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Abstract

The purpose of the research is to identify the role of Workaholic behaviours as a driving
force, which is represented by (Work immersion, work motivation, Work enjoyment), in
building value innovation capabilities represented by (exploration, investment, adaptation)
among a sample of nursing staff at Al-Diwaniyah Educational Hospital. The main objective
of the research is to transition from the burnout experienced by nurses to innovation, which
represents the main research problem framed in the question: "What is the role of
Workaholic behaviours as a driving force in building value innovation capabilities among a
sample of nursing staff at Al-Diwaniyah Educational Hospital?" To achieve the research
objective, the study employed a questionnaire tool to collect the necessary data for analysis
and interpretation, and to measure the level of the variables under investigation. A total of
150 questionnaires were distributed, of which 143 were returned, with 14 invalid
questionnaires, resulting in 129 valid questionnaires for analysis, representing a response
rate of 0.86. The same programme (SPSS&AMOS.V.30) was also used to interpret and
analyze results and tests in the applied part. The results showed that Workaholic behaviors
had a correlation and impact on the value innovation capabilities, which indicates that
nursing staff have priorities and skills to serve as a driving force for the building of value
innovation capabilities to improve behaviors which are important for improving the quality
of care provided. The research also recommends that nursing staff should invest in
Workaholic behaviours to provide innovative solutions to the challenges they face as a
driving force for building value innovation capabilities, which requires the development of
new strategies to improve the quality of health services and contribute to achieving
acceptable outcomes for patients through understanding the dynamics of professional
performance and improving the work environment.

Key Words: Workaholism (WAH), Value Innovation Capabilities (VIC), Diwaniyah
Teaching Hospital.
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Introduction

Work has always been one of the individual's top priorities, not only for earning a living but
also for proving success, achieving self-fulfilment, and satisfying psychological needs for
achievement (Stoliarchuk et al., 2024: 314). Given the significance of work in an individual's
life, it occupies a considerable space in their thoughts, time, and effort, while considering that
a healthy state means that work should not overshadow the fulfilment of other roles within
their family, friendships, and surrounding environment (Serenko, 2024: 28). It is essential for
an individual to strive to achieve balance and harmony between the demands of work and
their personal and family life (Bella, 2023: 2).

The current era, with its rapidly changing nature and the methods and techniques introduced
by technology, has compelled the individual to strive to keep up and make efforts to catch up
with the swift and successive developments in all aspects of life, attempting to achieve
psychological harmony with all its requirements (Zhang & Chen, 2024:1483). This has
rendered the individual a victim of pressures from multiple sources, foremost among them
work. An individual and an organisation may adopt an unrealistic view of their own worth
and achievements, exaggerating the importance of the organisation and its various activities
and resources under the weight of work pressures and tasks. In other words, the accelerated
technological changes that have forced institutions to continuously update and innovate
require human resources with skills and abilities capable of evolving and renewing
continuously and persistently (Frémeaux et al., 2025:29).

Workaholics show both high conscientiousness (extremely high competence) and high
achievement striving (extreme effort, long hours, and work to the point of extreme effort),
which can result in unnecessary personal competition and a tense work environment
(Balducci et al.,2021:7), as well as negative emotions in their lives such as stress, depression,
self-competition, anxiety and fatigue. However, workaholics tend to have high creative
potential, driving them to perform well in their jobs with an intrinsic work energy that
compels them to put in their best effort in order to produce superior results (Abdullah et
al.,2022:88).

PART ONE: RESEARCH METHODOLOGY
First: Research Problem

Workaholic behaviors are a major phenomenon because it is a representation of the fatigue
and burnout among employees, especially in the healthcare industry such as nursing.
Employees who have work immersion, work motivation, and work enjoyment in their tasks
often have superior abilities to generate and apply innovative capabilities to solve problems
encountered at work. Their exploration, investment, and adaptation capabilities to enhance
value are the key basis for achieving added value in constructing healthcare quality.

Practitioners may be fatigued, but they can generate innovative solutions and ideas to improve
efficiency at work and to increase patient satisfaction with the quality of service. Hence, it is
essential to comprehend the workplace dynamics to develop new solutions that could improve
their work capabilities and gain patient satisfaction regarding the quality of service provided.
In addition, identifying the key pillars of Workaholic Behaviours allows to know how nurses
build a driving force for value innovation capabilities, by nature, which is needed to generate
innovative solutions to develop the work environment, which is based on a balance of
Workaholic Behaviours and directing these behaviours to create value innovation capabilities.
From here, a question can be raised to formulate the research problem, which is: What is the
role of Workaholic Behaviours behaviours as a driving force in building value innovation
capabilities among a sample of nursing staff at Al-Diwaniyah Teaching Hospital? To address
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this question, it is necessary to provide a convincing answer to the following inquiries:
1. What is the level of workaholism among nursing staff at Al-Diwaniyah Teaching Hospital?

2. What capabilities do nursing staff at Al-Diwaniyah Teaching Hospital employ to achieve
value innovation capabilities?

3. What are the driving forces that can be adopted to build value innovation capabilities
among nursing staff at Al-Diwaniyah Teaching Hospital?

4. What is the nature and type of relationship between workaholism behaviors and value
innovation capabilities?

Second: The Importance of Research

The research gains its importance from studying the relationship between Workaholic
Behaviours and value innovation capabilities in the context of the healthcare sector, as
nursing staff suffer from high levels of fatigue and exhaustion due to recurring pressures
throughout the days. Despite these health and psychological risks, this exhaustion and fatigue
often lead to enhanced value innovations through Work enjoyment, commitment to work, and
Work immersion. Furthermore, the research is significant through the following points:

1. Most previous studies have focused on the negative aspects of workaholism, while the
current study focuses on the positive aspects it offers.

2. Providing a clear and new vision for leveraging the positive behaviors of workaholism as a
driving force for building value-added innovation, which positively impacts the improvement
and development of nursing staff.

3. Building and understanding work dynamics by developing effective strategies to make
decisions that contribute to improving the overall performance of healthcare institutions.

4. Enhancing the quality of services provided to patients by improving innovative methods in
healthcare delivery and increasing patient satisfaction in the hospital.

5. Focusing on promoting positive interactions between nursing staff and patients by
improving the work environment and exploring, investing, and adapting to trends and
challenges in the workplace.

Third: The Objectives of Research

The overall objective of the research is to identify the role of Workaholic Behaviours as
driving forces, manifested in (Work immersion, Work motivation, Work enjoyment), in
building value innovation capabilities represented by (exploration, investment, adaptation)
among a sample of nursing staff at Al-Diwaniyah Educational Hospital. The research also
aims to:

1. Determine the level of workaholism among nursing staff at Al-Diwaniyah Teaching
Hospital.

2. Identify the capabilities employed by nursing staff at Al-Diwaniyah Teaching Hospital to
achieve value Innovation capabilities.

3. Identify the driving forces that can be adopted to build value Innovation capabilities among
nursing staff at Al-Diwaniyah Teaching Hospital.

4. Measure the nature and type of relationship between workaholism behaviors and value
Innovation capabilities.
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Fourth: Hypothetical Outline and Hypothesis Development

Constructing a hypothetical research plan contributes to building the cognitive and applied
foundations through which alternative mechanisms can be developed to address the research
problem, thus achieving the established objectives. Therefore, Figure (1) illustrates the
theoretical, conceptual, and applied relationship between the research variables, represented

by:
The independent variable: represented by Workaholic Behaviours, measured through three
dimensions: work immersion, work motivation, and work enjoyment.

The dependent variable: included value Innovation capabilities, measured through three
dimensions: exploration, investment, adaptation.

\ Workaholism Capabilities

~.
.
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< >
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>
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Figure (1) Hypothetical Outline of the Research
Source: Prepared by the researcher
Based on the hypothetical outline of the research, two hypotheses can be developed:

H1: There is a significant correlation between workaholism behaviors and value
Innovation capabilities, and the following are derived:

1. There is a significant correlation between work engagement and value Innovation
capabilities in its dimensions (exploration, investment, adaptation).

2. There is a significant correlation between work motivation and value Innovation
capabilities in its dimensions (exploration, investment, adaptation).

3. There is a significant correlation between work enjoyment and value Innovation
capabilities in its dimensions (exploration, investment, adaptation).

H2: There is a significant effect of workaholism behaviors on value Innovation
capabilities, and the following are derived:

1. There is a significant effect of work engagement on value Innovation capabilities in its
dimensions (exploration, investment, adaptation).

2. There is a significant effect of work motivation on value Innovation capabilities in its
dimensions (exploration, investment, adaptation).

3. There is a significant impact of work enjoyment on value Innovation capabilities in its
dimensions (exploration, investment, adaptation).
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Fifth: Research Sample

The research community was formed at Al-Diwaniya Educational Hospital, and the research
sample included nursing staff at Al-Diwaniya Educational Hospital, with a total of 129
nurses. A total of 150 questionnaires were distributed, out of which 143 were returned, with
14 questionnaires deemed invalid, resulting in 129 valid questionnaires for analysis, which
corresponds to a response rate of 0.86.

PART TWO: THE THEORETICAL ASPECT
First: Workaholic Behaviours
1. The Concept of Workaholic Behaviours

A workaholic immerses themselves completely in their work and cannot physically separate
themselves from it, despite all the negative consequences and implications, and the impact
this has on their social relationships, physical health, and personal happiness. This is due to an
internal drive (Saleh, 2024:574). Addiction is part of a complex process involving biological,
psychological, and social aspects. Evidence is increasing that excessive behaviours related to
different types of addiction share many characteristics (Volkow & Blanco, 2023:205).
Furthermore, Griffiths noted that all types of addiction consist of a set of common
components, such as mood changes, tolerance, withdrawal, conflict, and relapse; these shared
characteristics may affect not only the treatment of these behaviours but also how individuals
perceive them (Yaacob et al., 2021:566).

Researchers and specialists have predominantly focused on substance use disorders, with a
dynamic increase in this interest in recent years within the scientific community and among
professionals who have dedicated their research to the problem of non-substance or drug-
related dependence (Sweileh, 2024:33). Views (Abdel-Shakoor,2021:188) Workaholic
Behaviours as a positive phenomenon, while others regard it as having negative effects on the
physical health of individuals and their families. The most commonly associated negative
effects of Workaholic Behaviours are increased levels of stress and conflict between work and
family life (Borges et al., 2021:5946), while the most commonly associated positive effects
include improved employee wellbeing, job engagement, and job satisfaction. Workaholic
Behaviours focuses on individuals whose work overwhelmingly dominates their feelings,
thoughts, and behaviours (Torp et al., 2018:1072).

Workaholic Behaviours is defined as a set of behavioural tendencies that drive individuals to
invest significant time and energy in technically unwanted activities, alongside influencing
and controlling the work of others (Luci¢ et al., 2021: 255). Workaholics exert effort beyond
what their job tasks require and devote much greater energy to their roles than their
colleagues or those they work for expect, resulting in the neglect of aspects of their lives
outside of work (Xu et al., 2023: 505).

clarified that (Atroszko, 2022: 215) workaholism is a psychological disorder manifested in the
inability to stop working. In this regard, (Moénico & Margaga, 2021: 853) noted that
workaholics are individuals who are passionate and obsessed with their work, as they dedicate
long hours and personal time to thinking about it. In the same context, Defined (Duke-
Dawson, 2023: 94) workaholics as individuals whose desire to work for extended and arduous
periods surpasses their professional habits and the expectations of their colleagues or those for
whom they work.

On the other hand, described (Taheri et al.,2021:373) Workaholic Behaviours as excessive
engagement in work, leading to neglect of other aspects of life, and dependent on internal
motivations to sustain this behaviour rather than job or organisational demands. Similarly,
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Viewed (Gillet et al.,2021:2843) Workaholic Behaviours as a set of behaviours adopted by
individuals who spend excessive time on work-related activities at the expense of family and
external commitments, and who think about work continuously even when not in the work
environment, exceeding reasonable expectations of their jobs. In the same context, defined
(Kun et al.,2021:949) Workaholic Behaviours as an obsessive-compulsive disorder
manifested by self-imposed demands, inability to regulate work habits, and overworking,
leading to the exclusion of most other life activities. Additionally, defined (Akinwale et
al.,2024:2070) Workaholic Behaviours as the activities and behaviours adopted by individuals
who enjoy work, are obsessed with it, and dedicate long hours and personal time to it. It is
clarified that (Lo & DeLong, 2024: 2) it is a subtype of investment in hard work, where
individuals expend considerable time and effort at work, which does not stem from external
expectations or passion, but from immersion in the work itself. From the above, it can be said
that Workaholic Behaviours represents a combination of activities and behaviours aimed at
constructing and developing solutions that contribute to enhancing the internal capabilities
and expectations of workers to invest their time and effort in the appropriate place and time.

2. Characteristics of Workaholic Behaviours
Workaholic Behaviours is characterized by three important characteristics:

a. Excessive work: This refers to the actual behavior that a workaholic typically engages in,
in terms of spending a long time on work-related activities when given the opportunity. In
effect, they work more than is reasonably required to meet organizational expectations
(Tabassum & Rahman, 2013: 82).

b. Compulsive work: This refers to an internal compulsion to work as a characteristic of
workaholism. It can be considered a personal reluctance to withdraw from work. A
workaholic is obsessed with work activities; they constantly think about them, even when not
working (Monico & Margaca, 2021: 853).

c¢. Habitual work: Workaholism should be interpreted as a habit with serious consequences.
Workaholism is a unique type of addiction because it “involves a physical component
(adrenaline addiction) and a procedural component (addiction to the work process itself)”
(Duke-Dawson, 2023:94). This habit is based on three factors: individual predisposition,
social and cultural experiences, and behavioral reinforcements in the work environment. A
person becomes a workaholic because they possess certain personality traits (Kun et al.,
2021:946). In addition, the workaholic’s social or cultural experiences may facilitate their
addiction. Furthermore, this person’s behaviors are constantly reinforced in the work
environment, leading to their addiction (Atroszko et al., 2025:247).

3. Dimensions of Workaholic Behaviours

The research relied on three important dimensions to measure the Workaholic Behaviours
variable (Spence & Robbins, 1992; Mohamed et al., 2024):

a. Work Engagement: Work engagement represents the extent to which employees are able
to invest their time in work through their participation in the available work activities (Al-
Salanti&Al-Adl,2022:1619). According to (Cabile Jr,2024:926), work immersion represents a
set of activities focused on passion for job tasks by concentrating on building high
productivity and taking on the risks associated with mental and physical exhaustion.
Meanwhile, (Abou Hashish et al.,2024:235) argue that workaholic engagement indicates that
individuals often neglect their social and family demands; therefore, it is important to achieve
a balance between work immersion and rest to avoid the side effects of work addiction.

b. Work Motivation: Work motivation refers to a strong internal desire within an individual
that makes them feel a strong commitment to work, to the extent of experiencing guilt and
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anxiety when ceasing to work (Bailey et al.,2017:32). Rivaldo (2021:26) indicated that work
motivation represents a set of internal and external factors that guide individuals to achieve
their job goals by focusing on the desire to succeed and develop skills. Meanwhile,
Demircioglu (2021:157) believes that individuals with strong motivation usually tend to
innovate in achieving positive and highly satisfying outcomes.

c¢. Work enjoyment: Enjoying work is when individuals experience happiness and
satisfaction in carrying out their duties and work requirements (Judge et al., 2023:162) (which
makes them more productive and innovative), which reflects positively on their commitment
and motivation, and which results in less stress and more efficiency and effectiveness in their
internal work by using their positive work experiences (Modise, 2023:26).

Second: Value Innovation Capabilities
1. The Concept of Value Innovation Capabilities

Innovation capabilities usually concentrate on the analysis and enhancement of new ideas and
concepts, while the investment part of innovation is often ignored (Endres et al., 2022:137).
Innovation capability models can therefore be understood as depicting the elements and
relationships that enable the generation of novel solutions, systems, or processe (Ghobakhloo
et al., 2023:1475). These models are mechanisms designed to enable effective and efficient
collaboration within and between organisations. Digital innovation tools provide a platform
that allows stakeholders inside and outside the organisation to leverage, discuss, vote on, and
evaluate new ideas (Al-Radady & Al-Sarihi, 2025:3).

The capabilities for value innovation represent a recognized tool for the organisation,
particularly with respect to small companies and many others, aimed at production and
sustaining competitive offerings. Subsequently, the implementation of strategies related to
enhancing the organisation's internal and external capabilities can be executed (Yousaf,
2021:54865). Additionally, capabilities for value innovation can be regarded as an important
metric for achieving integration in business strategies (Vrontis et al., 2022:7955), as they
represent a process for innovating and executing the organisation's plan to maximise income
and sales through the development of the internal value curve and the essence of internal
operations. The capabilities for value innovation are characterised by a set of features and
skills that achieve excellence in the business world (Irvan & Karmagatri, 2021:985).

Value innovation capabilities are considered one of the important pillars that play a key role
in increasing the value of inputs and raw materials to achieve better outputs. These inputs are
often related to social capital and market orientation, while outputs are related to business
performance (Klein et al., 2022: 2240). assert that (Eid&Abdullah,2023: 589) value
innovation is the collaborative creativity between the customer and the company; value is
created based on the exchange of knowledge and skills between customers and the company
to build successful experiences between them. Customers engage in all procedures aimed at
interaction, participation, and suggesting ideas to companies, with the goal of enhancing the
company's products and services. These customer feedback can be related to a good or service
provided by the company, employee service, pricing policy, marketing strategy, and service
quality. Indicated that (Cambra-Fierro et al.,2018: 338) value innovation is a simultaneous,
collaborative, and interactive process aimed at improving project outputs by mobilising both
fixed and dynamic resources (Fuentes, 2019: 101).

From the above, it can be stated that the capabilities for value innovation represent a
culmination of capacities and innovative abilities aimed at enhancing and developing
strategies and new ideas, as well as establishing values, vision, and enlightened decisions to
lead the organisation's performance to a safe zone.
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2. The Importance of Value Innovation Capabilities

The importance of value Innovation capabilities is highlighted by business organizations'
focus on developing their internal and external capabilities to capture the largest possible
market share and compete fiercely to maintain it. Value Innovation capabilities also work to:

a. Improve employee ideas by creating new, innovative factors that create new customer
needs.

b. Ensure the organization's growth and continuity in light of the need to respond to a highly
complex and highly competitive environment.

¢. Create added value for the organization by institutionalizing innovation into its products
and services (Shawky, 2021: 247).

d. Achieve a differentiation strategy and a low-cost strategy by creating positive innovative
value.

e. Create a leap in value for both the buyer and the organization.

f. Regulate the organization's ability to create an appropriate balance between price, benefit,
and cost (Hamza & Qassabi, 2021: 122).

3. Dimensions of Value Innovation Capabilities

The research relied on three important dimensions to measure the value Innovation
capabilities variable (Zacharias et al., 2016):

a. Exploration: Exploration represents an analysis and investment process of the
opportunities available to the organisation with the aim of improving products and developing
services through reliance on innovation (Andersen et al., 2022:21). This, in turn, requires an
understanding of customer requirements and market trends, as well as the exploration of
fluctuations, new methods, and activities to guide them in order to create added value that
meets the expectations, needs, and desires of customers and subsequently achieve a
competitive advantage (Fernando et al., 2023:985).

b. Investment: Investment refers to the allocation and direction of resources and efforts to
support innovation and achieve added value in product development and process
improvement (Komandrovska et al., 2021:112), in addition to enhancing the organisation's
competitive capability to gain customer satisfaction and loyalty by providing appropriate
training and support to employees, thereby facilitating a positive response to market changes
and ensuring sustainable growth (Lepisto et al., 2024:76).

c. Adaption: Adaptation characterizes the ability to develop organisational plans that meet
the changing wants of the market. By creating new answers that align with customers' drives
and tastes, it helps the organisation to survive and grow while remaining modest (Douglas et
al., 2025:68). In addition, adaptation improves the organisation's flexibility and enables it to
respond quickly to tests, seize opportunities, and consequently deliver better value to
clienteles and gain their gratification (Nosike et al., 2024:219).

PART THIRD: PRACTICAL ASPECT
First: Research Description and Coding

In this section, the variables of the research and their sub-dimensions are coded and described
in their foreign language to make it easier to employ the analysis methods and to process the
data extracted from the questionnaire and to read and interpret the data. Table (1) shows the
main variables of the study and their sub-dimensions, along with their codes in foreign
language and the number of items related to each dimension.
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Table (1) Research Description and Coding

Variables No. code Source
Main Subvariables
Workaholism Work immersion 8 WAEW | WAH | Spence&
Work motivation 7 WAOV Robbins, 1992 ;
Work enjoyment 10 WAMO Mohamed et
al.,2024
Value Innovation | Exploration 3 VICE VIC Zacharias et
Capabilities Investment 3 VICI al.,2016
Adaption 3 VICA

Second: Moderation and Reliability of the Measurement Tool

The results in Table (2) explain that the data for the research items concerning the variable of
workaholic behaviours and value innovation capabilities follow a normal distribution due to
their compliance with the rule at a significance level greater than (0.05). This suggests that the
findings presented by the data on workaholic behaviours and value innovation capabilities can
be generalised to the population being studied.

The results shown in Table (2) indicate a relative reliability of the items measuring
Workaholic Behaviours, represented by (Work immersion, Work motivation, Work
enjoyment), with a total of (25) items and a Cronbach's alpha value of (0.879), indicating the
reliability of the measurement tool items regarding this variable. Meanwhile, the variable of
value innovation capabilities, represented by (exploration, investment, adaptation), comprised
(9) items, achieving a Cronbach's alpha value of (0.806).

Table (2) Test of Moderation and Reliability of the Measurement Tool

Variables Value Kol- | Decision Cronbach's | Decision
Main Subvariables | Smia alpha
Workaholism Work 0.237 1 0.320 | Good 0.902 | 0.879 | Good
immersion moderation stability
Work 0.311 0.904
motivation
Work 0.227 0.880
enjoyment
Value Innovation | Exploration 0.290 | 0.300 | Good 0.802 | 0.806 | Good
Capabilities Investment 0.220 moderation | 0.813 stability
Adaption 0.199 0.831

Third: Statistical Description

As can be seen in Table (3), the work addiction behaviours of nursing staff at Al-Diwaniyah
Teaching Hospital achieved a mean score of 3.38 and a standard deviation of 0.66, with a
relative importance of 67.64%, ranking as a priority in this variable due to the adoption of the
work motivation dimension (WAOV), which achieved a mean of 3.44, a standard deviation of
0.67, and relative importance of 68.72%, followed by work engagement dimension (WAEW)
which ranked last with a mean score of 3.33, a standard deviation of 0.84, and relative
importance of 66.55%. This implies that the nursing staff place more emphasis on work
motivation as a main component of work addiction behaviours, and there is a need to enhance
work engagement, which suggests the need to develop strategies to enhance work engagement
to improve performance and efficiency.

As can be seen in Table (3), the nursing staff at Al-Diwaniya Teaching Hospital demonstrated
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the highest level of knowledge about Value Innovation Capabilities (VIC), with a mean of
3.34 and a standard deviation of 0.77 and a relative importance of 66.71%. In particular, they
prioritized the investment dimension (VICI) the most, with a mean of 3.40, a standard
deviation of 0.69, and a relative importance of 67.92%, while the adaptation dimension
(VICA) ranked last, with a mean of 3.28, a standard deviation of 0.77, and a relative
importance of 65.51%, which shows that the nursing staff place more emphasis on the
investment dimension of Value Innovation Capabilities, but adaptation in the work
environment can be enhanced by strategies that improve adaptation.

Table (3) Statistical Description of the Research Variables

No. mean | S.D | % No. mean | S.D | % No. mean | S.D | %

WAEW1 (352 |0.86|70.34 | WAOV6 346 |0.86]69.26 | WAH |3.38 | 0.66 | 67.64
WAEW2 (347 |095|69.40 | WAOV7 341 1094 ]68.19 | VICE1 | 324 |0.93|64.83
WAEW3 (336 |094|67.25| WAOV 344 |0.67 | 68.72 | VICE2 | 3.58 |0.95]|71.54
WAEW4 (315 |1.14|63.09 | WAMO1 |3.27 |0.76|65.37 | VICE3 | 3.18 |0.94| 63.62
WAEWS | 3.17 |1.06|63.49 | WAMO2 |3.30 |093|66.04 | VICE |3.33 |0.80|66.67
WAEW6 (321 |1.09|64.16 | WAMO3 |3.55 |0.80|71.01 | VICI1 |3.19 [0.95]|63.76
WAEW?7 | 328 |1.10|65.64| WAMO4 |334 |0.79|66.71 | VICI2 |3.38 |0.82|67.65
WAEWS | 344 |097|68.72| WAMOS |347 |0.79(169.40 | VICI3 |3.62 |0.82|72.35
WAEW [3.33 |0.84 | 66.55| WAMOG6 |3.57 |0.72|71.41 | VICI 3.40 |0.69 | 67.92
WAOV1 344 |092]|68.72| WAMO7 |3.30 |0.84|66.04 | VICA1 |3.48 |0.98 | 69.66
WAOV2 (350 |[0.79]69.93 | WAMOS8 |3.39 |0.82|67.79 | VICA2 296 |1.11]59.19
WAOV3 (352 (0807047 | WAMO9 |331 |1.09]66.17 | VICA3 |3.38 | 0.88 | 67.65
WAOV4 | 330 |0.84|66.04| WAMOI10 |3.34 |0.84|66.71 | VICA |3.28 |0.77 | 65.51
WAOVS (343 |1.00|68.59 | WAMO 3.38 | 0.57|67.66 | VIC 3.34 | 0.67 | 66.71

Fourth: Hypothesis Testing
H1: There is a significant correlation between WAH and value VIC.

As can be seen from the outcomes in Table (4), the work addiction behaviors and value
innovation capabilities have a high correlation of 0.904, which is caused by the nursing staff
to make the work motivation dimension (WAOYV) and adaptation dimension (VICA) have the
highest correlation (0.798), and the work enjoyment dimension (WAMO) and exploration
dimension (VICE) have the lowest correlation (0.731), so the nursing staff should focus on
improving the relationship between work enjoyment and exploration to improve value
innovation capabilities to enhance performance and innovation.

Table (4) Correlation Matrix

WAEW | WAOV | WAMO |WAH |VICE |VICI |VICA |VIC
WAEW |1
WAOV | 901" 1
WAMO | .805™ 881" 1
WAH 959" 972" 925" 1
VICE 517 788" 731 794 |1
VICI 778 770™ 735" 8017 |.607 |1
VICA 742™ 798" 752" 799 |.6747 | .723" |1
VIC 857" .890™ 837" 904™ | 8717 |.868" |.907" |1

H2: There is a significant effect of workaholism behaviors on value Innovation
capabilities.
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The results of Table (5) and Figure (2) indicate that Workaholic Behaviours behaviours
contributed to enhancing value innovation capabilities. This shows that a focus by nursing
staff on improving Workaholic Behaviours behaviours by a single unit leads to achieving
exploratory and investment innovations and adapting to them by (0.907), and reduces the
standard error to (0.035). The strength of this relationship is supported by a critical ratio
estimated at (25.914). It is also evident that Workaholic Behaviours behaviours contributed to
explaining (0.817) of the variance in value innovation capabilities, thereby enhancing the
internal and external capabilities of the nursing staff.

Figure (2) Standard Model of the Effect of Workaholism Behaviors on Value Innovation
Capabilities

Table (5) Results of the Analysis of the Effect of Workaholism Behaviors on Value
Innovation Capabilities

The Path Standard standard critical | R? P
weights error value
Workaholic ---> | Value 0.907 0.035 25.914 0.817 | **=*
Behaviours Innovation
Capabilities

PART FOUR: CONCLUSIONS AND RECOMMENDATIONS
First: Conclusions

1. There is a correlation and impact between Workaholic Behaviours behaviours and value
innovation capabilities, indicating that nursing staff possess the necessary priorities and skills
as a driving force for building value innovation capabilities, which in turn contributes to the
improvement of behaviours that play an important role in enhancing the quality of healthcare
provided.

2. Nursing staff are concerned with enhancing Work motivation by setting professional and
personal goals, and this motivation plays a vital role in effecting a positive transformation
from burnout to innovation, thereby enhancing the ability to deliver outstanding healthcare.

3. Nursing staff concentrate on the work environment, because the work environment is an
important condition for reducing fatigue and enhancing productivity, thus creating a
collaborative and supportive environment to develop the capability for value innovation.

4. Nursing staff are interested in enhancing cooperation between different medical teams to
create an integrated work environment, and this cooperation promotes innovation through the
exchange of ideas and expertise to improve healthcare strategies.
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5. Nursing staff manage time because time management is an important condition for
reducing fatigue and contributes to enhancing the capability for learning to manage time to
reduce daily pressures so they can concentrate on innovation for better results.

6. Nursing staff are eager to explore and apply the information technology to improve
nursing performance, such as electronic systems and healthcare applications.

Second: Recommendations

1. Work addiction behaviors should be harnessed by nursing staff to create value innovation
capabilities, which are driven by the need to find innovative solutions to the challenges that
they face by developing new strategies to improve the quality of health services and
contribute to achieving acceptable patient outcomes through the dynamics of professional
performance and by enhancing the work environment.

2. Nursing staff need to continue training and workshops in innovation skills to be able to
provide new solutions to health problems, and therefore improve the level of care provided.

3. Nursing staff need to strengthen their independence in making clinical decisions, and this
autonomy contributes to improving job satisfaction and stimulating innovation in providing
effective healthcare.

4. Performance measurement tools are used to assess the effectiveness of innovation
initiatives, which can help evaluate results and make adjustments to future strategies for
healthcare provision.

5. A culture of continuous learning is another important driver of innovation, and nursing
staff need to attend conferences and training courses to share knowledge and learn skills that
enhance healthcare quality.

6. Mental health is also a critical area that requires attention; offering psychological support
and resources can alleviate fatigue and increase the ability of nursing staff to innovate in the
workplace.
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