficiently in 
various situations. 3.89 .763 77.8 High

2 Employees are characterized by the capacity to adapt 
to the various changes in the markets. 4.09 .697 81.8 High

3 Employees have the capacity to perform various 
tasks within work teams. 4.11 .746 82.2 High

4 Employees possess the capacity to understand complex ideas 
in order to adapt effectively to the internal work environment. 3.67 .823 73.4 High

5 Employees benefit from feedback to improve their per-
formance amid changes in the internal environment. 3.83 .897 76.6 High

6 Employees contribute to formulating strategies to 
adapt to the various developments related to work. 3.44 1.157 68.8 High

Total Score for the Adaptability Dimension 3.84 .669 76.8 High
Table (7) shows that the arithmetic means of the study sample members’ responses 

to the (Adaptability) dimension ranged between (4.11 - 3.44), and the level of agreement 
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was high. The item “Employees have the capacity to perform various tasks within work 
teams” ranked first with an arithmetic mean of (4.11), a percentage of (82.2%), and a high 
degree of agreement, followed by the item “Employees are characterized by the capacity 
to adapt to the various changes in the markets” in second place with an arithmetic mean 
of (4.09), a percentage of (81.8%), and a high degree of agreement. Meanwhile, the item 
“Employees contribute to formulating strategies to adapt to the various developments 
related to work” ranked last with an arithmetic mean of (3.44), a percentage of (68.8%), 
and a high degree of agreement. The overall arithmetic mean for the adaptability dimen-
sion reached (3.84) with a percentage of (76.8%) and a high degree of agreement.

Dimension Two: Flexibility
Table (8): Arithmetic Means and Standard Deviations for the Second Dimension - Flexibility

No. Items Arithmetic 
Mean

Standard 
Deviation Percentage Level

7 Employees possess a measure of freedom in the man-
ner of performing their work. 3.46 .967 69.2 High

8 Employees possess the capacity to learn new meth-
ods for performing the duties assigned to them. 3.90 .880 78 High

9 Employees work efficiently even under unexpected 
circumstances. 4.10 .704 82 High

10 Employees possess the capacity to benefit from the 
changes surrounding them. 3.95 .778 79 High

11 Employees possess sufficient flexibility to respond 
rapidly to customer requests. 3.94 .663 78.8 High

12 Employees have flexibility in performing their diverse duties. 4.00 .675 80 High

13 Employees demonstrate flexibility in accepting new 
ideas for implementation. 3.87 .753 77.4 High

14 Employees show readiness to deal with any new 
challenge facing the company. 3.95 .778 79 High

Total Score for the Flexibility Dimension 3.90 .561 78 High
Table (8) shows that the arithmetic means of the study sample members’ responses 

to the (Flexibility) dimension ranged between (4.10 - 3.46), and the level of agreement 
was high. The item “Employees work efficiently even under unexpected circumstances” 
ranked first with an arithmetic mean of (4.10), a percentage of (82%), and a high degree 
of agreement, followed by the item “Employees have flexibility in performing their di-
verse duties” in second place with an arithmetic mean of (4.00), a percentage of (80%), 
and a high degree of agreement. Meanwhile, the item “Employees possess a measure of 
freedom in the manner of performing their work” ranked last with an arithmetic mean 
of (3.46), a percentage of (69.2%), and a high degree of agreement. The overall arith-
metic mean for the flexibility dimension reached (3.90) with a percentage of (78%) and 
a high degree of agreement.

Dimension Three: Sensing
The results in Table (9) indicated that the arithmetic means of the study sample 

members’ responses to the third dimension (Sensing) ranged between (3.83 - 3.41). 
The item “Employees continuously follow developments in their field of work” ranked 
first with an arithmetic mean of (3.83), a percentage of (76.6%), and a high degree of 
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agreement, followed by the item “Employees gather data that help improve operations” 
in second place with an arithmetic mean of (3.78), a percentage of (75.6%), and a high 
degree of agreement. Meanwhile, the item “Employees take an interest in developing 
tools that help analyze the surrounding environment” ranked last with an arithmetic 
mean of (3.41), a percentage of (68.2%), and a high degree of agreement. The overall 
arithmetic mean for the sensing dimension reached (3.64) with a percentage of (72.8%) 
and a high degree of agreement.
Table (9): Arithmetic Means and Standard Deviations for the Third Dimension - Sensing

No. Items Arithmetic 
Mean

Standard 
Deviation Percentage Level

15 Employees continuously follow develop-
ments in their field of work. 3.83 .897 76.6 High

16 Employees forecast opportunities that may 
enhance the company’s performance. 3.73 .826 74.6 High

17 Employees gather data that help improve operations. 3.78 .914 75.6 High

18 Employees demonstrate the ability to predict 
problems before they occur. 3.54 .899 70.8 High

19 Employees use available data to identify 
future trends. 3.75 .864 75 High

20 Employees develop proactive strategies to 
confront challenges. 3.49 1.019 69.8 High

21 Employees take an interest in developing tools 
that help analyze the surrounding environment. 3.41 .924 68.2 High

22 Employees participate in discussions aimed at 
improving the capacity to sense risks. 3.59 1.027 71.8 High

Total Score for the Sensing Dimension 3.64 .783 72.8 High

Dimension Four: Creativity in Problem-Solving
Table (10): Arithmetic Means and Standard Deviations for the Fourth 
Dimension-Creativity in Problem-Solving

No. Items Arithmetic 
Mean

Standard 
Deviation Percentage Level

23 Employees offer creative solutions that confront the 
company [its challenges]. 3.69 .936 73.8 High

24 The company adopts an effective communication 
system that provides creative solutions to problems. 3.57 .808 71.4 High

25 The company adopts a work-team approach that pro-
vides creative solutions to the company’s problems. 3.69 1.001 73.8 High

26 Employees offer creative ideas for problems through 
their cumulative experience. 4.05 .778 81 High

27 Employees act responsibly toward the company’s interests. 4.29 .640 85.8 Very 
High

Total Score for the Creativity in Problem-Solving Dimension 3.86 .634 77.2 High
The results in Table (10) showed that the arithmetic means of the study sample 

members’ responses to the fourth dimension (Creativity in Problem-Solving) ranged 
between (4.29 - 3.57), with the level of agreement being high for most items and very 
high for one item. The item “Employees act responsibly toward the company’s inter-
ests” ranked first with an arithmetic mean of (4.29), a percentage of (85.8%), and a 
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very high degree of agreement, followed by the item “Employees offer creative ideas 
for problems through their cumulative experience” in second place with an arithmetic 
mean of (4.05), a percentage of (81%), and a high degree of agreement. Meanwhile, the 
item “The company adopts an effective communication system that provides creative 
solutions to problems” ranked last with an arithmetic mean of (3.57), a percentage of 
(71.4%), and a high degree of agreement. The overall arithmetic mean for the creativity 
in problem-solving dimension reached (3.86) with a percentage of (77.2%) and a high 
degree of agreement.

Dimension Five: Learning of Work Skills
Table (11): Arithmetic Means and Standard Deviations for the Fifth Dimension-Learning 
of Work Skills

No. Items Arithmetic 
Mean

Standard 
Deviation Percentage Level

28 The company’s management provides the training programs 
necessary for employees to improve their performance. 3.84 1.037 76.8 High

29 The company’s management enhances collaboration 
among employees. 3.85 .915 77 High

30 The company’s management keeps employees in-
formed of everything new in their field of work. 3.55 1.168 71 High

31 The company’s management urges employees to ex-
change specialized knowledge as appropriate to them. 3.76 .931 75.2 High

32 The company’s management is keen to update the tech-
nological skills necessary for work among employees. 3.73 .954 74.6 High

Total Score for the Learning of Work Skills Dimension 3.74 .873 74.8 High
The results in Table (11) indicated that the arithmetic means of the study sample 

members’ responses to the fifth dimension (Learning of Work Skills) ranged between 
(3.85 - 3.55), with the level of agreement being high. The item “The company’s manage-
ment enhances collaboration among employees” ranked first with an arithmetic mean 
of (3.85), a percentage of (77%), and a high degree of agreement, followed by the item 
“The company’s management provides the training programs necessary for employees 
to improve their performance” in second place with an arithmetic mean of (3.84), a per-
centage of (76.8%), and a high degree of agreement. Meanwhile, the item “The compa-
ny’s management keeps employees informed of everything new in their field of work” 
ranked last with an arithmetic mean of (3.55), a percentage of (71%), and a high degree 
of agreement. The overall arithmetic mean for the learning of work skills dimension 
reached (3.74) with a percentage of (74.8%) and a high degree of agreement.

Findings Related to the Second Question: What is the level of continuous 
improvement, across its elements (planning for the continuous improvement 
process, implementation of the continuous improvement process, and evaluation of 
the continuous improvement process), in the pharmaceutical industry in Palestine?

To answer the second study question, frequencies, arithmetic means, standard 
deviations, and the degree of agreement related to the sample’s responses were 
calculated, and the results were as in Table (12):
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Table (12): Arithmetic Means and Standard Deviations of the Dimensions of the Second 
Domain - Continuous Improvement

No. Items Arithmetic 
Mean

Standard 
Deviation Percentage Level

Total Score for the Planning for the Continuous Improve-
ment Process Dimension 4.00 .657 80 High

Total Score for the Implementation of the Continuous 
Improvement Process Dimension 3.97 .658 79.4 High

Total Score for the Evaluation of the Continuous Improve-
ment Process Dimension 3.98 .704 79.6 High

Total Score for the Continuous Improvement Domain 3.98 .630 79.6 High
Table (12) indicates that the overall arithmetic mean for the continuous improvement 

domain reached (3.98) with a percentage of (79.6%) and a high degree of agreement. 
This indicates that the level of continuous improvement, across its elements (planning for 
the continuous improvement process, implementation of the continuous improvement 
process, and evaluation of the continuous improvement process), in the pharmaceutical 
industry in Palestine is high. The following presents the results of each dimension:

Dimension One: Planning for the Continuous Improvement Process
Table (13): Arithmetic Means and Standard Deviations for the First Dimension-Planning 
for the Continuous Improvement Process

No. Items Arithmetic 
Mean

Standard 
Deviation Percentage Level

1
The company’s management analyzes market data to 
benefit from it in the continuous improvement of its 

products (pharmaceuticals and others).
4.03 .941 80.6 High

2 The company’s management analyzes customer per-
formance regarding the quality of its products. 3.99 .787 79.8 High

3 The company’s management communicates with 
pharmacies to obtain feedback regarding its products. 4.09 .715 81.8 High

4 The company’s management communicates with raw 
material suppliers to ensure the quality of these materials. 4.15 .713 83 High

5
The company’s management plans to increase its 
competitive capabilities through the continuous 

improvement of its products.
4.00 .694 80 High

6 The company’s management plans to reduce various costs 
through the continuous improvement of its products. 4.06 .801 81.2 High

7 The company’s management plans to enhance customer satis-
faction through the continuous improvement of its products. 4.04 .818 80.8 High

8 The company’s management is keen on having a time-
line for the continuous improvement of its products. 3.91 .766 78.2 High

9 The company is keen on setting clear objectives for 
the continuous improvement of its products. 3.94 .817 78.8 High

10 The company’s management involves relevant employ-
ees in the continuous improvement of its products. 3.81 .929 76.2 High

Total Score for the Planning for the Continuous Improve-
ment Process Dimension 4.00 .657 80 High
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Table (13) shows that the arithmetic means of the study sample members’ re-
sponses to the first dimension (Planning for the Continuous Improvement Process) 
ranged between (4.15 - 3.81). The item “The company’s management communicates 
with raw material suppliers to ensure the quality of these materials” ranked first with 
an arithmetic mean of (4.15), a percentage of (83%), and a high degree of agreement, 
followed by the item “The company’s management communicates with pharmacies to 
obtain feedback regarding its products” in second place with an arithmetic mean of 
(4.09), a percentage of (81.8%), and a high degree of agreement. Meanwhile, the item 
“The company’s management involves relevant employees in the continuous improve-
ment of its products” ranked last with an arithmetic mean of (3.81), a percentage of 
(76.2%), and a high degree of agreement. The overall arithmetic mean for the planning 
for the continuous improvement process dimension reached (4.00) with a percentage 
of (80%) and a high degree of agreement.

Dimension Two: Implementation of the Continuous Improvement Process
Table (14): Arithmetic Means and Standard Deviations for the Second 
Dimension-Implementation of the Continuous Improvement Process

No. Items Arithmetic 
Mean

Standard 
Deviation Percentage Level

11 The company’s management adheres to the specified 
timeline for the continuous improvement of its products. 3.80 .960 76 High

12 The company’s management provides all resources necessary to 
implement the continuous improvement plans for its products. 3.77 .826 75.4 High

13
The company’s management monitors developments sur-

rounding the company to ensure they do not negatively af-
fect the implementation of its product improvement plans.

3.78 .856 75.6 High

14
The company’s management provides all the tools 
necessary for the effective implementation of the 

continuous improvement of its products.
3.85 .797 77 High

15
The company’s management provides the technology 

necessary for the effective implementation of the 
continuous improvement of its products.

3.81 .887 76.2 High

16 The company’s management is keen on designing its 
products in the best manner. 4.10 .686 82 High

17 The company’s management emphasizes the necessity of fully 
meeting the continuous improvement indicators for products. 4.15 .748 83 High

18 The company adopts best practices in the field of drug 
manufacturing. 4.29 .640 85.8 Very 

High

19 Resources are used efficiently in a manner that ensures 
cost reduction without a negative effect on quality. 4.07 .759 81.4 High

20
The company’s management is keen on enhancing the 

organizational culture supportive of the continuous 
improvement of its products.

4.10 .739 82 High

21

The company’s management makes the necessary 
changes in its organizational structure in a manner 

that ensures the effectiveness of the continuous 
improvement process for its products.

3.98 .826 79.6 High

Total Score for the Implementation of the Continuous 
Improvement Process Dimension 3.97 .658 79.4 High
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Table (14) shows that the arithmetic means of the study sample members’ 
responses to the second dimension (Implementation of the Continuous Improvement 
Process) ranged between (4.29 - 3.77), comprising 10 items with a high level of agree-
ment and one item with a very high level of agreement. The item “The company adopts 
best practices in the field of drug manufacturing” ranked first with an arithmetic mean 
of (4.29), a percentage of (85.8%), and a very high degree of agreement, followed by 
the item “The company’s management emphasizes the necessity of fully meeting the 
continuous improvement indicators for products” in second place with an arithmetic 
mean of (4.15), a percentage of (83%), and a high degree of agreement. Meanwhile, the 
item “The company’s management provides all resources necessary to implement the 
continuous improvement plans for its products” ranked last with an arithmetic mean of 
(3.77), a percentage of (75.4%), and a high degree of agreement. The overall arithme-
tic mean for the implementation of the continuous improvement process dimension 
reached (3.97) with a percentage of (79.4%) and a high degree of agreement.

Dimension Three: Evaluation of the Continuous Improvement Process
Table (15): Arithmetic Means and Standard Deviations for the Third 
Dimension-Evaluation of the Continuous Improvement Process

No. Items Arithmetic 
Mean

Standard 
Deviation Percentage Level

22 The company’s management benefits from the results of 
feedback in the continuous improvement of its products. 4.01 .771 80.2 High

23 The company’s management compares the achieved con-
tinuous improvement results with the planned objectives. 4.10 .756 82 High

24 The company’s management identifies any gaps between the 
planned and the actual (in the continuous improvement process). 3.82 .823 76.4 High

25
The company’s management addresses, without delay, 

any negative deviations in the continuous improve-
ment plans for its products.

3.99 .893 79.8 High

26 The company’s management ensures everyone’s adher-
ence to the continuous improvement plans for products. 3.97 .900 79.4 High

27 The company’s management studies customers’ reactions to its 
products after the continuous improvement process for its products. 3.95 .794 79 High

28
The company’s management analyzes feedback from 
purchasers (pharmacies, hospitals, etc.) after the con-

tinuous improvement process.
3.96 .770 79.2 High

29 The company’s management compares the quality 
level of competing companies’ products. 3.91 .917 78.2 High

30
The company’s management analyzes the repercus-

sions of the improvement process on costs in a manner 
that ensures offering its products at competitive prices.

4.10 .756 82 High

Total Score for the Evaluation of the Continuous Improve-
ment Process Dimension 3.98 .704 79.6 High

The results in Table (15) indicated that the arithmetic means of the study sample 
members’ responses to the third dimension (Evaluation of the Continuous Improvement 
Process) ranged between (4.10 - 3.82), comprising 9 items with a high level of agreement.

The two items “The company’s management compares the achieved continuous 
improvement results with the planned objectives” and “The company’s management 
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analyzes the repercussions of the improvement process on costs in a manner that 
ensures offering its products at competitive prices” ranked first with an arithmetic 
mean of (4.10), a percentage of (82%), and a high degree of agreement, followed by 
the item “The company’s management benefits from the results of feedback in the 
continuous improvement of its products” in second place with an arithmetic mean 
of (4.01), a percentage of (80.2%), and a high degree of agreement. Meanwhile, the 
item “The company’s management identifies any gaps between the planned and the 
actual (in the continuous improvement process)” ranked last with an arithmetic mean 
of (3.82), a percentage of (76.4%), and a high degree of agreement.

The overall arithmetic mean for the evaluation of the continuous improvement 
process dimension reached (3.98) with a percentage of (79.6%) and a high degree of 
agreement.

Findings Related to the Third Question: Is there an effect of human resource 
agility on continuous improvement in the pharmaceutical industry in Palestine?

To answer the main question, it was converted into the following null hypothesis:
There is no statistically significant effect at the significance level (α ≤ 0.05) of hu-

man resource agility on continuous improvement in the pharmaceutical industry in 
Palestine. The following sub-hypotheses branch off from this main hypothesis:

First: “There is no statistically significant effect at the significance level (α ≤ 0.05) 
of human resource agility, across its dimensions (adaptability, flexibility, sensing, cre-
ativity in problem-solving, and learning of work skills), on planning for the continuous 
improvement process in the pharmaceutical industry in Palestine.”

In order to determine the effect among the study variables, Multiple Linear 
Regression was used, and the results in Table (16) illustrate this:

Table (16): Results of the Test of the Effect of Human Resource Agility on Planning for 
the Continuous Improvement Process in the Pharmaceutical Industry in Palestine

Variable Coefficient T-value R R Square F Significance Level
Adaptability 1.320 3.219 0.711 0.505 15.112 0.00

Flexibility -.063 -.215
Sensing .359 1.660

Creativity in Problem-Solving .146 .608
Learning of Work Skills .422 2.116

Total Score (Human Resource Agility) -.163 -.229
*Statistically significant at the significance level (α = 0.05)

Table (16) reveals the following findings:
There is a statistically significant effect at the significance level (α ≤ 0.05) of human 

resource agility on planning for the continuous improvement process in the pharmaceu-
tical industry in Palestine, as the significance level reached (0.001), which is below (0.05).

The null hypothesis was rejected, and consequently there is a statistically signif-
icant effect at the significance level (α ≤ 0.05) of human resource agility on planning 
for the continuous improvement process in the pharmaceutical industry in Palestine.
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Second: “There is no statistically significant effect at the significance level 
(α ≤ 0.05) of human resource agility, across its dimensions (adaptability, flexibility, sens-
ing, creativity in problem-solving, and learning of work skills), on the implementation 
of the continuous improvement process in the pharmaceutical industry in Palestine.” 

In order to determine the effect among the study variables, Multiple Linear Re-
gression was used, and the results in Table (17) illustrate this:

Table (17): Results of the Test of the Effect of Human Resource Agility on the Implementation 
of the Continuous Improvement Process in the Pharmaceutical Industry in Palestine

Variable Coefficient T-value R R Square F Significance Level
Adaptability 1.167 3.040 0.754 0.568 19.465 0.00

Flexibility .521 1.896
Sensing .329 1.624

Creativity in Problem-Solving .430 1.909
Learning of Work Skills .658 3.530

Total Score (Human Resource Agility) -1.211 -1.815
*Statistically significant at the significance level (α = 0.05)

Table (17) reveals the following findings:
There is a statistically significant effect at the significance level (α ≤ 0.05) of hu-

man resource agility, across all its dimensions, on the implementation of the continu-
ous improvement process in the pharmaceutical industry in Palestine, as the signifi-
cance level reached (0.001), which is below (0.05). Consequently, the null hypothesis 
was rejected, and accordingly there is a statistically significant effect at the significance 
level (α ≤ 0.05) of human resource agility on the implementation of the continuous 
improvement process in the pharmaceutical industry in Palestine.

Third: “There is no statistically significant effect at the significance level (α ≤ 0.05) 
of human resource agility, across its dimensions (adaptability, flexibility, sensing, cre-
ativity in problem-solving, and learning of work skills), on the evaluation of the con-
tinuous improvement process in the pharmaceutical industry in Palestine.” In order to 
determine the effect among the study variables, Multiple Linear Regression was used, 
and the results in Table (18) illustrate this:

Table (18): Results of the Test of the Effect of Human Resource Agility on the Evaluation 
of the Continuous Improvement Process in the Pharmaceutical Industry in Palestine

Variable Coefficient T-val-
ue R R Square F Significance 

Level
Adaptability .965 2.083 0.670 0.449 12.084 0.00

Flexibility .167 .503
Sensing .475 1.946

Creativity in Problem-Solving .305 1.122
Learning of Work Skills .401 1.783

Total Score (Human Resource 
Agility) -.568 -.705

*Statistically significant at the significance level (α = 0.05)
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Table (18) reveals the following findings:
There is a statistically significant effect at the significance level (α ≤ 0.05) of 

human resource agility, across all its dimensions, on the evaluation of the continuous 
improvement process in the pharmaceutical industry in Palestine, as the significance 
level reached (0.001), which is below (0.05). Consequently, the null hypothesis was 
rejected, and accordingly there is a statistically significant effect at the significance level 
(α ≤ 0.05) of human resource agility on the evaluation of the continuous improvement 
process in the pharmaceutical industry in Palestine.

Discussion of Findings and Recommendations
Discussion of the Findings Related to the First Question: What is the state of 
human resource agility, across its elements (adaptability, flexibility, sensing, 
creativity in problem-solving, and learning of work skills), in the pharmaceutical 
industry in Palestine?

It is evident that the overall arithmetic mean for the human resource agility 
domain reached (3.79) with a percentage of (75.8%) and a high degree of agreement. 
This indicates that the state of human resource agility, across its elements (adaptability, 
flexibility, sensing, creativity in problem-solving, and learning of work skills), in the 
pharmaceutical industry in Palestine is high.

The researchers attribute the high level of human resource agility in the pharma-
ceutical industry in Palestine to the convergence of environmental, organizational, and 
social factors that distinguish this sector, which has afforded employees in this sector 
exceptional capabilities in adaptation, flexibility, sensing, creativity, and learning. In 
light of the accelerating requirements of the regional and international markets, em-
ployees in Palestinian pharmaceutical companies have developed a high sensitivity to 
environmental changes. Merely following scientific developments within laboratories 
no longer suffices; rather, the umbrella of following organizational and technological 
developments has extended through workshops and professional networks. This con-
tinuous exposure, supported by joint training programs with Arab and international in-
stitutions, has created in employees an advanced “sensing capacity” that enables them 
to capture early indicators of any changes in demand or regulations, and subsequently 
to redirect their efforts and operational plans rapidly and efficiently.

Accordingly, the rise in adopting a multidisciplinary teamwork culture was re-
flected in the (adaptability) dimension, as the management of most companies was 
keen to form dynamic work teams comprising pharmacists, technicians, and quality 
officers under a flexible project management umbrella. This organizational structure 
allowed a single employee to move between diverse roles, thereby accruing cumula-
tive experiences that qualify them to adopt new tasks rapidly upon any shift in pro-
duction strategy or accreditation requirements. The (flexibility) element was likewise 
prominent, and it did not emerge from a vacuum but rather harmonized with the 
management-by-objectives-and-results approach in many local drug factories, where 
leaders grant employees greater freedom in choosing the tools and means necessary to 
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accomplish tasks. This relative detachment from the customary administrative routine 
stimulated a spirit of initiative and provided employees with an emotional sense that 
results are the sole criterion for success, thereby enhancing their ability to deal with 
unexpected circumstances-from delays in raw material supply to sudden changes in 
market demand.

What also distinguishes employees in the pharmaceutical industry is (creativity 
in problem-solving), which arose from a culture of learning from and overcoming mis-
takes. Amid the economic and health pressures the sector has experienced in recent 
years, internal mechanisms for after-action meetings and the exchange of experiences 
inside and outside the company were adopted. These mechanisms were not confined 
to recording errors but encouraged the proposal of innovative solutions, such as the 
rapid modification of production formulas or the development of unconventional part-
nerships with local packaging workshops.

All of this is supported by the (learning of work skills) factor, which is continuous 
and supported by top management, as some companies established an internal sys-
tem for knowledge sharing and cross-departmental training, overseen by competent 
employees regarded as ambassadors of their knowledge. This initiative is not confined 
to formal workshops but extends to informal sessions through which employees share 
their daily experiences in an interactive manner. This has contributed to raising the de-
gree of self-directed and professional learning, reflecting a motivational environment 
that arose from the bottom of the organizational pyramid and was not merely imposed 
from the top.

Based on all of the foregoing, the high degree of human resource agility in the Pal-
estinian pharmaceutical industry can be interpreted as the product of an integrated work 
environment that focused on involving employees at all levels of decision-making and 
supported their capabilities through interactive and unconventional programs-thereby 
creating a flexible, responsive system capable of innovation and continuous learning. 
These findings indicate that the sector’s success does not depend solely on technolo-
gy and modern equipment but is built first and foremost upon human capital that is 
malleable and capable of growth, which warrants further research and development to 
ensure its sustainability.

The findings of the present study are consistent with the findings of the study by 
Ibrahim (2018), which showed that the level of human resource agility is high, and like-
wise with the findings of the study by Abu Al-Khail (2023), which confirmed the eleva-
tion of agility in both the sensing dimension and the remaining dimensions, and with 
the findings of AlTahhan and Darwazeh (2024), the study by Almagharbeh (2024), and 
Obaid et al. (2023), which all concurred that the level of human resource agility was 
high. On the other hand, the findings of the present study differ from the findings of the 
study by Al-Walwil (2023), which showed a moderate level of strategic agility, and also 
from the study by Shaheen (2022), which found a moderate availability of organiza-
tional agility, and from the findings of Abu Ramman (2022), which showed moderate 
arithmetic means for the dimensions of organizational agility.
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Discussion of the Findings Related to the Second Question: What is the level of 
continuous improvement, across its elements (planning for the continuous improvement 
process, implementation of the continuous improvement process, and evaluation of the 
continuous improvement process), in the pharmaceutical industry in Palestine?

It is evident from the findings that the overall arithmetic mean for the continu-
ous improvement domain reached (3.98) with a percentage of (79.6%) and a high de-
gree of agreement. This indicates that the level of continuous improvement, across its 
elements (planning for the continuous improvement process, implementation of the 
continuous improvement process, and evaluation of the continuous improvement pro-
cess), in the pharmaceutical industry in Palestine is high, as it is evident that the level of 
all dimensions of continuous improvement (planning, implementation, and evaluation 
of the continuous improvement process) is high.

The researchers hold that the high level of continuous improvement can be at-
tributed to structural and cultural factors that formed a fertile environment for this 
element-from planning, through implementation, to evaluation. With regard to (plan-
ning for the continuous improvement process), employees in pharmaceutical compa-
nies were influenced by a future-foresight culture built upon traditional and informal 
partnerships with raw material suppliers and packaging producers in the local market; 
communication was not confined to formal contracts but extended to periodic meet-
ings, which provided faster and more candid feedback channels. This approach allowed 
management to draw up proactive improvement plans built upon cumulative experi-
ences-the least of which are joint workshops, and the most of which are meetings dis-
cussing weaknesses and determining improvement priorities tailored to the local reality.

As for (implementation of the continuous improvement process), it rested upon 
what may be termed a “flexible role network,” as Palestinian pharmaceutical compa-
nies fashioned non-rigid job roles, employing the expertise of pharmacists and techni-
cians together in small teams participating in a trial of improvement modifications to 
production lines. This approach not only crystallized the employee’s ability to diversify 
their tasks with ease but also unleashed their creativity in adopting new practices (such 
as the transition from manual packaging to semi-automated lines), markedly raising the 
level of plan implementation. With regard to the evaluation of the continuous improve-
ment process, companies developed a mechanism that is at once simple and profound, 
inspired by the principles of “open loops,” whereby seminars do not end with the at-
tendees leaving the venue but discussions continue in the corridors and through digi-
tal groups, so that employees’ observations are raised directly to decision-makers. This 
dual network of formal and informal evaluation contributed to detecting gaps precisely 
and addressing them rapidly.

Accordingly, it may be said that what distinguishes the pharmaceutical industry 
in Palestine is not only regulations and technological innovations but the “communal 
spirit” that draws everyone toward continuous work and performance improvement, 
and which constitutes a principal reference in interpreting the high level of continuous 
improvement. Despite the constraints on capabilities, companies succeeded in trans-
forming market pressures and challenges into incentives for innovating sustainable im-
provement mechanisms that proceed without gaps or delay.



The Impact of Human Resource Agility on Continuous Improvement ...

160

The findings of the study are consistent with the findings of the study by Ibrahim 
(2024) that the level of human resource agility was high, reflecting a high degree of sys-
tematic application of continuous improvement processes amid practices of training, 
work design, and results-oriented performance appraisal. The study by Abu Al-Khail 
(2023) likewise confirmed, in Jordanian pharmaceutical companies, a high level of or-
ganizational agility with the superiority of the sensing dimension among its dimensions, 
indicating the effectiveness of continuous planning, implementation, and evaluation.

Discussion of the Findings Related to the Third Question: Is there an effect of 
human resource agility on continuous improvement in the pharmaceutical 
industry in Palestine?

This question answers the study’s main hypothesis, which states: “There is no sta-
tistically significant effect at the significance level (α ≤ 0.05) of human resource agility 
on continuous improvement in the pharmaceutical industry in Palestine.”

It is evident from the findings that there is a statistically significant effect at the 
significance level (α ≤ 0.05) of human resource agility, across all its dimensions, on con-
tinuous improvement across all its dimensions (planning for the continuous improve-
ment process, implementation of the continuous improvement process, and evaluation 
of the continuous improvement process) in the pharmaceutical industry in Palestine, as 
the significance level reached (0.001), which is below (0.05). Consequently, the null hy-
pothesis was rejected, and accordingly there is a statistically significant effect at the sig-
nificance level (α ≤ 0.05) of human resource agility, across all its dimensions, on contin-
uous improvement across all its dimensions (planning for the continuous improvement 
process, implementation of the continuous improvement process, and evaluation of the 
continuous improvement process) in the pharmaceutical industry in Palestine. This, in 
turn, answers the third study question by confirming that there is an effect of human re-
source agility on continuous improvement in the pharmaceutical industry in Palestine.

The researchers attribute this finding to the reflection of flexibility’s role in en-
abling work teams to restructure production schedules and inspection and testing pro-
cedures in accordance with sudden variables (from a delayed raw material shipment to 
a change in market specifications) without compromising the course of improvement 
programs. This capacity for internal maneuvering enables the company to launch min-
iature improvement experiments in a short time, thereby raising flexibility’s contribu-
tion to the overall outcome of the continuous improvement process and justifying the 
high statistical significance of this factor. Likewise, the value of sensing demonstrates 
that it is the element that supplies the improvement system with information and early 
forecasts; its role is not confined to gathering data but extends to analyzing it and guid-
ing leadership in averting problems before they occur. In practice, this factor prompted 
employees to use simple tools (such as performance-tracking sheets and internal chat 
groups) to exchange immediate impressions, which were regarded as real-time feed-
back contributing to adjusting improvement trajectories more rapidly-which explains 
the high regression coefficient and the strength of the effect.

Creativity in problem-solving emerges as a factor stimulating innovation within 
the production environment, as individual creative practices (such as the rapid test-
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ing of new formulas or proposing a minor modification to packaging lines) were trans-
formed into adopted policies at the level of pharmaceutical companies, so that spon-
taneous ideas came to be incorporated into the periodic improvement schedule. This 
empowerment of unconventional ideas within improvement mechanisms brought the 
clear effect of creativity to a notable level reflecting its role in driving the wheel of de-
velopment. With regard to the learning of work skills, the role of learning transcends 
the acquisition of information to become a catalyst for understanding improvement 
mechanisms and applying them in practice. The internal training programs designed 
specifically to support improvement projects are no longer mere theoretical courses 
but comprise practical sessions and miniature projects that employees themselves un-
dertake, thereby gaining direct experience that contributes to implementing develop-
mental initiatives rapidly and accurately. This field-based formulation of the learning 
process, which integrates theory with practice, gave the learning of skills a clear effect in 
accelerating continuous improvement cycles and increasing their effectiveness.

This is consistent with the findings of the study by Ibrahim (2024), which showed 
that high-performance human resource practices enhance workforce agility and are 
thereby positively reflected in improving operations and creativity in companies, and 
likewise with the findings of the study by Attiany (2024), which linked human resource 
flexibility with innovative performance in companies, thereby enhancing their capabil-
ities for adaptation and continuous product improvement.

Recommendations of the Study
In light of the findings of the study, the researchers recommended the following:

1-  Adopting a flexible working-hours system that allows employees to choose the 
times for accomplishing their tasks in a manner that does not affect production 
requirements, with weekly performance monitoring by department managers to 
ensure improved work efficiency.

2-  Establishing a unit for analyzing market and technological data within each 
company, comprising employees from marketing and quality, working to submit 
monthly reports to the board of directors regarding potential risks and opportu-
nities, with the aim of enhancing the capacity for prediction and early response.

3-  Harnessing creative capabilities by launching an internal “Idea Lab” program, in 
which employees’ solutions are presented on a quarterly basis before a specialized 
committee, and the best three proposals are selected for pilot application each cycle.

4-  Allocating three quarterly training days in cooperation with Palestinian universi-
ties to update employees’ skills, particularly in modern technological and phar-
maceutical skills, with participants required to submit brief applied reports to 
measure the impact of the training and its employment in the work environment.

5-  Forming joint improvement teams from production, quality, and marketing in 
Palestinian pharmaceutical companies, holding bi-weekly meetings and sub-
mitting progress reports every three months to the board of directors, with fol-
low-up on the implementation of proposals through key performance indicators 
(KPIs) to ensure the sustainability of improvement.



The Impact of Human Resource Agility on Continuous Improvement ...

162

References
First - Arabic References:

-	 Abu Al-Kheil, A. (2023). The impact of organizational agility on competitive advan-
tage in Jordanian industrial pharmaceutical companies: The moderating role of top 
management support [Unpublished master’s thesis]. Amman Arab University.

-	 Abu Ruman, A. (2022). The impact of organizational agility on achieving 
competitive advantage in Jordanian pharmaceutical companies during the 
COVID-19 pandemic [Unpublished master’s thesis]. Al-Ahliyya Amman 
University.

-	 Ahmad, A. (2022). The impact of strategic control on organizational adaptation: 
An applied study on extractive and mining industrial sector companies listed on 
the Amman Stock Exchange. Economic and Humanities Journal, 4 (35), 1-22.

-	 Ali, A. (2023). Total quality management as a means of educational reform. Dar 
Al-Ilm wal Iman for Publishing and Distribution.

-	 Al-Aqra’, A. (2022). The impact of organizational commitment on organizational 
agility in the Directorate of Education in Qalqilya Governorate. Journal of 
Economic, Administrative and Legal Sciences, 6 (17), 69-98.

-	 Al-Armaiti, I. (2020). The impact of human resource agility on job performance 
in Islamic banks operating in Jordan [Unpublished master’s thesis]. Global 
Jordan University.

-	 Al-Hawamdeh, B., & Bani Ahmed, R. (2015). Continuous improvement in 
advanced Jordanian universities to obtain quality assurance certification from 
the Accreditation and Quality Commission in Jordan. Journal of Studies and 
Research, University of Ashour Zayan Al-Jelfa, 7 (19).

-	 Al-Shanti, M. (2021). Strategic agility and its impact on enhancing competitive 
advantage: A field study on Palestinian pharmaceutical companies. Journal of the 
Islamic University for Economic and Administrative Studies, 29 (1), 130-163.

-	 Al-Smadi, Z., & Al-Hayali, A. (2021). The impact of business strategies 
on continuous improvement: A case study of Hikma Pharmaceuticals in 
Jordan. Arab Journal of Administration, 41 (2), 27-56.

-	 Al-Walawil, M. (2023). The impact of strategic agility on crisis management 
methods in Jordanian pharmaceutical companies [Unpublished master’s the-
sis]. Amman Arab University.

-	 Alwan, M. (2024). The relationship between the European excellence model 
and the effectiveness of performance evaluation systems. Bilad Al-Rafidain 
Journal of Humanities and Social Sciences, 6(2), 67-83.

-	 Al-Omar, A. (2024). The impact of human resource flexibility on career path 
planning: A field study from the perspective of employees in private hospitals 
in the Asir region. Journal of Social Studies, 30 (3), 173-202.



ARADO Business Journal (ABJ) Vol. 1, Issue 3, July, 2026

163

-	 Bilal, A., & Al-Dab, A. (2023). The role of continuous improvement as a 
cornerstone of lean management in developing employee performance: 
A sample study of workers at the electricity and renewable energy production 
company, Illizi unit. Afaaq Journal for Research and Studies, 6 (1), 202-220.

-	 Farahat, M. (2019). The impact of organizational agility on achieving marketing 
ambidexterity: A field study on pharmaceutical companies listed on the Amman 
Stock Exchange [Unpublished master’s thesis]. Isra Private University.

-	 Hagras, N. (2015). Effectiveness of a proposed program based on the creative 
problem-solving model in developing critical thinking among female student 
teachers at the College of Girls. Journal of Scientific Research in Education, 16 
(4), 343-368.

-	 Ibrahim, M. (2018). The role of high-performance human resource practices 
in enhancing workforce agility and employee creativity in public sector 
pharmaceutical companies in Egypt. Scientific Journal of Economics and 
Commerce, 48 (2), 259-308.

-	 Khedr, S., Ibrahim, A., & Nour El-Din, B. (2023). The role of human resource 
agility in the relationship between creative leadership and entrepreneurial 
performance: An exploratory study of the opinions of a sample of functional 
staff in colleges and institutes - Duhok Technical University. Polytechnic 
Journal of Humanities and Social Sciences, 4(1), 102-132.

-	 Palestinian National Information Center. (2025). Pharmaceutical industries. 
Retrieved from https://info.wafa.ps/pages/details/30699

-	 Rashwan, A. (2017). Quality management: An approach to development and 
continuous improvement. Dar Farous Al-Ilmiyah.

-	 Shahin, S. (2022). The role of organizational agility as a mediating variable in the 
relationship between transformational leadership and change management: 
A field study on pharmaceutical companies in Egypt. Scientific Journal of 
Economics and Commerce, (3), 281-314.

-	 Younes, A., & Al-Derini, S. (2024). The impact of human resource agility on 
creative behavior at work: An applied study on employees of public universities 
in central and eastern Delta. Rayah International Journal of Commercial 
Sciences, 3 (10), 697-736.

Second - Foreign References:
-	 Attiany, S., Al-kharabsheh, A., & Abusalma, A. (2024). The impact of human 

resource agility on the innovative performance in Jordanian pharmaceutical 
companies. Journal of Infrastructure, Policy and Development, 8 (8), Article 6176.

-	 AlTahhan, A., & Darwazeh, S. (2024). The impact of human resource flexibility 
on organizational excellence at Jordanian pharmaceutical industry companies. 
International Journal of Academic Research in Accounting, Finance and 
Management Sciences, 14 (2), 441-470.



The Impact of Human Resource Agility on Continuous Improvement ...

164

-	 Almagharbeh, K. (2024). The effect of human resource agility on organizational 
sustainability: A structural equation modeling approach. International Journal 
of Human Capital in Urban Management, 9 (1).

-	 Almahamid, O. (2018). Knowledge management processes and workforce 
agility: A theoretical perspective. International Journal of Management and 
Applied Science, 4 (7), 28-33.

-	 Cai, Z., Huang, Q., Liu, H., & Wang, X. (2018). Improving the agility of employees 
through enterprise social media: The mediating role of psychological 
conditions. International Journal of Information Management, 38 (1), 52-63.

-	 Saeed, N. (2022). Does strategic agility and organizational ambidexteri-
ty affect the relationship between talent management and human capital 
sustainability?, Res Militaris, 12 (2), 494-508.

-	 Doeze Jager van Vliet, B., Born, M. P., & van der Molen, H. T. (2019). Using a 
portfolio-based process to develop agility among employees. Human Resource 
Development Quarterly, 30 (1), 39-60.

-	 Obaid, N., Hassan, S., & Al Chalabi, S. (2023). The impact of human resource 
agility on strategic renewal: A field research in the General Company for the 
Textile and Leather Industry. Res Militaris, 13 (1), 1760-1772.


