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The Impact of Workaholism on Employees” Wellbeing;:
An Investigation in a Non-Western Economy

1. Introduction

In today’s competitive landscape, rapid advancements in business
technology, global market dynamics, and a shift toward task-oriented
employment structures have significantly transformed the labor market
(Herbert et al., 2020; Molino et al., 2019). As a result of these evolving work
paradigms, individuals are increasingly driven by an intrinsic desire to excel
in their careers and achieve success in life. Work has evolved beyond its
traditional role, now serving as a source of income, a component of personal
identity, and a pathway to a purposeful life. However, amid the many
benefits of work, a troubling issue has emerged: workaholism (Chan, 2023;
Daniel, 2019; Schaufeli et al., 2008a).

Workaholism is characterized by an excessive preoccupation with
work, marked by strong determination and motivation to engage in work-
related activities (Andreassen et al., 2014; Molino et al., 2019). The rise of
computer-based work environments and the constant connectivity
provided by the internet have further blurred the boundaries between
personal life and work, especially for workaholics (Molino et al., 2019; Van
Beek et al., 2012).

While existing studies have explored the effects of modern work
environments and the erosion of work-life boundaries (Herbert et al., 2020;
Molino et al., 2019; Van Beek et al., 2012), a comprehensive understanding
of workaholism and its effects is still needed. Although monetary incentives
and personal ambitions have been identified as motivating factors for work
(Chan, 2023), there is a lack of research addressing the drivers that either
exacerbate or mitigate workaholism—a critical concern in today's workforce.
Previous research has highlighted the negative impact of workaholism on
individuals” wellbeing (Schaufeli et al., 2008a), but further investigation is
necessary to fully understand the psychological and health implications,
including stress and burnout, associated with workaholism in the context of
evolving work dynamics.

Moreover, as the emphasis on work-life balance strategies grows
(Derks & Bakker, 2010), it is crucial to examine the strategies that
organizations and employees utilize to achieve and maintain this balance,
particularly in preventing workaholism. Current research has
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predominantly focused on Western contexts, highlighting the need to
explore how cultural and regional differences may affect the prevalence and
consequences of workaholism in varied settings, such as Pakistan.
Addressing these research gaps presents valuable opportunities for further
investigation, potentially illuminating the intricate relationship between
modern work environments, wellbeing, and workaholism.

To address existing research gaps, the current study investigates the
intricate relationship between modern work environments, wellbeing, and
workaholism. Modern computer-based work settings, monetary incentives,
personal ambitions, work-life balance strategies, and cultural differences can
affect employees” vulnerability to workaholism and result in psychological
and physical health consequences amid changing work dynamics. The
primary objective is to thoroughly examine the influence of workaholism on
work-family inter-role conflicts and explore how work-family inter-role
conflicts affect the physical and psychological health of workaholics.
Additionally, this study also assesses the impact of ill health on workaholics'
job and life satisfaction.

The research questions guiding this study are: (i) Does workaholism
exist in Pakistan, and if so, what is the extent among working professionals?
(i) Does workaholism contribute to inter-role work-family conflict,
preventing workaholics from maintaining a balance between their work and
family lives? (iii) Is there a significant connection between work-family
conflict and negative health outcomes that affect the wellbeing of
workaholics? (iv) How satisfied are workaholics with their jobs, and to what
extent are they content and happy in their lives? This study enhances the
existing literature by employing a structural equation model (SEM) to
investigate workaholism in the context of a developing economy like
Pakistan, allowing for a comprehensive analysis of this phenomenon and the
testing of complex hypotheses.

We acknowledge that workaholism, marked by an excessive and
compulsive work tendency, often results in work-life conflicts, as employees
find it challenging to balance their professional and personal roles. This
struggle can adversely affect their physical and psychological wellbeing and
may lead to health issues (Khatri & Shukla, 2024). Compromised overall
health can subsequently diminish life satisfaction and decrease job
performance among workaholics, ultimately impacting their job satisfaction

(Gillet et al., 2021).
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This research is structured into several sections. Section 2 reviews
the literature and formulates the hypotheses. Section 3 outlines the
research design, questionnaire, and data collection methods. Section 4
presents the study's results. Section 5 discusses the findings and
managerial implications, while Section 6 addresses the limitations and
suggests directions for future research.

2. Theoretical Background and Hypotheses Development
2.1. The Theory of Human Capital

Human capital theory posits that employees have access to a limited
set of resources, which they allocate to various behaviors and energies—both
psychological and physical—over time (Becker, 1991, 1993). This theory is
closely related to the concept of workaholism (Tan et al., 2023). It further
suggests that employees categorize their activities into broad spheres such as
family, leisure, and work, allowing them to decide how to distribute their
resources among these areas (Becker, 1991, 1993; Noam, 2019). Typically,
workaholics devote a significant amount of time to work, often at the expense
of non-work activities. Since energy and time are finite resources, the time
and energy spent on work cannot be allocated to other aspects of life, such as
relationships with family and friends (Schaufeli et al., 2009a). This can lead to
work-home conflict and may result in the fragmentation of human capital.
The psychological and physical stress associated with workaholism can
negatively impact both life and job satisfaction (Wong & Chan, 2018).

2.2. Workaholism

Workaholism, a term that draws on the concept of alcoholism, was
first introduced by Oates (1971, p. 1), who associated workaholism with
heavy drinking, defining it as ‘an excessive compulsion to work which
resulted in negative outcomes brought about by an addiction to work.’
Earlier definitions of workaholism often described it as employees working
50 hours or more per week (Andreassen, 2013; Chan, 2023; Snir & Harpaz,
2021). Today, this characterization applies to many workers, especially at the
management level, where individuals typically commit at least 50 hours to
their jobs each week (Brett & Stroh, 2003). However, viewing workaholism
solely through the lens of lengthy working hours is misleading, as it
overlooks the addictive nature of this behavior (Shimazu & Schaufeli, 2009).

Workaholics tend to constantly ruminate about their jobs and
experience a strong, intrinsic drive to put forth maximum effort, which they

The Lahore Journal of Business 3



Impact of Workaholism on Employees” Wellbeing

find difficult to resist (McMillan & O'Driscoll, 2006; Tahir & Aziz, 2019).
Consequently, these individuals often feel compelled to perform their tasks
(Van Beek et al., 2012). It is important to note that some employees may work
long hours without genuine engagement due to various factors, such as
financial pressures (Atroszko & Atroszko, 2020; Porter, 2004), peer influence,
marital issues (Mir & Kamal, 2018; Schaufeli et al., 2008a), or aspirations for
career advancement (Schaufeli et al., 2009b; Van Beek et al., 2012). As a
result, workaholism can be understood through three common attributes
identified across multiple definitions.

First, workaholics invest significant time in job-related tasks,
characterized by excessive hard work (Gomes et al., 2023; Schaufeli et al.,
2008b). Second, they find it challenging to detach from their work, often
ruminating about job tasks even outside the workplace. Other studies have
described workaholics as individuals who devote more energy and time to
their jobs than is necessary (Gordon, 2021; Machlowitz, 1979), indicating a
passion and fanaticism for their work, which reflects the affective dimension
of workaholism. Thus, workaholics exhibit compulsive work behavior.

Third, workaholics operate beyond rational expectations to meet
organizational and administrative demands. This characteristic is a
culmination of the first two attributes, driving both excessive effort and
compulsive work habits in individuals (Shimazu & Schaufeli, 2009; Xu et
al., 2023). Schaufeli et al. (2008b) define workaholism as an obsession with
work, ultimately leading to hard work. This perspective aligns with other
academic definitions, which note that intense effort and long hours, often
at the cost of other important life roles, combined with a strong internal
drive, are the primary factors contributing to workaholism (Shimazu &
Schaufeli, 2009; Ng et al., 2007). Therefore, workaholism comprises two
main components: a strong internal drive and a commitment to hard work
(Schaufeli et al., 2009b).

Some researchers argue that workaholism can be seen as a positive
trait, emphasizing the benefits that arise from additional work efforts (Di
Stefano & Gaudiino, 2018). In a positive light, workaholics are viewed as
dependable workhorses, while in a negative context, they may be likened to
‘Seven-Eleven’ associates, waking early for work and returning home late,
thus spending less time with their families (Gordon, 2021; Ishiyama &
Kitayama, 1994). Consequently, workaholism is conceptualized as a state of
mind in which an individual is overly preoccupied with their work, driven
by strong determination and motivation, and channeling this energy into
work-related activities (Andreassen et al., 2014; Molino et al., 2019).
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2.3. Workaholism and Work-Home Conflict

The outcomes of workaholism have been the subject of much
speculation but lack sufficient controlled research. It is widely believed that
workaholism negatively affects personal happiness, wellbeing, health, and
increases stress and tension (DeMott et al., 2022). This belief aligns with the
role scarcity hypothesis proposed by Edwards and Rothbard (2000), which
suggests that conflicting expectations from work and non-work domains
contribute to mixed-role inconsistency. Workaholism is associated with
various negative consequences for employees, their partners, and their
organizations (Zakaria et al., 2022). Specifically, the extreme commitment of
workaholics to their jobs often results in frustration due to their inability to
engage in home and family life.

Previous studies consistently show that workaholics experience
greater work-home imbalance compared to other employees, with married
workaholics facing higher levels of depression and sleep issues (Ariapooran,
2019; Cheung et al., 2018; Khatri & Shukla, 2024). For example, workaholic
employees experience more relational conflict and challenges at work
(Mudrack, 2006), report lower job satisfaction (Burke & MacDermid, 1999),
experience greater work and personal life interference (Sahar & Waqar, 2014;
Schaufeli et al., 2009a), and have fewer social interactions outside of work
(Abdi et al.,, 2018; Bonebright et al., 2000; Khatri & Shukla, 2024).
Furthermore, the incidence of marital separation is higher among
workaholics compared to non-workaholics (Kenyhercz et al., 2022; Robinson
etal., 2001). Therefore, we propose the following hypothesis:

Hypothesis 1: Workaholism has a significant positive impact on work-
family conflict.

2.4. Work-Family Role Conflict and Ill-Health

Constant conflict in managing work and personal life can pose a
significant obstacle to effectively addressing domestic responsibilities and
demands. This conflict may challenge an individual's ability to develop
and maintain a positive self-perception related to household roles (Lee et
al., 2022). Since both family and work responsibilities are essential
components of adult identity, difficulties in forming and preserving
professional and familial identities can be experienced as traumatic (Frone
et al., 1997; Tabassum et al., 2017). Such challenges may result in stress,
anxiety, alcohol abuse, psychological strain, high blood pressure, and
depression (Allen & Meyer, 1990; Kayaalp et al., 2021). Theories on job
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pressure and role strain indicate that conflicts arising from the demands of
occupational, parental, and spousal roles contribute to an imbalance and
conflict between work and family life. The mental challenges associated
with managing multiple roles can lead to negative health outcomes
(Chandola et al., 2004; Chandola et al., 2019).

Despite the many positive aspects of their jobs, some employees are
motivated—both externally and internally—to perform excessively and
compulsively. These individuals are known as workaholics (Andreassen,
2013; Schaufeli et al., 2008b). Workaholism can give rise to work-family
conflict, leading to mnegative physical, psychological, and social
consequences, including social isolation (Adamovic, 2022; Chan et al., 2018;
Di Stefano & Gaudiino, 2018; Qayyum et al., 2022). The primary negative
impact of excessive work is stress, which can disrupt an employee's physical
health, thoughts, emotions, and behavior. If work-related stress is not
managed, it can result in various health issues, including high blood
pressure, obesity, anxiety, substance use (such as alcohol and tobacco), sleep
disturbances, and even death. Based on the discussion of the existing
literature, the following hypothesis is proposed:

Hypothesis 2: Work-family role conflict is positively related to ill-health.
2.5. Ill-Health and Job Satisfaction

Physical and mental health refers to an individual's overall
wellbeing. Poor mental health can indicate underlying physical health
issues, and employees experiencing physical complaints often have a
higher likelihood of suffering from distress, anxiety, and depression
(Sjoberg et al., 2020; Wong & Chan, 2018). Additionally, dynamic and
fluctuating work environments may introduce unknown risks, presenting
both challenges and opportunities for employees, companies, and
authorities (Haarhaus & Liening, 2020). Workaholics, burdened by
physical ailments and psychological strain, also face consequences
regarding their sense of fulfillment, including satisfaction with both family
and work (McCauley et al., 2018).

Workaholics tend to exert intense effort in their jobs not because they
love their work, but due to an uncontrollable intrinsic motivation. As a
result, they often report low levels of job satisfaction, feeling that they are
not performing up to expectations (Kruglanski et al., 2021; Nizami et al.,
2006). Their negative moods and irritable behavior can disrupt the
organizational environment, causing problems for colleagues and
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subordinates and ultimately damaging their relationships with others
(Burke, 1999; Taris et al., 2010). Furthermore, previous studies have
indicated that workaholism is associated with lower job and career
satisfaction (Di Stefano & Gaudiino, 2018). Based on this existing literature,
the following hypothesis is proposed:

Hypothesis 3a: The ill-health of employees has a negative effect on their
job satisfaction level.

2.6. 11l Health and Life Satisfaction

Life satisfaction is a measure of wellbeing, defined as how
individuals evaluate their lives and futures based on factors such as
economic status, relationships, mood, and education (Kaya & Cenesiz, 2020).
Family dynamics also play a crucial role in life satisfaction. Research
indicates that women who choose not to have children often report higher
levels of life satisfaction (Stahnke et al., 2020). Conversely, parenthood can
significantly affect an individual’s overall life satisfaction (Hussain et al.,
2020). Studies have shown that parents frequently experience lower marital
and overall life satisfaction, which can lead to increased levels of depression
and stress (McLanahan & Adams, 1987; Temitope, 2015).

Furthermore, workaholics tend to invest excessive time and energy
into their jobs while neglecting important personal roles (Ng et al., 2007),
which can compromise family structure (Knies et al., 2016). Consistent with
this view, previous research has found that workaholics who experience
high levels of work-related stress and anxiety—often accompanied by
physical symptoms such as muscular tension and restlessness—report low
family and overall life satisfaction (Di Stefano & Gaudiino, 2018; Taris et al.,
2010; Temitope, 2015) and poor relationship quality with their partners
(Karapinar et al., 2020; Robinson et al., 2001). Based on the literature
reviewed, the following hypotheses are proposed:

Hypothesis 3b: The ill-health of employees is negatively associated with
life satisfaction.

Hypothesis 4a: Work-family conflict and the ill-health of employees
sequentially ~mediate the relationship between
workaholism and job satisfaction.

Hypothesis 4b: Work-family conflict and the ill-health of employees
sequentially mediate the relationship between
workaholism and associated life satisfaction.
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2.7. Research Model

Figure 1 demonstrates the theoretical framework for the study. This
model proposes that workaholism affects work-life conflict, which further
contributes to ill-health. Subsequently, ill-health has an undesirable impact
on work as well as personal life gratification.

Figure 1: Theoretical framework
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3. Methodology and Data Collection
3.1. Participants and Procedure

Research indicates that workaholism is commonly found among
white-collar professionals (Aziz & Cunningham, 2008). In Pakistan, studies
suggest that many white-collar workers are dissatisfied with their work-life
balance and exhibit a higher tendency towards workaholism (Ghazi, 2015;
Sultan & Hanif, 2013). This study utilized purposive sampling to focus
specifically on white-collar professionals to understand the effects of
workaholism in relation to job demands and pressures. The sample
consisted of all professionals in white-collar positions in Pakistan, which
encompasses professional, suit-and-tie desk jobs that make up over 37
percent of the Pakistani workforce. Previous research has also identified
workaholism in sectors such as banking (Hameed et al., 2013; Tufail et al.,
2021) and healthcare (Saleem et al., 2022).

While Ellahi et al. (2021) suggested exploring workaholism in service
industries, Adil and Qaiser (2020) and Abbas et al. (2019) examined stress
and burnout within the manufacturing sector. Consequently, our study
includes both manufacturing and service firms in the sample. For structural
equation modeling (SEM), Kyriazos (2018) recommends a sample size
greater than 200. In this study, we distributed 350 questionnaires to full-time
professional men and women, many of whom often work overtime and hold
demanding emotional and physical positions.
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Initially, purposive sampling was implemented. Respondents
received the questionnaire upon meeting two criteria: 1) they were full-
time employees, and 2) they specified the number of hours they worked.
The sampling frame consisted of full-time employees working at least 40
hours per week. Once the criteria were confirmed, data collectors
requested participation in the study, and upon agreement, the
questionnaire was provided. Completing the questionnaire took
approximately 12-15 minutes. In the first round, we collected 145
questionnaires. To increase the sample size, respondents were asked to
suggest at least two colleagues (Faugier & Sargeant, 1997), resulting in the
identification of an additional 110 respondents.

Subsequently, we asked the new group of respondents the filter
questions and inquired if they wished to participate in the study. Out of the
110 nominated professionals, 97 completed the questionnaire. The final
usable dataset consisted of 242 surveys, yielding a response rate of 69.14
percent. To assess potential non-response bias, we conducted a Chi-square
analysis comparing the demographic characteristics of early and late
respondents (Neufeld et al., 2023). The results showed no significant
differences, indicating a lack of non-response bias.

3.2. Operationalization of Variables

Workaholism is measured by the ten-item Dutch workaholism scale
(DUWAS) established by de Beer et al. (2022). Examples include ‘I seem to
be in a hurry and racing against the clock” and ‘I feel guilty when I take time
off work’. The questions were evaluated on a Likert scale (4 = totally agree
to 1 = totally disagree). See the Appendix for the list of items.

To measure conflict, the work-family conflict scale (WFC) (Loscalzo
etal., 2019; Netemeyer et al., 1996) is used, which is a five-item construct. An
example item is ‘My job produces strain that makes it difficult to fulfill my
family duties’. Each question is evaluated on a five-point Likert scale (5 =
strongly agree to 1 = strongly disagree).

To gauge the ill-health of an employee, psychological misery and
physical illnesses are measured. This was calculated by employing the sub-
scales of the brief job stress questionnaire (BJSQ) (Hidaka et al., 2021;
Shimomitsu et al., 1998). Ill-health is calculated using 25 items: for example,
‘1 have felt angry’, ‘I have felt extremely tired’, ‘I have felt worried or
insecure’, ‘I have been depressed” and ‘I have a pain in the back’. For each
item, a six-point Likert scale is used (1 = almost never to 6 = almost always).
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Life satisfaction is gauged with the satisfaction with life scale
(SWLS) (Diener et al., 1985; Merino et al., 2021). The SWLS is estimated on
a seven-point Likert scale, and this instrument contains five items to
calculate life satisfaction (1 = strongly disagree to 7 = strongly agree).
Sample questions include ‘I am satisfied with my life” and ‘In most ways,
my life is close to my ideal’.

Five items were used to estimate general job satisfaction (Dayal &
Verma, 2021; Price & Mueller, 1986): for example, “All in all, how satisfied
are you with the work itself of your job?” All satisfaction items used a five-
point scale (1 = very unsatisfied to 5 = very satisfied).

The demographic variables used include marital status, gender, age,
education level, position in the organization, job experience, income,
industry, sector, and department.

3.3. Data Analysis

SEM is conducted using Amos 18. The threshold for factor loadings
of all items is set at 0.5, as per Wu et al. (2011). Items with factor loadings
below this threshold are excluded from the analysis. Standardized
confirmatory factor analysis (CFA) is then employed to assess the
composite reliability (CR) of the latent factors, adhering to a cut-off value
of 0.7 (Shook et al., 2004). The data is further evaluated for both
discriminant validity and convergent validity. To test the model's
goodness of fit, we utilize the root mean square error of approximation
(RMSEA) and the chi-square divided by the degrees of freedom
(CMIN/df). Additionally, various incremental fit indices are analyzed,
including the incremental fit index (IFI), comparative fit index (CFI), non-
normed fit index (NNFI or TLI), and normed fit index (NFI). The results
from these indices indicate that the model fit is satisfactory.

4. Empirical Results
4.1. Sample Demographics and Correlations

The sample demographics are shown in Table 1. The total sample
was 242. This sample comprises 54.5 percent males and 45.5 percent
females, mostly aged 31-40 (40.5 percent), and most were married (52.4
percent). Most respondents had a master's degree (70.3 percent) and were
working as middle managers (52 percent) with 6-15 years of work
experience (23.1 percent). Most respondents (42.2 percent) had an income
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of Rs 100,000-500,000. Lastly, respondents worked both in manufacturing
(50 percent) and services (50 percent).

Table 1: Sample Demographics

Demographics Frequency (n) Percentage (%)
Gender

Male 132 54.5%
Female 110 45.5%
Age (years)

20-25 38 15.7%
25-30 46 19.0%
31-40 98 40.5%
41-50 60 24.8%
Marital status

Married 127 52.5%
Married with children 90 37.2%
Single/not married 25 10.3%
Education

Bachelor's degree 58 23.9%
Master's degree 170 70.3%
MPhil/PhD 14 5.8%
Managerial position

Top management 39 16.0%
Middle management 126 52.0%
Lower-level management 77 31.8%
Job experience (years)

0-5 51 21.07%
6-15 56 23.14%
16-20 53 21.9%
21-30 38 15.7%
31-40 31 12.8%
40+ 13 5.37%
Income

Rs 20,000-40,000 37 15.3%
Rs 40,001-99,999 51 21.0%
Rs 100,000-500,000 102 42.2%
Rs 500,001+ 52 21.5%
Industry

Manufacturing 121 50.0%
Services 121 50.0%
Total 242 100%

Table 2 illustrates the correlations among the study variables,
highlighting the impact of these variables on one another and the direction
of their relationships. As anticipated, there is a positive correlation between
ill-health and work-family conflict (p < 0.01), with a correlation strength of
38 percent. Additionally, job satisfaction is negatively correlated with the ill-
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health of a workaholic (p < 0.01), showing a correlation strength of 19.3
percent. Job satisfaction is also negatively correlated with work-family
conflict, though this correlation is weaker at 7 percent and is statistically
insignificant. Moreover, ill-health is negatively correlated with life
satisfaction (p < 0.01), with a correlation strength of 20.8 percent. Finally,
workaholism demonstrates a positive correlation with both work-family
conflict and ill-health, with correlation strengths of 46 percent and 25
percent, respectively (p < 0.01).

Table 2: Correlations

I11-health (IH) W-FC JS LS
Work-family conflict (W-FC) 0.383***
Job satisfaction (JS) -0.193*** -0.007
Life satisfaction (LS) -0.208*** 0.010 0.596***
Workaholism (WRKHLSM) 0.257*** 0.460*** 0.022 0.009

*** Correlation is significant at the 0.01 level.
4.2. Common Method Variance

Common method variance was assessed using two approaches. The
tirst approach utilized Harman's one-factor test. In this test, the eigenvalues
of the variables must exceed 1 to suggest the existence of multiple factors
(Harman, 1967; Podsakoff et al., 2003). The initial factor accounted for 45.918
percent of the total 68.729 percent variance extracted, indicating that the
discrepancy was not solely captured by the initial factor but also by other
variables. Additionally, Harman's one-factor test was evaluated using CFA.
In this analysis, all items were loaded onto a single latent variable, and the
model indices were tested. The model fit did not satisfy the established
criteria, suggesting a lack of common method variance.

4.3. Measurement Model

The CFA results indicate that model fit is acceptable. The factor
loadings for all items across all variables are above 0.5; therefore, no items
from any variable were eliminated. Table 3 presents the factor loadings for
all items. The composite reliability (CR) values range from 0.845 to 0.969,
demonstrating an acceptable level of consistency across all factors.
Additionally, Table 3 illustrates the convergent validity, which is assessed
using discriminant validity (DV) and average variance extracted (AVE).
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Table 3: Results of Confirmatory Factor Analysis

Construct Items Factor  Reliability Convergent Discriminant
loading CR validity validity
AVE DV
Workaholism WHI1 0.675 0.845 0.732 0.856

WH2 0.521
WH3 0.546
WH4 0.545
WH5 0.581

WO1 0.592
WO2 0.617
WO3 0.69
WO4 0.672
WO5 0.535
Work-family conflict WF1 0.738 0.872 0.577 0.76
WE2 0.788
WE3 0.823
WF4 0.777
WE5 0.662
111 health ILH1 0.71 0.969 0.942 0.971

ILH 2 0.743
ILH 3 0.728
ILH 4 0.796
ILH 5 0.784
ILH 6 0.733
ILH7 0.832
ILH 8 0.765
ILH9 0.801
ILH 10 0.691
ILH 11 0.68
ILH 12 0.777
ILH 13 0.84
ILH 14 0.757
ILH 15 0.646
ILH 16 0.771
ILH 17 0.711
ILH 18 0.814
ILH 19 0.824
ILH 20 0.725
ILH 21 0.754
ILH 22 0.761
ILH 23 0.78
ILH 24 0.828
ILH 25 0.812

Job satisfaction Js1 0.52 0.896 0.449 0.67
JS2 0.806
JS3 0.831
]S4 0.619
JS5 0.501
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Construct Items Factor  Reliability Convergent Discriminant
loading CR validity validity
AVE DV
Life satisfaction LS1 0.776 0.889 0.618 0.786
LS2 0.811
LS3 0.893
LS4 0.8
LS5 0.626

Indices of the model are divided into incremental and absolute fit
indices (Bollen, 1989). The model fitness is estimated using several indices:
CFI, TLI, NFI, CMIN/df, IFI, and RMSEA. The CMIN/df value is 2.841,
falling within the acceptable range of 1-3, and the RMSEA is 0.028, which is
below the threshold of 0.05. The incremental fit index (IFI) is 0.935, the
comparative fit index (CFI) is 0.937, the non-normed fit index (NNFI or TLI)
is 0.918, and the normed fit index (NFI) is 0.948. All indices exceed 0.90,
indicating a good model fit.

4.4. Path Analysis

Table 4 presents the results of the structural analysis, which includes
demographics as control variables. Hypothesis 1 examines the relationship
between workaholism and work-family conflict. As anticipated,
workaholism is positively associated with work-family inter-role conflict (B
= 0.604, p < 0.01). This estimate suggests that a 1 percent increase in
workaholism leads to a 60 percent increase in work-family role conflict (B =
0.604). In Hypothesis 2, work-family role conflict is regressed on ill-health,
encompassing both physical distress and psychological issues experienced
by workaholics.

Table 4: Results of Structural Model

Relationships R? B p-value
H1: Workaholism=> Work-family conflict 0.19 0.604 0.00
H2: Work-family conflict = Ill health 0.39 0.406 0.00
Ha3a: 11l health - Job satisfaction 0.68 -0.213 0.00
H3b: 11l health - Life satisfaction 0.56 -0.172 0.00

The results indicate a positive impact (B = 0.406, p < 0.01) of work-
family conflict on ill health. This finding suggests that a 1 percent increase in
the imbalance between work and life leads to a 40.6 percent increase in
overall illness among workaholics, including both physical illnesses and
psychological strain. Hypotheses 3a and 3b examine the effects of ill health
on job satisfaction and life satisfaction, respectively. The results show that
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the ill health of workaholics is associated with low job satisfaction (B =-0.213,
p < 0.01) and diminished overall life satisfaction (B = -0.172, p < 0.01). This
implies that a 1 percent increase in ill health among workaholics results in a
21.3 percent decrease in job satisfaction (B = -0.213) and a 17.2 percent
decrease in overall life satisfaction (B = -0.172), as anticipated.

4.5. Additional Analysis

Table 5 shows the sequential mediation of work-family conflict and
ill-health between workaholism and job and life satisfaction. The results
indicate that the indirect effect is insignificant (p > 0.05), suggesting that
neither ill health nor work-family conflict mediates the relationship between
workaholism and life satisfaction or job satisfaction.

Table 5: Results of Mediation

Relationships B p-value Results
Mediation with life satisfaction 0.61 0.507 No Mediation
Direct effect

Workaholism - life satisfaction

Workaholism = ill-health 0.783 0.052

Ill-Health - life satisfaction 0.551 0.04

Indirect effect

Workaholism - ill-health - life satisfaction 0.437 0.681

Mediation with job satisfaction 0.321 0.608 No Mediation
Direct effect 0.674 0.050

Workaholism - job satisfaction 0.752 0.041

Workaholism = ill-health

I1l-Health -> job satisfaction

Indirect effect

Workaholism = ill-health - job satisfaction 0.347 0.76
Sequential mediation

Indirect effect

Workaholism - work-family conflict - ill-health = job satisfaction

0.42 0.92 No mediation
Workaholism = work-family conflict - ill-health = job satisfaction

0.35 0.84 No mediation
CMIN/DF = 2.367
IFI = 0.967
TLI=0.917
CFI=0.912
RMSEA =0.041

5. Discussion and Managerial Implications

This study explores the impact of workaholism on the conflict
between work and personal life among employees in Pakistan.
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Distinguishing itself from prior research, this study centers on workaholism
within the context of a developing economy, employing SEM for data
analysis. This approach sheds light on the complex interplay between
workaholism, work-life balance, wellbeing, and job satisfaction, offering
valuable insights for both academics and practitioners seeking to address
these critical issues in non-Western settings.

The findings reveal that workaholism positively affects the conflict
between work and personal life among employees identified as workaholics
(Bakker et al., 2009; Burke, 2008; Karapinar et al., 2020; Shimazu & Schaufeli,
2009). This relationship aligns with previous studies indicating that
workaholic employees experience heightened conflict between work and
personal obligations (Mudrack, 2006), report greater work-family
interference (Schaufeli et al., 2009a; Taris et al., 2005), and tend to have
weaker and less fulfilling social relationships outside of work.

Additionally, work-family role conflict is shown to have a direct
influence on the wellbeing of workaholics. When workaholics struggle to
balance their work and family responsibilities, fail to meet family demands,
and continually ruminate on work during personal time, they may
experience increased anger as well as mental and physical stress.
Accordingly, theories on multiple-role strain suggest that conflicts between
professional, spousal, and parental roles can contribute to adverse health
outcomes and heightened stress levels among workaholics (Chandola et al.,
2004; Chandola et al., 2019).

Finally, the impact of poor health on job and overall life satisfaction
is evident in the path analysis results, which indicate a significant negative
relationship between ill health and both job satisfaction and life
satisfaction. This suggests that workaholics often feel dissatisfied with
their jobs because they push themselves beyond the required performance
levels. Due to deteriorating health, they struggle to meet the high
standards they impose on themselves. This finding is consistent with
previous research (Kruglanski et al., 2021). Similarly, an unhealthy
workaholic, who is neither mentally relaxed nor physically fit, typically
experiences unhappiness with life, resulting in low life satisfaction. This
supports existing theories about the detrimental effects of workaholism on
job and life satisfaction (Spagnoli et al., 2020).

The results of the sequential mediation analysis showed that
workaholism's impact on life and job satisfaction, as mediated by work-
family conflict and ill health, was not significant. This finding contradicts
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previous research (Shimazu et al, 2020), which suggested that
workaholism contributes to dissatisfaction in both life and job, primarily
through work-family conflict and health issues. This discrepancy indicates
aneed for further investigation into the relationship between workaholism
and satisfaction.

The findings of this research present several important implications
for management, particularly regarding the need to mitigate workaholism.
Stress levels are reportedly increasing, with work serving as a major factor
exacerbating individual stress (Daniel, 2019). In organizations where long
working hours are equated with success, it is crucial to reassess the
prevailing culture and values. The emphasis on extended hours should be
replaced with a culture that promotes working smarter rather than harder,
prioritizing work-life balance as a fundamental value. Additionally, training
programs should be implemented for employees on the verge of
workaholism to help them cultivate healthier work habits (Hassett, 2022).

Training sessions and workshops that focus on problem-solving
skills and effective time management may be beneficial since workaholics
often take on more tasks than they can manage, frequently starting new
responsibilities before completing existing ones (Ouweneel et al., 2012).
Programs that foster determination and decisiveness could also help
workers manage the increasing demands of the workplace by using
techniques such as saying mo’ to colleagues, supervisors, or clients
(Schabracq, 2005). Furthermore, to combat workaholism, employees must
be encouraged to disconnect and recharge after a hectic workday, which
can be facilitated by distractions in their demanding environments,
allowing them to detach and recover. Lastly, incorporating practices such
as meditation and religious activities may help workaholics achieve better
mental and physical balance.

6. Conclusion, Limitations and Future Research Recommendations

The aim of this study is to measure the association between
workaholism and employees' wellbeing by assessing how work-family
conflict, along with physical and psychological health, influences life
satisfaction and job satisfaction. The research has some limitations, primarily
due to time constraints. Future studies should consider specific months in
relation to organizational activities; for instance, the period from January to
February may align with audit seasons, which can significantly heighten
employee stress.
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Additionally, workaholism could be examined in other industries,
such as among entrepreneurs managing small to medium-sized enterprises.
However, due to time limitations, this research focused exclusively on two
sectors in Pakistan. As a result, the generalizability of the findings may be
restricted, as data was primarily collected from a specific geographic region
and predominantly from manufacturing and service-oriented industries.

This study has explored the impact of workaholism on employees'
overall mental and physical wellbeing, job satisfaction, and life happiness.
Nonetheless, the underlying factors that lead to workaholism still require
further investigation. Future research could explore whether personality
traits or organizational culture play a more significant role in fostering
workaholism. Furthermore, it would be beneficial to investigate
workaholism in relation to gender to determine which gender experiences it
more frequently. Lastly, examining the long-term effects of workaholism
would also provide valuable insights.

18 The Lahore Journal of Business



Zonaira Shehper and Shamila Nabi Khan

References

Abbas, J., Ageel, M., Abbas, J., Shaher, B., Jaffar, A., Sundas, J., & Zhang, W. (2019).
The moderating role of social support for marital adjustment, depression,
anxiety, and stress: Evidence from Pakistani working and nonworking
women. Journal of Affective Disorders, 244, 231-238.

Abdi, R., Shabani, N., Javidfar, S., & Pak, R. (2018). The relationship between
perfectionism and job burnout: Mediating role of workaholism. Industrial
and Organizational Psychology Studies, 4(2), 1-16.

Adamovic, M. (2022). How does employee cultural background influence the
effects of telework on job stress? The roles of power distance, individualism,
and beliefs about telework. International Journal of Information Management,
62,102437.

Adil, M. S., & Qaiser, F. (2020). Effect of leader-member exchange relationship on
occupational stress in the energy sector of Pakistan: A mediating role of job
involvement. Journal of Management Sciences, 7(1), 64-87.

Allen, N. J., & Meyer, J. P. (1990). The measurement and antecedents of affective,
continuance and normative commitment to the organization. Journal of
Occupational and Organizational Psychology, 63(1), 1-18.

Andreassen, C. S. (2013). Workaholism: An overview and current status of the
research. Journal of Behavioral Addictions, 3(1), 1-11.

Andreassen, C. S., Hetland, J., & Pallesen, S. (2014). Psychometric assessment of
workaholism measures. Journal of Management Psychology, 29, 7-24.

Ariapooran, S. (2019). Sleep problems and depression in Iranian nurses: The
predictive role of workaholism. Iranian Journal of Nursing and Midwifery
Research, 24(1), 30-37.

Atroszko, P. A., & Atroszko, B. (2020). The costs of work-addicted managers in
organizations: Towards integrating clinical and organizational frameworks.
Amfiteatru Economic, 22(14), 1265-1282.

Aziz, S., & Cunningham, J. (2008). Workaholism, work stress, work-life imbalance:
exploring gender's role. Gender in Management: An International Journal, 23(8),
553-566.

Bakker, A. B., Demerouti, E., & Burke, R. (2009). Workaholism and relationship
quality: A spillover-crossover perspective. Journal of Occupational Health
Psychology, 14, 23-33.

Becker, G. S. (1991). A treatise on the family. Harvard University Press.

Becker, G. S. (1993). Human capital theory. University of Chicago Press.

The Lahore Journal of Business 19



Impact of Workaholism on Employees” Wellbeing

Bollen, K. A. (1989). A new incremental fit index for general structural equation
models. Sociological Methods and Research, 17(3), 303-316.

Bonebright, C. A., Clay, D. L., & Ankenmann, R. D. (2000). The relationship of
workaholism with work-life conflict, life satisfaction, and purpose in life.
Journal of Counseling Psychology, 47, 469477 .

Brett, J. M., & Stroh, L. K. (2003). Working 61 plus hours a week: Why do managers
do it? Journal of Applied Psychology, 88(1), 67-78.

Burke, R. J. (1999). Workaholism and extra-work satisfaction. International Journal
of Organizational Analysis, 7, 352—64.

Burke, R. ]J. (2008). Work motivations, satisfactions, and health: Passion versus
addiction. In R. J. Burke & C. L. Cooper (Eds.), The long working hours culture:
Causes, consequences and choices (pp. 227-251). Emerald.

Burke, R.]., & MacDermid, G. (1999). Are workaholics job satisfied and successful
in their careers? Career Development International, 4(5), 277-282.

Chan, L. Y. S, Leung, M. Y., & Liang, Q. (2018). The roles of motivation and coping
behaviors in managing stress: Qualitative interview study of Hong Kong
expatriate construction professionals in mainland China. International
Journal of Environmental Research and Public Health, 15(3), 561.

Chan, X. W. C. (2023). Workaholism. In S. Johnstone, J. K. Rodriguez, & A.
Wilkinson (Eds.), Encyclopedia of human resource management (pp. 414-415).
Edward Elgar Publishing.

Chandola, T., Booker, C. L., Kumari, M., & Benzeval, M. (2019). Are flexible work
arrangements associated with lower levels of chronic stress-related
biomarkers? A study of 6025 employees in the UK household longitudinal
study. Sociology, 53(4), 779-799.

Chandola, T., Martikainen, P., Bartley, M., Lahelma, E., Marmot, M., Michikazu, S.,
& Kagamimori, S. (2004). Does conflict between home and work explain the
effect of multiple roles on mental health? A comparative study of Finland,
Japan, and the UK. International Journal of Epidemiology, 33(4), 884-893.

Cheung, F., Tang, C. S., Mian, M., & Koh, J. M. (2018). Workaholism on job
burnout: A comparison with US and Chinese employees. Frontiers in
Psychology, 9, 2546.

Daniel, C. O. (2019). Effects of job stress on employee's performance. International
Journal of Business, Management and Social Research, 6(2), 375-382.

Dayal, G., & Verma, P. (2021). Employee satisfaction and organization
commitment: Factors affecting turnover intentions and organization
performance. Ilkogretim Online, 20(5), 3315-3324.

20 The Lahore Journal of Business



Zonaira Shehper and Shamila Nabi Khan

de Beer, L. T., Horn, J., & Schaufeli, W. B. (2022). Construct and criterion validity
of the Dutch workaholism scale (DUWAS) within the South African
financial services context. Sage Open, 12(1), 21582440221079879.

DeMott, B., Aziz, S., Wuensch, K., & Dolbier, C. (2022). Labor of love, or love of
labor? Psychological capital's mitigating role in the relationship between
workaholism and work stress. Work, 74(1), 341-352.

Derks, D., & Bakker, A. B. (2010). The impact of e-mail communication on
organizational life. Cyberpsychology, 4(1), 1-14.

Di Stefano, G., & Gaudiino, M. (2018). Differential effects of workaholism and
work engagement on the interference between life and work domains.
Europe’s Journal of Psychology, 14(4), 863.

Diener, E., Emmons, R. A., Larsen, R. J., & Griffin, S. (1985). The satisfaction with
life scale. Journal of Personality Assessment, 49, 71-75.

Edwards, J. R., & Rothbard, N. P. (2000). Mechanisms linking work and family:
Clarifying the relationship between work and family constructs. Academy of
Management Review, 25, 178-199.

Ellahi, A., Ishfaq, U., Imran, A., Igbal, M. A. B., Hayat, M. T., & Abid, M. (2021).
Effect of workaholism, job demands and social support on workplace
incivility. Indian Journal of Economics and Business, 20(4), 1332-1349.

Faugier, J. & Sargeant, M. (1997). Sampling hard-to-reach populations. Journal of
Advanced Nursing, 26, 790-797.

Frone, M. R, Russell, M., & Cooper, M. L. (1997). Relation of work-family conflict
to health outcomes: A four-year longitudinal study of employed parents.
Journal of Occupational and Organizational Psychology, 70(4), 325-335.

Ghazi, H. R. (2015). Work-life balance for white-collar employees: A study applying the
capabilities approach in Bangladeshi private banks (Unpublished manuscript).
Saint Mary’s University.

Gillet, N., Austin, S., Fernet, C., Sandrin, E., Lorho, F., Brault, S., Becker, M., &
Aubouin Bonnaventure, ]. (2021). Workaholism, presenteeism, work-family
conflicts and personal and work outcomes: Testing a moderated mediation
model. Journal of Clinical Nursing, 30(19-20), 2842-2853.

Gomes, P., Diogo, A., Santos, E., & Ratten, V. (2023). Modeling the influence of
workaholism on career success: A PLS-SEM approach. Journal of
Management and Organization, 29(5), 893-911.

Gordon, S. E. (2021). The well-being and subjective career success of workaholics:
An examination of hospitality managers' recovery experience. International
Journal of Hospitality Management, 93, 102804.

The Lahore Journal of Business 21



Impact of Workaholism on Employees” Wellbeing

Haarhaus, T., & Liening, A. (2020). Building dynamic capabilities to cope with
environmental uncertainty: The role of strategic foresight. Technological
Forecasting and Social Change, 155, 120033.

Hameed, F.,, Amjad, S., & Hameed, A. (2013). The relationship between
workaholism and personality. Middle-East Journal of Scientific Research, 17(7),
898-907.

Harman, G. H. (1967). Psychological aspects of the theory of syntax. The Journal of
Philosophy, 64(2), 75-87.

Hassett, M. P. (2022). The effect of access to training and development
opportunities on rates of work engagement within the US federal workforce.
Public Personnel Management, 51(3), 380—-404.

Herbert, 1. P., Rothwell, A. T., Glover, J. L., & Lambert, S. A. (2020). Graduate
employability, employment prospects and work-readiness in the changing
field of professional work. International Journal of Management Education,
18(2), 100378.

Hidaka, Y., Watanabe, K., Imamura, K., Tatha, O., & Kawakami, N. (2021).
Reliability and validity of the Chinese version of the New Brief Job Stress
Questionnaire (New B]SQ) among workers in China. Industrial Health, 60(5),
407-419.

Hussain, H., Hussain, S., Zahra, S., & Hussain, T. (2020). Prevalence and risk
factors of domestic violence and its impacts on women's mental health in
Gilgit-Baltistan, Pakistan. Pakistan Journal of Medical Sciences, 36(4), 627.

Ishiyama, F., & Kitayama, A. (1994). Overwork and career-centered self-validation
among the Japanese: Psychosocial issues and counseling implications.
International Journal for the Advancement of Counseling, 17, 167-182.

Karapinar, P.B., Camgoz, S.M., & Ekmekci, O.T. (2020). Employee well-being,
workaholism, work—family conflict and instrumental spousal support: A
moderated mediation model. Journal of Happiness Studies, 21, 2451-2471.

Kaya, Z., & Cenesiz, G. Z. (2020). The predictor roles of life-satisfaction, and intrinsic-
extrinsic motivation on the psychological well-being of pre-service teachers.
International Online Journal of Education and Teaching, 7(4), 1370-1387.

Kayaalp, A., Page, K. J., & Rospenda, K. M. (2021). Caregiver burden, work-family
conflict, family-work conflict, and mental health of caregivers: A
mediational longitudinal study. Work and Stress, 35(3), 217-240.

Kenyhercz, V., Frikker, G., Kalé, Z., Demetrovics, Z., & Kun, B. (2022).
Dysfunctional family mechanisms, internalized parental values, and work
addiction: A qualitative study. Sustainability, 14(16), 9940.

22 The Lahore Journal of Business



Zonaira Shehper and Shamila Nabi Khan

Khatri, P., & Shukla, S. (2024). A review and research agenda of work-life balance:
An agentic approach. Community, Work and Family, 27(3), 286-320.

Knies, G., Nandi, A., & Platt, L. (2016). Life satisfaction, ethnicity and
neighborhoods: Is there an effect of neighborhood ethnic composition on life
satisfaction? Social Science Research, 60, 110-124.

Kruglanski, A. W., Szumowska, E., Kopetz, C. H., Vallerand, R. J., & Pierro, A.
(2021). On the psychology of extremism: How motivational imbalance
breeds intemperance. Psychological Review, 128(2), 264.

Kyriazos, T. A. (2018). Applied psychometrics: Sample size and sample power
considerations in factor analysis (EFA, CFA) and SEM in general. Psychology,
9(8), 2207.

Lee, J., Lim, J. E., Cho, S. H.,, Won, E,, Jeong, H. G., Lee, M. 5., Ko, Y. H., Han, C,,
Ham, B. ]., & Han, K. M. (2022). Association between work-family conflict
and depressive symptoms in female workers: An exploration of potential
moderators. Journal of Psychiatric Research, 151, 113-121.

Loscalzo, Y., Raffagnino, R., Gonnelli, C., & Giannini, M. (2019). Work-family
conflict scale: Psychometric properties of the Italian version. Sage Open, 9(3),
2158244019861495.

Machlowitz, M. (1979). Determining the effects of workaholism. Dissertation
Abstracts International, 40, 480-481.

McCauley, M., Madaj, B., White, S. A., Dickinson, F., Bar-Zev, S., Aminu, M.,
Godia, P., Mittal, P., Zafar, S., & van den Broek, N. (2018). Burden of
physical, psychological and social ill-health during and after pregnancy
among women in India, Pakistan, Kenya and Malawi. BM] Global Health,
3(3), e000625.

McLanahan, S., & Adams, J. (1987). Parenthood and psychological well-being.
Annual Review of Sociology, 13(1), 237-257.

McMillan, L. H., & O'Driscoll, M. P. (2006). Exploring new frontiers to generate an
integrated definition of workaholism. In R. J. Burke (Ed.), Research companion
to working hours and work addiction (pp. 89-107). Edward Elgar Publishing.

Merino, M. D., Zamorano, J. P., & Duran, R. (2021). Satisfaction with life scale
(SWLS) adapted to work: Psychometric properties of the satisfaction with
work scale (SWWS). Anales de Psicologia/Annals of Psychology, 37(3), 557-566.

Mir, I., & Kamal, A. (2018). Role of workaholism and self-concept in predicting
impostor feelings among employees. Pakistan Journal of Psychological
Research, 33(2), 413-427.

The Lahore Journal of Business 23



Impact of Workaholism on Employees” Wellbeing

Molino, M., Cortese, C. G., & Ghislieri, C. (2019). Unsustainable working
conditions: The association of destructive leadership, use of technology, and
workload with workaholism and exhaustion. Sustainability, 11(2), 446.

Mudrack, P. E. (2006). Understanding workaholism: The case of behavioral
tendencies. In R. J. Burke (Ed.), Research companion to working time and work
addiction (pp. 108-128). Edward Elgar.

Netemeyer, R. G., Boles, J. S., & McMurrian, R. (1996). Development and validation
of work-family conflict and family-work conflict scales. Journal of Applied
Psychology, 81, 400-410.

Neufeld, A., Babenko, O., Lai, H., Svrcek, C., & Malin, G. (2023). Why do we feel
like intellectual frauds? A self-determination theory perspective on the
impostor phenomenon in medical students. Teaching and Learning in
Medicine, 35(2), 180-192.

Ng, T. W., Sorensen, K. L., & Feldman, D. C. (2007). Dimensions, antecedents, and
consequences of workaholism: A conceptual integration and extension.
Journal of Organizational Behavior, 28(1), 111-136.

Nizami, A., Rafique, L., Aslam, F., Minhas, F. A., & Najam, N. (2006). Occupational
stress and job satisfaction among nurses at a tertiary care hospital. Journal of
Pakistan Psychiatric Society, 3(1), 25.

Noam, E. M. (2019). Human resource management for media and information
firms. In Media and digital management (pp. 131-174). Springer.

Oates, W. E. (1971). Confessions of a workaholic: The facts about work addiction. World
Publishing Company.

Ouweneel, E., Le Blanc, P. M., Schaufeli, W. B., & van Wijhe, C. I. (2012). Good
morning, good day: A diary study on positive emotions, hope, and work
engagement. Human Relations, 65(9), 1129-1154.

Podsakoff, P. M., MacKenzie, S. B., Lee, J. Y., & Podsakoff, N. P. (2003). Common
method biases in behavioral research: A critical review of the literature and
recommended remedies. Journal of Applied Psychology, 88(5), 879-903.

Porter, G. (2004). Work, work ethic, work excess. Journal of Organizational Change
Management, 17, 424-439.

Price, J. L., & Mueller, C. W. (1986). Handbook of organizational measurement. Pitman.

Qayyum, S., Ahmad, R., & Tariq, S. (2022). Moderating role of work-family conflict
in psychological intimidation and psychological well-being: A cross-
sectional study of bank employees. Journal of Public Value and Administrative
Insight, 5(2), 267-291.

24 The Lahore Journal of Business



Zonaira Shehper and Shamila Nabi Khan

Robinson, B. E, Flowers, C., & Carroll, ]J. (2001). Work stress and marriage: A
theoretical model examining the relationships between workaholism and
marital cohesion. International Journal of Stress Management, 8, 165-175.

Sahar, W., & Wagqar, S. (2014). Workaholism and psychological well-being among
employees of banking and telecom sector. Case Studies Journal, 3(10), 12-29.

Saleem, S., Khalid, S., Arshad, A., & Noureen, S. (2022). Workaholism, work-
family conflict and emotional exhaustion in doctors: Mediating role of
psychological well-being. Jahan-e-Tahgeeq, 5(1), 331-341.

Schabracq, M. J. (2005). Well-being and health. What HRM can do about it. In R. J.
Burke & C. L. Cooper (Eds.), Reinventing HRM (pp. 187-206). Routledge.

Schaufeli, W. B., Bakker, A. B., Van der Heijden, F. M., & Prins, J. T. (2009a).
Workaholism, burnout and well-being among junior doctors: The mediating
role of role conflict. Work and Stress, 23(2), 155-172.

Schaufeli, W. B., Shimazu, A., & Taris, T. W. (2009b). Being driven to work
exceptionally hard. The evaluation of a two-factor measure of workaholism
in the Netherlands and Japan. Cross-Cultural Research, 43(4), 320-348.

Schaufeli, W. B., Taris, T. W., & Bakker, A. B. (2008b). It takes two to tango.
Workaholism is working excessively and working compulsively. In R. ].
Burke & C. L. Cooper (Eds.), The long working hours culture: Causes,
consequences and choices (pp. 203—226). Emerald.

Schaufeli, W. B., Taris, T. W., & Van Rhenen, W. (2008a). Workaholism, burnout
and engagement: Three of a kind or three different kinds of employee well-
being. Applied Psychology, 57, 173-203.

Shimazu, A., & Schaufeli, W. B. (2009). Is workaholism good or bad for employee
well-being? The distinctiveness of workaholism and work engagement
among Japanese employees. Industrial Health, 47(5), 495-502.

Shimazu, A., Bakker, A. B., Demerouti, E., Fujiwara, T., Iwata, N., Shimada, K.,
Takahashi, M., Tokita, M., Watai, 1., & Kawakami, N. (2020). Workaholism,
work engagement and child well-being: A test of the spillover-crossover
model. International Journal of Environmental Research and Public Health,
17(17), 6213.

Shimomitsu, T., Yokoyama, K., Ono, Y., Maruta, T., & Tanigawa, T. (1998).
Development of a novel brief job stress questionnaire. In S. Kato (Ed.), Report
of the research grant for the prevention of work-related diseases from the Ministry
of Labor (pp. 107-115). Ministry of Labor.

Shook, C. L., Ketchen Jr, D. J., Hult, G. T. M., & Kacmar, K. M. (2004). An
assessment of the use of structural equation modeling in strategic
management research. Strategic Management Journal, 25(4), 397-404.

The Lahore Journal of Business 25



Impact of Workaholism on Employees” Wellbeing

Sjoberg, A., Pettersson-Strombéck, A., Sahlén, K. G., Lindholm, L., & Norstrom, F.
(2020). The burden of high workload on the health-related quality of life
among home care workers in Northern Sweden. International Archives of
Occupational and Environmental Health, 93, 747-764.

Snir, R., & Harpaz, I. (2021). Beyond workaholism: Differences between heavy work
investment (HWI) subtypes in well-being and health-related outcomes.
International Journal of Workplace Health Management, 14(3), 332-349.

Spagnoli, P., Haynes, N. J., Kovalchuk, L. S., Clark, M. A., Buono, C., & Balducci,
C. (2020). Workload, workaholism, and job performance: Uncovering their
complex relationship. International Journal of Environmental Research and
Public Health, 17(18), 6536.

Stahnke, B., Blackstone, A., & Howard, H. (2020). Lived experiences and life
satisfaction of childfree women in late life. The Family Journal, 28(2), 159-167.

Sultan, D., & Hanif, M. N. (2013). Work/life balance: A cadre/gender-wise
assessment of commercial bank employees. JISR Management and Social
Sciences and Economics, 11(1), 1-23.

Tabassum, H., Farooq, Z., & Fatima, I. (2017). Work family conflict, perceived work
overload and work exhaustion in employees of banking sector. Pakistan
Journal of Commerce and Social Sciences, 11(1), 340-352.

Tahir, S., & Aziz, S. (2019). Workaholism as predictor of work-family conflict and
mental well-being of public and private sector employees. Pakistan Journal of
Commerce and Social Sciences, 13(2), 419-435.

Tan, ]., Zhang, C., & Li, Z. (2023). Why do employees actively work overtime? The
motivation of employees' active overtime in China. Frontiers in Psychology,
14,1120758.

Taris, T. W., Schaufeli, W. B., & Shimazu, A. (2010). The push and pull of work:
About the difference between workaholism and work engagement. In Work
engagement: A handbook of essential theory and research (pp. 39-53). Taylor and
Francis.

Taris, T. W., Schaufeli, W. B., & Verhoeven, L. C. (2005). Internal and external
validation of the Dutch work addiction risk test: Implications for jobs and
non-work conflict. Applied Psychology: An International Review, 54, 37-60.

Temitope, B. E. (2015). Effect of stress and anxiety on general life satisfaction
among working mothers in Ado-Ekiti, Ekiti state, Nigeria. American Journal
of Psychology and Behavioral Sciences, 2(1), 7-13.

Tufail, M. S., Hassan, G., & Syed, N. (2021). The components of workaholism affect
work engagement: Examining compulsive citizenship behaviors as a
moderator. Journal of Managerial Sciences, 15(3), 37-55.

26 The Lahore Journal of Business



Zonaira Shehper and Shamila Nabi Khan

Van Beek, 1., Hu, Q., Schaufeli, W. B., Taris, T. W., & Schreurs, B. H. (2012). For
fun, love, or money: What drives workaholic, engaged, and burned-out
employees at work? Applied Psychology, 61(1), 30-55.

Wong, K., & Chan, A. H. S. (2018). Emerging issues in occupational safety and
health. International Journal of Environmental Research and Public Health,
15(12), 2897.

Wu, P. C, Yeh, G. Y.-Y,, & Hsiao, C. R. (2011). The effect of store image and service
quality on brand image and purchase intention for private label brands.
Australasian Marketing Journal, 19(1), 30-39.

Xu, X., Peng, Y., Ma, ]., & Jalil, D. (2023). Does working hard really pay off? Testing
the temporal ordering between workaholism and job performance. Journal
of Occupational and Organizational Psychology, 96(3), 503-523.

Zakaria, H., Kamarudin, D., Azizul, F., & Abdullah, A. (2022). Work-related stress:
Contributing factor of employee burnout in Malaysia's food and beverage
industry. International Journal of Humanities Technology and Civilization, 7(2),
99-106.

The Lahore Journal of Business 27



Impact of Workaholism on Employees” Wellbeing

Appendix

Questionnaire

Workaholism

Work-family
conflict

Ill-health

I seem to be in a hurry and racing against the clock.

I find myself continuing work after my co-workers have called it quits.
I stay busy and keep my irons in the fire.

I spend more time working than socializing with friends, on hobbies, or
on leisure activities.

I find myself doing two or three things at one time such as eating lunch
while talking on the phone.

It's important for me to work hard even when I don't enjoy what I'm
doing.

I often feel that there's something inside me that drives me to work hard.
I feel obliged to work hard, even when it's not enjoyable.

I feel guilty when I take time off work.

It is hard for me to relax when I'm not working.

The demands of my work interfere with my home and family life.

The amount of time my job takes up makes it difficult to fulfill family
responsibilities.

Things I want to do at home do not get done because of the demands
my job puts on me.

My job produces strain that makes it difficult to fulfill family duties.
Due to work-related duties, [ have to change my plans for family activities.
I'have felt angry

I'have been inwardly annoyed or aggravated

I'have felt irritable

I'have felt extremely tired

I'have felt exhausted

I'have felt weary or listless

I'have felt tense

I'have felt worried or insecure

I'have felt restless

I'have been depressed

I'have thought that doing anything was a hassle

I'have been unable to concentrate

I'have felt gloomy

I'have been unable to handle work

I'have felt sad

I have felt dizzy

I'have experienced joint pains

I'have experienced headaches

I have had a stiff neck and / or shoulders

I'have had lower back pain

I have had eyestrain

I have experienced heart palpitations or shortness of breath

I'have experienced stomach and / or intestine problems

I have lost my appetite

I have experienced diarrhea and / or constipation
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Job satisfaction

Life satisfaction

Demographics

All in all, how satisfied are you with the work itself of your job?
All in all, how satisfied are you with your co-workers?

All in all, how satisfied are you with the supervision?

All in all, how satisfied are you with the promotional opportunities?
All in all, how satisfied are you with the pay?

In most ways my life is close to my ideal.

The conditions of my life are excellent.

I am satisfied with life.

So far, I have gotten the important things I want in life.

If I could live my life over, I would change almost nothing.
Age, gender, marital status, education, managerial position, job
experience, income, industry, department and sector.
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