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Abstract: This study aims to examine the impact of workaholism on work-family conflict and whether
employees’ gender moderates this relationship. The research was conducted with 401 academicians from all
public universities (8 in total) in Ankara, selected through a snowball sampling method. Data were analyzed
using MPLUS 7 and SPSS 26 statistical software. The findings revealed that workaholism has a significant
positive effect on work-family conflict; however, gender did not moderate the relationship between the two
variables. Additionally, the results indicated that attitudes toward both workaholism and work-family conflict
differ significantly by gender, with women academics reporting higher levels than their male counterparts. These
findings suggest that although female academics report higher levels of both workaholism and work-family
conflict, gender does not alter the strength of the association between the two, indicating that workaholism
contributes to work-family conflict in a similar way across genders.
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Oz: Bu calisma, iskolikligin is-aile ¢atismasi iizerindeki etkisini ve calisanlarin cinsiyetinin bu iliskide
diizenleyici bir rol oynayip oynamadigini incelemeyi amaglamaktadr. Arastirma, Ankara'daki tiim devlet
tiniversitelerinden (toplam 8) kartopu érnekleme yontemiyle secilen 401 akademisyen ile gerceklestirilmistir.
Veriler MPLUS 7 ve SPSS 26 istatistik paket programlar: kullanilarak analiz edilmistir. Bulgular, iskolikligin ig-
aile ¢atismasi iizerinde anlamli ve pozitif bir etkisi oldugunu, ancak cinsiyetin iki degisken arasindaki iligkide
diizenleyici bir rol oynamadigini ortaya koymustur. Ayrica, iskoliklik ve is-aile ¢catismasina yonelik tutumlarin
cinsiyete gére anlaml diizeyde farklilastigi ve kadin akademisyenlerin, erkek meslektaslarina kiyasla her iki
degiskene yonmelik daha  yiiksek diizeyde bildirimde bulunduklar: tespit edilmigtir. Bu bulgular, kadin
akademisyenlerin hem iskoliklik hem de is-aile catismast diizeylerini daha yiiksek bildirmelerine ragmen,
cinsiyetin iki degisken arasindaki iligkiyi degistirmedigini; iskolikligin ig-aile ¢atismasini her iki cinsiyette de
benzer sekilde artirdigini géstermektedir.

Anahtar Sozciikler: Iskoliklik, Is-Aile Catismasi, Diizenleyici Etki, Cinsiyet

JEL Smiflandirmasi:M10, M12, M19

1. Introduction

With the advancement of technology, modern work life increasingly extends beyond the
physical boundaries of the workplace, often encroaching upon personal time and affecting
individuals’ happiness, health, and overall life satisfaction. Maintaining a balance between
professional and personal life is therefore essential for ensuring harmony between employees’

work and family responsibilities. This study investigates the relationship between
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workaholism and work-family conflict, two critical constructs that undermine this balance,
and explores whether this relationship varies by gender.

Workaholics exhibit a strong attachment to their professional roles, frequently placing
work above other life domains. Workaholism refers to an individual’s compulsive orientation
toward work, often accompanied by an urge to engage in job-related activities beyond regular
working hours. Such patterns may disrupt family life and lead to tension across roles. As a
result, workaholism is widely regarded as a major contributor to work-family conflict. Work-
family conflict emerges when the demands of work and family are incompatible, resulting in
strain and diminished well-being. Individuals who prioritize work may struggle to meet
familial expectations, leading to interpersonal stress. Numerous studies have emphasized the
association between workaholism and difficulty in achieving work-family balance (Brady,
Vodanovich, and Rotunda, 2008; Buelens and Poelmans, 2004). However, the intensity of this
conflict may vary between men and women due to differences in societal role expectations
and domestic responsibilities.

Numerous studies have emphasized the association between workaholism and difficulty in
achieving work-family balance (Brady, Vodanovich, and Rotunda, 2008; Buelens and
Poelmans, 2004). However, the intensity of this conflict may vary between men and women
due to differences in societal role expectations and domestic responsibilities. The primary aim
of this study is to examine whether the effect of workaholism on work-family conflict differs
by gender. Prior research suggests that women, often facing greater family-related demands,
may experience higher levels of conflict when work pressures intensify (Macit and Ardig,
2018; Erer, 2021; Aknar and Bagc1, 2023). According to Role Strain Theory, individuals may
face tension when the expectations of different social roles compete (Goode, 1960).
Workaholics, in particular, may carry occupational stress into their personal lives, which can
aggravate work-family conflict, and the magnitude of this effect may differ for men and
women.

In this direction, the study investigates the influence of workaholism on work-family
conflict, with a particular focus on whether this relationship varies by gender—a factor shaped
by distinct societal role expectations. In other words, one of its aims is to explore the potential
moderating role of gender in this relationship. Conducted on a sample of academicians, the
study is expected to contribute to the literature by offering insights into gender-based
dynamics of workaholism and work-family conflict. It is further considered that the absence
of strict boundaries in academic working hours may reinforce tendencies toward

workaholism.
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2. Conceptual Framework

2.1. Workaholism
Before explaining workaholism, it is believed that a better understanding can be achieved by
including the elements associated with the concept of ‘work’.

The concept of work can lead to various positive effects in an individual's life, beyond the
fact that people work primarily to earn money. These effects can be attributed to the fact that
work keeps people busy, arouses their interest, promotes their health, and provides
entertainment (Morse and Weiss, 1955). In their study, Morse and Weiss (1955) posed a
question to their participants as ‘If by some chance you were left with enough money to live
comfortably without working, would you still work or not?’. 80% of the participants stated
that they would continue to work. In this context, the researchers noted that it is insufficient to
consider the concept of ‘work’ solely as a place or occupation where money is earned in
exchange for labor. That work also plays a crucial role in shaping the individual’s social life.
In addition to earning money, work is a source of various emotions and benefits for
individuals. It is possible to list these as gaining status, fulfilling the need to establish a
relationship, legitimizing oneself, and building self-esteem (Morse and Weiss, 1955). In
addition to these feelings, various factors that individuals attribute to work or study may cause
them to approach workaholism over time.

The concept of workaholism first emerged when psychologist Wayne E. Oates used it to
define his own work addiction (Schaufeli, Taris, and Bakker, 2008). In the literature,
workaholism is equated with working long hours. It is stated that a workaholic employee is
motivated by a strong internal drive (Shimazu, Demerouti, Bakker, Shimada, and Kawakami,
2011). Workaholism refers to an uncontrollable need to work, encompassing both compulsory
work and overwork (Quinones, Griffiths, and Kakabadse, 2016). People may exert more effort
than necessary in their work for various reasons, such as the desire to earn more money, meet
promotion expectations, please their managers, or cope with a difficult marriage (Hu et al.,
2014).

According to Fassel (1993), there are three stages of workaholism (Gheorghita, 2014).
Fassel stated that in the first stage, the employee focuses solely on their job tasks and rejects
free time when they are not working. The second stage is the employee's alienation from their
friends, the absence of non-work relations, and the loss of social life. In the last stage, in
addition to the employee’s health problems, problems such as boredom, exhaustion, short-

term memory loss, and insomnia come to the agenda. It is stated that chronic headaches, back
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pain, high blood pressure, ulcers, depression, or heart problems (heart attack, stroke) may
occur as health problems.

Workaholism behavior, which is perceived as negative, is also considered positive
employee behavior by some researchers. Some of the researchers who approach the concept
of workaholism from a positive perspective are Scott et al. (1997), who consider achievement-
oriented workaholics as ‘hyper-performers’, and Buelens and Poelmans (2004), who describe
workaholics as ‘happy workers’ (Schaufeli, Taris, and Bakker, 2008). It is also possible to
define workaholics as employees who have an intrinsic compulsion to work continuously and
tend to allocate an extraordinary amount of time to work (Bakker, Demerouti, Oerlemans, and
Sonnentag, 2013).

It has also been stated that workaholism is primarily related to the problem of work
addiction or the level of free choice in a person's work habits (Snir and Zohar, 2008). In their
study, Bakker et al. (2013) examined the relationship between daily activities outside of work
hours and evening well-being using a day reconstruction approach. The study sample included
85 individuals, and the researchers investigated whether workaholism moderates this
relationship. The specific outcomes of interest were evening happiness, momentary vigor
before bedtime, and momentary recovery before bedtime. The results of this study indicated
that evening hours spent on work-related activities were associated with diminished well-
being in employees with high workaholism, in contrast to employees with low workaholism.
Furthermore, the positive relationship between daily physical and social activities and well-
being was found to be more pronounced among employees with high workaholism compared
to those with low workaholism (Bakker, Demerouti, Oerlemans, and Sonnentag, 2013).
Another study revealed a positive correlation between workaholism and weekly hours
worked, as well as a negative correlation between mindfulness and negative affect. The same
study found that workaholism and the number of weekly hours worked are negatively related
to mindfulness. Furthermore, mindfulness has been observed to act as a moderating factor in
the relationship between workaholism and negative affect, such that as mindfulness levels
rise, the impact of workaholism on negative affect diminishes (Aziz, Bellows and Wuensch,
2021).

2.2. Work-Family Conflict
Work-family conflict studies are based on Role Theory (Zhang, Griffeth, and Fried, 2012).
The continuous interaction of an individual with other people is called the socialization
process. This process is explained when an individual assumes a role, position, status, or

responsibility required or demanded for a particular context (Aydintan and Simsek, 2017).
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According to Role Theory (Biddle, 1986), one of the most essential features of social behavior
is that people behave in different and predictable ways depending on their social identities and
situations. Many role relationships are ‘role clusters’, i.e., the individual enters into various
role relationships with different individuals due to one of their positions (Goode, 1960).
According to the theories of role stress and inter-role conflict, work-family conflict is defined
as a specific type of conflict where the demands from work and family domains are
incompatible in certain respects (Posig and Kickul, 2004). Work-family conflict manifests as
an inability to fulfill family responsibilities due to a busy work schedule or when family
problems impact the efficiency and quality of work (Liu, Yin, and Shen, 2020).

Work-family conflict has a rich scope, encompassing various disciplines and different
working conditions. For example, a study conducted on nurses found a positive relationship
between suboptimal sleep quality and work-family conflict (Liu, Yin, and Shen, 2020). In
another study, the moderating effect of work-family conflict on the relationship between life
satisfaction and job satisfaction was examined among 121 sales managers from 26 hotels in
China. The study results indicate that as the rate of conflict between work and family
decreases, employees tend to maintain a positive orientation in their social life, extending to
their business life (Qu and Zhao, 2012). A meta-analysis was conducted to investigate the
relationship between variables indicative of mood and work-family conflict. This study
concluded that variables related to negative traits, such as negative affect and neuroticism,
increase individuals' vulnerability to work-family conflict. In contrast, variables based on
positive traits (for example, positive affect and self-efficacy) seem to protect individuals from
work-family conflict (Allen, et al., 2012). In Turkish literature, work-family conflict has been
studied in conjunction with variables such as performance (Oztoprak and Kardes Delil, 2022),
turnover intention, job stress, job satisfaction (Akyiiz, 2022), and emotional labor (Inanir and

Tetik Ding, 2022).

2.3. Hypothesis Development
This study aims to explore the extent to which workaholism contributes to work-family
conflict and to determine whether this relationship is contingent upon employees’ gender.
Given the increasing prevalence of workaholism and its potential to disrupt the balance
between professional and personal life, understanding the gendered dynamics of this
association carries both theoretical and practical significance. Accordingly, the primary focus
is to assess the impact of workaholism on work-family conflict, while a complementary

objective is to examine the moderating role of gender in shaping this relationship.
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Various studies have found that workaholism and work-family conflict may differ
according to these factors. Burke (1999) concluded in his research that the average of women
in some behaviors in terms of workaholism is higher than men. Beiler-May et al. (2017),
Tattarini et al. (2024), and Akcgakese et al. (2024) similarly found that women have higher
rates of workaholism than men. However, it is also possible to come across findings in the
opposite direction, that is, that men's workaholism is higher than women's (Harpaz and Snir,
2003) or that the two groups are similar (Aziz and Cunningham, 2008; Cetin, 2021). On the
other hand, Jansen et al. (2003) and Arslan (2012) found that gender determines the intensity
of work-family conflict.

Velez and Gutek (1987) emphasized that ‘the interconnection of work and family life is
more problematic for women than for men due to the greater family responsibilities they
undertake and the greater demands they bring with them’ (Carikg1, Ciftgi, and Derya, 2010).
Although some researchers have concluded that work-family conflict does not show a
difference in terms of gender (Watai, Nishikido, and Murashima, 2008; Kinnunen and Mauno,
1998), there are also studies showing that female employees experience more intense work-
family conflict (Duxbury, Higgins, and Lee, 1994; Komal, Aastha, and Muskan, 2021). Based
on this, it is estimated that workaholism and work-family conflict will be felt at different
intensities in terms of gender, considering the cultural structure of the society and the intense
demands expected from women in work and family roles, and the following hypotheses were
developed.

H;: Workaholism differs according to the gender of individuals.

H.: Work-family conflict differs according to the gender of individuals.

Workaholism and work-family conflict are behavioral outcomes that impact employees'
work and social lives, with varying effects on different variables. Workaholism is a condition
that disrupts the balance between work life and private life and manifests itself with
symptoms such as employees being overly fond of work and overextending their working
hours. Many researchers have examined the relationship between work-family conflict and
workaholism in recent years.

Research generally indicates that workaholism significantly contributes to conflicts
between work and family life and leads to a decline in the individual's health and well-being
(Andreassen, 2014). In some studies on workaholism, stress is emphasized. Molino, Bakker,
and Ghislieri (2016) found that workaholism is indirectly related to “burnout and intention to

change jobs through work-family conflict and that workload, cognitive demands, emotional
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demands, and customer-related social stress factors are positively related to workaholism and
work-family conflict (partial mediation)” (Molino, Bakker, and Ghislieri, 2016).

Yilmaz and colleagues (2021) determined the mediating role of work-family conflict and
stress in the relationship between workaholism and well-being (Yilmaz, Yal¢in, Kilig, and
Ulbegi, 2021). In another study, it was concluded that stress is an essential mediator in the
relationship between workaholism, which is accepted as an addiction, and work-family
conflict, and workaholism has a significant effect on the formation of work-family conflict
(Hauk and Chodkiewicz, 2013).

Increasing workaholism tendencies of employees may also increase work-family conflict.
In one study, it was found that workaholics were more likely to experience work-family
conflict, and this conflict had negative effects on work performance, job satisfaction, and
psychological health of workaholic employees (Andreassen, Ursin, Eriksen, and Pallesen,
2012). Similarly, another study has shown that workaholic employees do not make enough
effort to reduce work-family conflict and, therefore, experience more problems in personal
life areas such as family life and social relationships (Akkermans and Tims, 2017). Thus,
workaholism and work-family conflict are thought to negatively affect employees' health,
family life, job performance, and job satisfaction. Research on this subject is thought to be
important to better understand the relationship between workaholism and work-family conflict
and to develop practices that can intervene in this field. In this context, the following
hypothesis has been developed:

Hs: Workaholism has a significant effect on work-family conflict.

On the other hand, in light of Role Theory, it is possible to say that social expectations
may differ between men and women and that different roles are attributed to men and women,
especially within the family. By the roles imposed by society, it can be stated that men
undertake roles that require less effort in doing housework than women (Lyonette and
Crompton, 2015; Thobejane and Khoza, 2014). Accordingly, they can experience less anxiety
in fulfilling these roles. In the same vein, women who are in working life are likely to spend
more effort and experience more anxiety to fulfil the requirements of their job and to respond
to the role expectations assumed at home (Lundberg and Frankenhaeuser, 1999). In this
context, with the idea that the psychological pressure that may be created by the responsibility
of fulfilling the expected roles in the family will be different in men and women, it is
predicted that gender may have a moderating effect between workaholism, which in a sense
refers to the psychological dependence of the employee on work and work-family conflict. In

this direction, the following hypothesis was developed.
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H4: Gender has a moderating effect on the relationship between workaholism and work-
family conflict.

The research model, developed in accordance with the hypotheses derived from the
literature, is illustrated in Figure 1.

Gender

Work-Family

. \ 4 [
Workaholism i Conflict

Figure 1. Research Model

3. Method

3.1. Empirical Settings
The empirical setting of this study is the public higher education sector in Tiirkiye, with a
focus on academicians employed across all eight state universities in Ankara. In Turkiye,
academic identity is shaped by the tension between institutional expectations and individual
experiences, with academicians’ effort playing a central role (Demir, 2016). The profession is
further shaped by strong publication pressures and differences in access to institutional
resources, factors that influence scientific productivity and professional well-being (Mengi
and Schreglmann, 2013). In Tiirkiye, academia is often perceived as confined to classroom
teaching, yet in fact it entails a continuous and indefinite workload. Beyond lecturing,
academics are responsible for research, publication, student supervision, administrative duties,
and peer-review activities, most of which extend beyond official working hours and
institutional settings (Yerlikaya Yaran, 2025). Academic labor, therefore, is not only intensive
but also detached from clear temporal and spatial boundaries. Earlier studies emphasize that
academicians are often portrayed as working under conditions characterized by excessive
teaching loads, limited research support, and constrained financial resources (Odabasi, Firat,
Izmirli, Cankaya and Misirli, 2010), which are argued to create stress and intensify work—
family tensions (Tolay and Baysal, 2020; Goksel and Tomruk, 2016).

In this respect, the Turkish academic context provides a relevant empirical setting for
examining the dynamics of workaholism and work—family conflict, as the profession is
portrayed as marked by heavy workloads, blurred work-life boundaries, and gendered
challenges that are argued to disproportionately affect female academicians (Yildiz, 2018;

Cubuk and Erol, 2023; Sentiirk, 2015).
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3.2. Data Collection

The questionnaire employed in this study consisted of two main sections. The first section,
the “personal information form,” aimed to collect socio-demographic data from the
participants. The second section included items related to the validity and reliability scales
used to measure the research variables, namely workaholism and work-family conflict.

Research processes were carried out in compliance with publication ethics. The ethical
approval required for the research was obtained from the “Giimiishane University Scientific
Research and Publication Ethics Board” with the decision dated 25/10/2023 and numbered
2023/5.

3.3. Sample
The participants were 242 (60.3%) female (60.3%) and 159 (44.7%) male (44.7%), 124 were

single (30.9%), 277 were married (69.1%), 66 were lecturers (16.5%), 74 were research
assistants (18.5%), 81 were assistant professors (20.2%), 87 were associate professors
(21.7%) and 93 were professors (23.2%). The youngest participant was 22 years old, and the

oldest was 67 years old.

Table 1. Descriptive Characteristics of the Participants

Female 242 60.3
Gender Male 159 39.7
_ Single 124 30.9
Marital Status Ma?ried 277 69.1
Lecturer 66 Pe([)/fs”t 165
Research Assistants 74 18.5
Title Assistant Professors 81 20.2
Associate Professor 87 21.7
Professor 93 23.2
Minimum 22
Age Maximum 67 Average 42.6
Total 401
3.4. Scales

In the measurement of workaholism, which is considered an independent variable in the
research model, the short version of the “Dutch Workaholism Scale” (DUWAS), which was
developed by Schaufeli, Taris, and Bakker (2006) and consists of 17 items, was used by Del
Libano, Llorens, Salanova, and Schaufeli (2010) by reducing it to 10 items (Del Libano,
Salanova, and Schaufeli, 2010). The 17-item long form of the scale, whose construct validity

was demonstrated by the researchers, was translated into Turkish by Dogan and Tel (2011).
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The Cronbach's alpha reliability coefficient of the scale, which was examined in terms of
validity and reliability, was measured as 0.85 (Sample item: ‘I find myself doing two or three
tasks at the same time, such as taking notes and eating while talking on the phone.’). In this
study, the Turkish translation was utilised.

For the measurement of the dependent variable work-family conflict, the scale developed
by Netemeyer, Boles, and McMurrian (1996) and consisting of 5 items was used (Netemeyer,
Boles, and McMurrian, 1996). The researchers found the Cronbach alpha reliability
coefficient of the scale to be 0.88. In this study, the Turkish translation of the scale made by
Efeoglu (2006) was used (Efeoglu, 2006) (Sample item: ‘The time my job takes makes it
difficult for me to fulfill my responsibilities towards my family.”) Efeoglu (2006) reported the
Cronbach's alpha reliability coefficient of the scale as 0.83. Both scales were prepared in a 5-
point Likert format as ‘1=Strongly Disagree, 5=Strongly Agree’ to indicate the level of

agreement with the statements directed to the participants.

3.4.1. Confirmatory Factor Analyses
Confirmatory factor analyses were conducted to provide evidence on the validity and
reliability of the scales used in the research before proceeding to the analyses to evaluate the
hypotheses developed. Firstly, with the EFA, the KMO and Barlett values of the scales were
examined, and their suitability for CFA was checked. The KMO values obtained for the
workaholism scale and the work-family conflict scale are 0.919 and 0.885, respectively.

Barlett's sphericity tests also show that the scales are suitable for CFA (p<0.001).

Table 2. Confirmatory Factor Analyses of the Scales

Scales
Workaholism Work-Family Conflict

KMO 919 .885

Barlett p< 0.00 p< 0.00
x°/df 3.359 2.198
RMSEA .070 .055
CFI 927 997
TLI 910 993
AGFI .886 967

MPLUS 7 statistical program was used in confirmatory factor analyses for the scales. As a
result of the CFA performed for the workaholism scale, it was determined that the items with
goodness-of-fit Chi-Square/Degree of Freedom (x2/df)= 3.359; RMSEA= 0.070; CFI=0.927,
TLI=0.910 and AGFI= 0.886 had factor loadings between 0.475 and 0.736. The goodness of

704



Kenek, G., Simsek, T. / Journal of Yasar University, 2025, 20/80, 695-713

fit values determined for the work-family conflict scale is Chi-Square/Degree of Freedom
(x2/df)= 2.198; RMSEA= 0.055; CFI= 0.997, TLI= 0.993 and AGFI= 0.967. The factor
loadings of the items of the work-family conflict scale range from .776 to .920. As a result of
the CFAs, it was determined that the scales had acceptable goodness of fit values, and the
necessary analyses were carried out to test the hypotheses that had been developed. The

following table summarizes the CFA results of the scales.

3.5. Hypothesis Testing
The data obtained through appropriate scales in line with the study's purpose were subjected
to various analyses with SPSS 26 software. Before the regression analyses required to test the
hypotheses developed in line with the literature, reliability analyses were performed to reveal
the internal consistency of the scales used, and correlation analyses were performed to
illustrate the relationships between the variables.

3.5.1. Correlation and Reliability Analysis
The reliability analyses of the workaholism and work-family conflict scales found Cronbach's
alpha coefficients to be 0.86 and 0.93, respectively. The mean of the participants' responses to
the statements in the workaholism scale was 2.74, while the mean of their responses to the

work-family conflict scale was 3.11.

Table 3. Relationships Between Variables

Variables Mean S.D. 1 2
Workaholism 3.54 0.81 (0,905)
Work-Family Conflict 3.30 1.08 0.596* (0.928)

Note: n= 401; S.D.= Standard Deviation; *Correlation is significant at 0.01 level; Values in
brackets are Cronbach's Alpha reliability coefficients.

As seen in Table 3, there is a positive and strong relationship between workaholism and
work-family conflict (r=0.596, p<0.01). Based on this relationship, it can be stated that work-

family conflict will increase with the increase in workaholism.

3.5.2. T-Test
First, a t-test was conducted to evaluate whether workaholism and work-family conflict vary
by participants' gender. The results indicated a significant difference in workaholism levels
based on gender (Mean (female) = 3.62; p < 0.05 / Mean (male) = 3.41; p < 0.05), revealing
that female academics exhibited higher levels of workaholism than their male counterparts.
Furthermore, a notable gender difference was observed in the work-family conflict levels
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among participants (Mean (female) = 3.48; p<0.05 / Mean (male) = 3.03; p>0.05), and the
mean of the statements of female academics about the work-family conflict was higher than

that of male academics.

Table 4. T-test Results

. t test
Variables Groups N Mean
T sd p
Workaholism Female 242 3.62 2.62 733 .009
Male 159 3.41 2.66 .766 .008
Work-Family Female 242 3.48 4.18 .614 .000
Conflict Male 159 3.03 4.23 .695 .000

3.5.3. Regression Analyses
To assess the impact of workaholism on work-family conflict, a simple linear regression
analysis was conducted. The results revealed that workaholism significantly influences work-
family conflict (B = 0.596; p < 0.001), accounting for 35% of the variance in work-family
conflict (R =0.354).

Table 5. Simple Linear Regression Analysis

Variables )/ S.E. B t R? p

Fixed 493 194 - 2.535 - 012

Workaholism —Work-Family -9, qe0 596 1482 354 000
Conflict

Note: B (Beta)= Unstandardised coefficient; B (Beta)= Standardised coefficient; S.E.=
Standard Error

Baron and Kenny (1986) identified moderator variable as “a qualitative (e.g., sex, race,
class) or quantitative (e.g., level of reward) variable that affects the direction and/or strength
of the relation between an independent or predictor variable and a dependent or criterion
variable.”. In other words, it specifies the conditions under which a given effect occurs or
identifies for whom and when the effect is most potent. Moderators are typically introduced
when there is a theoretical or empirical reason to expect that the relationship between two
variables is not constant across all contexts or groups. To determine the moderating role of
gender in the effect of workaholism on work-family conflict, the Process 4.2 macro developed
by Hayes (2013), which can be run as an add-on to the SPSS program, was used. Table 5,

showing the results of the analysis, is given below.
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Table 6. Test of the Moderator Effect of Gender

Variables B S.E. t p R2-chng F
Fixed 1.250 585 2135 .033
Workaholism 693 160 4.316 .000

.0004 271
Gender -489 399 -1.226 .220
E.T. (Workaholism x Gender) 058 111 521 .602

Dependent Variable: Work-Family Conflict

Note: B(Beta)=Standardised coefficient; S.E.=Standard Error; LLCI (Lower Level
Confidence Interval) = Lower Limit Confidence Interval; ULCI (Upper Level Confidence
Interval) = Upper Limit Confidence Interval

In line with the regression analysis findings in Table 6, it was concluded that gender does
not moderate the relationship between workaholism and work-family conflict (B = .058; p>
.05). Accordingly, although women's workaholism and work-family conflict averages are
higher than men's, there is no significant power of gender difference in terms of the strength
of the effect of workaholism on work-family conflict.

4. Discussion

This study investigates the relationship between workaholism and work-family conflict, with
a specific aim to determine whether gender differences exist in this relationship. One of the
initial objectives was to examine whether workaholism and work-family conflict vary
according to gender. Results from the t-test indicated that women reported higher levels of
workaholism and perceived work-family conflict than men, supporting Hypotheses 1 and 2.
Regression analysis further revealed that workaholism significantly increases work-family
conflict, confirming Hypothesis 3. This finding indicates a moderate, positive relationship
between the two variables, consistent with the results of Aknar and Bagci (2023), Macit and
Ardic (2018), Kemer (2018), Erer (2021), and Macit (2019). Similarly, Torp, Lysfjord, and
Midje (2018) found that academic staff in certain Norwegian universities experienced higher
levels of both workaholism and work-family conflict compared to non-academic staff. The
study also sought to examine whether gender moderates the relationship between
workaholism and work-family conflict. Regression results showed no moderating effect of

gender, leading to the rejection of Hypothesis 4.

4.1. Theoretical and Practical Implications
The higher levels of work-family conflict observed among women may be attributed to
greater physical and domestic responsibilities, as well as higher societal expectations

compared to men. Similarly, women’s higher workaholism scores could reflect a more
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substantial psychological obligation to meet role expectations and a tendency to place greater
internal pressure on themselves to fulfill job requirements. Furthermore, women may be
motivated to work harder to overcome invisible barriers, such as the glass ceiling, which can
lead to different attitudes toward both work and family compared to men. Although women
reported higher mean levels of both workaholism and work-family conflict compared to men,
gender did not moderate the relationship between these two constructs. This suggests that,
while baseline levels differ by gender, the strength of the association between workaholism
and work-family conflict remains relatively constant across male and female academics. In
other words, the mechanisms through which workaholism translates into work-family conflict
may operate similarly for both genders, despite differences in average scores.

The relationship between workaholism and work-family conflict is shaped by multiple
factors. Yilmaz, Yal¢in, Kilig, and Ulbegi (2021) examined these constructs alongside well-
being and stress, finding that workaholism positively affects both work-family conflict and
stress, while exerting a negative impact on well-being. Excessive immersion in work may lead
workaholics to neglect family responsibilities, thereby heightening work-family conflict,
weakening family relationships, and increasing the likelihood of interpersonal disputes.

Another factor that causes workaholism is suggested by Shin and Shin (2020) as job
insecurity. Their findings indicate that job insecurity positively influences workaholism,
which in turn exerts a positive effect on work-family conflict, functioning as a mediating
variable in this relationship. Based on their study of hotel employees, the authors emphasized
that improving workplace conditions and reducing workloads are critical measures for
mitigating workaholism. They further argued that managerial strategies aimed at minimizing
employee workload can be effective in reducing workaholism behaviors driven by job
insecurity.

A review of previous studies on workaholism and work-family conflict (Ulucan and
Yavuz, 2019; Torp et al., 2018; Ruiz-Garcia et al., 2022) reveals findings consistent with
those of the present research. This study contributes to the literature by examining the role of
gender on workaholism and work-family conflict. Gender-based differences in professional
and domestic roles, as well as the resulting role conflicts, may lead to heightened work-family
conflict. As indicated in prior research, implementing workplace policies to reduce
workaholism and work-family conflict is essential. Flexible working arrangements, such as
adjustable working hours and remote work options, have been shown to reduce work-family
conflict by giving employees greater control over their schedules (Allen et al., 2013). On the

other hand, family-supportive policies, including paid parental leave, subsidized childcare,
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and return-to-work programs, are particularly beneficial for women employees (Kelly et al.,
2011) and help to lower their levels of workaholism and work-family conflict while
maintaining balance between their professional and family lives.

Furthermore, high workloads and unclear priorities often exacerbate workaholism;
therefore, implementing weekly planning meetings can help distribute tasks more evenly and
reduce persistent time pressure. In addition, expectations for after-hours digital
communication, such as responding to emails, instant messages, or work-related calls outside
official working hours, can blur the boundaries between work and personal life, making it
difficult for employees to disengage from their professional roles. Such constant connectivity
can intensify work-family conflict by encroaching on both the time and cognitive resources
that employees would otherwise allocate to family and personal activities (Derks, van Duin,
Tims, and Bakker, 2015). To address this issue, organizations can implement clear policies,
such as prohibiting work-related emails after a particular time or designating “digital silence
hours,” during which employees are neither expected nor permitted to engage in work
communications. Such measures can help protect personal time, promote psychological
detachment from work, and support overall well-being. On the other hand, leaders can set a
precedent for employees, potentially fostering a culture of overwork through their workaholic
tendencies and the expectation that employees should emulate this behavior. Offering training
to leaders that emphasizes work-life balance can significantly contribute to cultivating a
healthier organizational culture by promoting more sustainable work practices and
diminishing the normalization of overwork.

In professional settings, various policies are designed to help employees balance their
work and family responsibilities. Such initiatives can mitigate work-family conflict among
workaholics and promote healthier integration between professional and personal life.
Consequently, raising awareness of the consequences of workaholism and work-family
conflict, implementing workplace policies that support work-life balance, and encouraging
individuals to allocate time for their personal and family life are essential steps toward

sustaining both a balanced and healthy lifestyle.

4.2. Limitations and Future Research
Although this study provides significant findings regarding the relationship between
workaholism and work-family conflict, it has several limitations that should be
acknowledged. First, the sample is composed only of academicians working in public
universities in Ankara. This limits the generalizability of the results, as different sectors,

regions, or institutional cultures may produce different outcomes. Future research could
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therefore replicate the study in diverse occupational groups, such as healthcare workers or
private sector employees, to test the robustness of the findings. Moreover, the research
focused solely on gender as a moderating variable. However, other contextual and
psychological factors may also influence this relationship. Variables such as organizational
support, leadership style, or perceived workload could be included in future models to capture
better the complexity of workaholism’s impact on family life. Another limitation is the cross-
sectional nature of the study, which prevents drawing causal inferences. Longitudinal research
could help clarify the directionality of the relationship between workaholism and work-family
conflict over time. Lastly, the study relied entirely on self-report measures, which may be
affected by social desirability bias. Using multi-source data or incorporating qualitative
methods could provide deeper and more accurate insights into individuals’ lived experiences.
Despite these limitations, this study lays a solid foundation for future research and
highlights important avenues for theoretical and practical development in the field of

organizational behavior.
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