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BACKGROUND

Information and communication technology (ICT) in the
work environment continues to change the landscape of
the workplace. This technology allows employees to have
greater flexibility when accessing information and com-
municating with those not physically present. The goal
of the current study was to investigate the relationships
between workplace telepressure, workaholism, and ICT
boundary creation. The moderating role of ICT bound-
ary creation in the relationship between workaholism and
workplace telepressure was also examined.

PARTICIPANTS AND PROCEDURE

The sample consisted of 317 full-time faculty and staff at
a large Southeastern university. Participants were recruit-
ed through an email distribution service, LISTSERYV, that
contains potential respondents’ university email address-
es. Prior to starting the Qualtrics survey, participants were
shown an informed consent form indicating that their par-
ticipation is voluntary, and responses will be confidential
and anonymous. When they completed the form, respon-

dents were evaluated on measures of workplace telepres-
sure, workaholism, and ICT boundary creation.

RESULTS

Workplace telepressure was positively related to worka-
holism (and its subscales) and negatively related to ICT
boundary creation. Furthermore, workaholism was nega-
tively related to ICT boundary creation. Additionally, both
workaholism and ICT boundary creation had significant
partial effects for predicting workplace telepressure.

CONCLUSIONS

As ICTs become more popular in the workforce, organiza-
tions must be aware of how the additional ease of access
that ICTs provide affects employees. Setting ICT boundar-
ies serves as a way to reduce the negative influence that
workaholism and workplace telepressure have on workers.
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BACKGROUND

Information and communication technology (ICT)
in the work environment continues to change the
landscape of the workplace. This technology allows
employees to have greater flexibility when access-
ing information and communicating with those not
physically present (Christensson, 2010). ICTs have
rapidly advanced and grown in popularity. In 2019,
about 81% of Americans owned a smart phone, com-
pared to 35% in 2011 (Pew Research Center, 2019).
Additionally, almost 75% of Americans own a laptop
or desktop computer (Pew Research Center, 2019).
ICTs not only allow flexible response times, but they
also make it possible to work without stepping inside
a workplace. They have come into play more than
ever now because of the impact of the COVID-19
pandemic on the nature of the workplace.

Since the inception of COVID-19 in the U.S., vari-
ous measures have been taken to limit the spread
of the virus. As a result, some organizations started
requiring remote work for non-essential workers in
order to keep employees safe and socially distanced.
Previously, only 7% of U.S. workers had the option
to telework full-time or occasionally. Due to the pan-
demic, however, the percentage of U.S. workers work-
ing remotely rose to 31% at the beginning of March
2020 and then to 62% by April 2nd (Brenan, 2020;
DeSilver, 2020). As a result of COVID-19 safety pro-
cedures and changes to education, some predictions
show that by the end of 2021 about 25-30% of work-
ers will continue working from home multiple days
a week (Global Workplace Analytics, 2020). With the
average U.S. worker’s work environment shifting, re-
searchers should pay particular attention to organi-
zational constructs that could be exacerbated due to
using ICTs.

A key construct that could be amplified by ICT use
and remote working is workaholism. Workaholism
was originally described as the compulsive need to
work incessantly (Oates, 1971). Most of the definitions
that exist incorporate the idea that it is also associ-
ated with adverse effects at both the individual and
organizational level (Clark et al., 2016; Oates, 1971).
Workaholics tend to have sleep problems, physical
complaints, work stress, burnout, and worse mental
health (Andreassen et al., 2018; Clark et al., 2016). In
addition, they experience work-life imbalance, role
overload, and negative affect (Aziz et al., 2021; Torp
et al.,, 2018). Overall, high levels of workaholism can
adversely influence an employee’s overall well-being.

Workplace telepressure is the preoccupation with
and urge to respond to work-related messages (Bar-
ber & Santuzzi, 2015). Like workaholism, it has a neg-
ative influence on workers such as sleep problems,
physical exhaustion, and poor work-life balance
(Barber et al., 2019; Santuzzi & Barber, 2018). Work-
place telepressure also has a positive relationship
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with burnout and work-family conflict (Kao et al.,
2020). Overall, ICTs could collectively impair levels
of workplace telepressure and workaholic behaviors.

In the current study, we investigated the asso-
ciations among workaholism, workplace telepres-
sure, and ICT boundary creation. In addition, we
investigated boundary creation as a potential mod-
erator in the relationship between workaholism and
workplace telepressure (Barber & Santuzzi, 2015).
Boundary creation was selected due to the impact
of COVID-19 on an employee’s work environment.
With COVID-19 affecting schools and forcing many
employees to work remotely, physical boundaries
between work and personal life have all but disap-
peared for most Americans. This construct helps
identify tendencies of people to separate work from
their personal life given the intersection of many
roles and responsibilities.

WORKAHOLISM

The term ‘workaholism’ was first coined by Oates
(1971) and described as a compulsion to work inces-
santly. Since then, it has been described in a myriad
of ways such as a fatal disease, an addiction to work,
working at the expense of other life areas, and non-
required behavioral tendencies at work, to name
a few (Clark et al., 2016). For the current study, based
on the consensus reached by Clark and colleagues
(2016) through a meta-analysis, we conceptualized
workaholism as the compulsive need to work exces-
sively hard.

Workaholics limit their social lives by constantly
working and exhibiting little interest in non-work
activities (Matuska, 2010). They also receive praise
from coworkers, salary increases, and even promo-
tions, which can make them discount the negative
influence of working excessively (Griffiths, 2005;
Porter, 2001). Workaholism is positively correlated
with work-life conflict, which can lead to a ripple ef-
fect in one’s family life such as low family commu-
nication (Clark et al., 2016; Robinson & Post, 1997).
They experience more sleep problems, such as sleep-
ing fewer hours, having poor quality sleep, and feel-
ing tired in the morning (Salanova et al., 2016). Fur-
thermore, based on a sample of managers, hospital
workers, and other professionals, workaholism was
negatively related to a range of well-being indicators,
such as physical complaints and psychological dis-
tress (Schaufeli et al., 2009).

WORKPLACE TELEPRESSURE

As indicated earlier, workplace telepressure is de-
fined as the preoccupation with and urge to respond
to work-related messages through ICTs (Barber et al.,



2019; Grawitch et al., 2018). The main issue with
workplace telepressure is that employees negate the
advantage of flexibility and response time control. In
turn, ICTs could lead to employees having inescap-
able work (Barber & Santuzzi, 2015). As a fairly new
construct, its outcomes are still being researched;
however, the association between workplace telepres-
sure and other beneficial workplace constructs (e.g.,
work-life balance) is negative.

Workplace telepressure can affect employees both
behaviorally and cognitively (Hu et al., 2019). Re-
searchers conducted two studies using a sample of
663 employees through Amazon’s Mechanical Turk
(MTurk) - they found that workplace telepressure
was negatively related to satisfaction with work-life
balance and positively associated with work-family
conflict (Barber et al., 2019). Another study of MBA
students and staff at a university in Taiwan showed
that the positive association between burnout, work-
family conflict, and ICT availability was mediated by
workplace telepressure (Kao et al., 2020). Thus, work-
place telepressure explained why those with high lev-
els of ICT availability experience burnout and work-
family conflict.

Based on 252 participants recruited through
MTurk, higher levels of workplace telepressure were
related to lower levels of psychological detachment,
which is the lack of thinking about work itself and
work events (Santuzzi & Barber, 2018). A lack of de-
tachment can be why workplace telepressure causes
some of its detrimental outcomes (Barber et al., 2019).
For instance, when measuring work-life balance us-
ing a global evaluation, workplace telepressure and
work-life balance’s negative relationship could be
explained by one’s control over leisure time and psy-
chological detachment (Barber et al., 2019). Through
a lack of psychological detachment, workplace tele-
pressure has a positive indirect association with
sleep problems and physical exhaustion (Santuzzi
& Barber, 2013).

The origin of workplace telepressure is not clear
given the contribution of both self-imposed and or-
ganizational pressures. An individual’s perception
of ICT-responsiveness demands and predisposition
to workaholism explain the variance in workplace
telepressure the most (Grawitch et al., 2018). Some
researchers believe external pressures, such as work
demands, are the main cause of workplace telepres-
sure (Barber & Santuzzi, 2015). More recent findings
have demonstrated that organizational and internal
pressures are positively related to workplace tele-
pressure comparably (Grawitch et al., 2018).

ICT BOUNDARY CREATION

According to boundary theory, individuals common-
ly manage their roles by creating psychological or

physical boundaries (Park & Jex, 2011). For instance,
working at an organization helps employees with role
management by associating their work role with their
workspace and their personal life with their home
(Sinclair et al., 2020). This boundary between work and
personal life can become blurred as a result of overus-
ing ICTs outside of working hours. A way to combat
blurred boundaries is to create ICT boundaries.

ICT boundary creations are the work-related ICT
restrictions we set for ourselves (Barber & Santuzzi,
2015). Those with high ICT boundary creation will
be more adamant about limiting their use of ICTs
to complete work outside of working hours. ICT
boundary creation typically lowers the amount of
one’s working at home boundary crossing (Olson-
Buchanan & Boswell, 2006; Park & Jex, 2011). In ad-
dition to ICTs, current events (i.e., the pandemic due
to COVID-19) might influence one’s ability to create
a boundary between work and personal life.

With the increase of ICT use due to COVID-19, the
ability to separate and disconnect from work has be-
come even more of a challenge for workers. As more
employees began to work from home as instructed
by their employer and/or government, their person-
al and work life became intertwined, in addition to
having more roles (Sinclair et al., 2020). As working
from home becomes more prominent, some work-
ers are taking on roles such as a fulltime caregiver.
While the use of ICTs and the pandemic may cause
cross-role interruptions, ICT boundary creation can
help encourage psychological detachment from work
(Barber & Jenkins, 2013).

If employees do not create some form of separa-
tion from work, they may face negative consequenc-
es. Based on a sample of 315 employees, research-
ers found workers who have low boundary creation
have a harder time psychologically detaching from
work and have lower sleep quality (Barber & Jenkins,
2013). However, in the same study, those with ICT
boundaries were more likely to psychologically de-
tach from work (Barber & Jenkins, 2013). Addition-
ally, Boswell and Olson-Buchanan (2007) examined
938 nonacademic university employees and found
that those with high levels of job involvement and
ambition use ICTs during nonwork hours, and also
had increased work-life conflict. Overall, ICT bound-
aries are beneficial and prevent employees from be-
ing negatively affected due to not disconnecting from
work.

CURRENT STUDY

The main goal of this study was to examine the rela-
tionship between workplace telepressure and worka-
holism. Furthermore, ICT boundary creation was
tested as a moderator. Examining these relationships
is crucial since little research has been conducted on
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ICT boundary creation in general. Also, COVID-19
has made remote working more commonplace, which
has led to an increase in the use of ICTs. While ICTs
have helped organizations continue to conduct busi-
ness, employees may find it challenging to separate
from work since they are lacking a physical boundary
such as an office building. Due to ICT use, boundar-
ies between work and personal life are becoming dis-
torted, which makes this a relevant variable to study.

The current research will not only expand our un-
derstanding of ICT boundary creation, but it might
also be a solution to handling workplace telepressure
and workaholism. The presence of more ICT bound-
ary creation could reduce the negative influence on
workers due to increased workplace telepressure and
workaholism. Hence, levels of sleep issues, burnout,
and work-life conflict, to name a few, could be mini-
mized in these employees.

Based on past (and limited) research, it is believed
that workplace telepressure and workaholism will be
positively related. If the current study results sup-
port this idea, then it can help organizations better
understand how the constructs interact. Both share
a sense of compulsiveness and similar outcomes,
such as lower work-life balance and job satisfaction
(Barber et al., 2019; Clark et al., 2016). Additionally,
they are both related to greater work-family conflict
(Kao et al., 2020; Torp et al., 2018). Workaholism and
workplace telepressure may influence a worker’s
well-being because those with high levels of either
do not have sufficient time to recover from work
(Barber & Santuzzi, 2015; Taris et al., 2005).

Despite their commonalities, there is little re-
search that links workaholism and workplace tele-
pressure. One study suggests that a worker’s pre-
disposition to workaholism can explain workplace
telepressure the most out of the variables examined
(Grawitch et al., 2018). Also, workplace telepressure
and workaholism have shared negative influences on
workers — both are negatively related to employees’
well-being through their sleep, exhaustion levels,
work-life balance, and more (Andreassen et al., 2018;
Barber et al., 2019; Clark et al., 2016; Salanova et al.,
2016; Santuzzi & Barber, 2018). According to work/
family boundary theory, one’s work and personal
life are separate domains that individuals integrate
and segregate (Clark, 2000). Therefore, people can in-
tegrate and have muddled boundaries, or segregate
and have more established boundaries. Because ICTs
provide workers with additional modes to continue
working, workaholics can cross personal and work
lives more than ever. This can correlate with work-
place telepressure since workaholics may see ICTs as
a way to continue working. Hence, the following hy-
pothesis, including the direction of the hypothesized
association, was proposed:

Hypothesis 1 (H1): Workaholism will be positive-
ly related to workplace telepressure.
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While workplace telepressure and ICT bound-
ary creation are associated with one another, ICT
boundary creation is the limit we set for ourselves
regarding ICT use for work-related reasons, while
workplace telepressure is the urge to be responsive
to work-related communications (Barber & Santuzzi,
2015). ICTs allow employees to give in to their work-
place telepressure urges, making it harder to create
a boundary between work and personal life. Consid-
ering the work/family boundary theory, the higher
one’s ICT boundary creation, the less boundary
crossing takes place, thereby leading to lower work-
place telepressure through email, instant messages,
and so on (Clark, 2000). An increase of ICT bound-
ary creation could decrease a worker’s level of work-
place telepressure because they will have personal
restrictions set regarding ICT use. Thus, ICT bound-
ary creation would encourage boundary setting (Van
Laethem et al., 2018). Accordingly, the following hy-
pothesis was posited:

Hypothesis 2a (H2a): ICT boundary creation will
be negatively related to workplace telepressure.

Previous research has shown that ICT boundary
creation helps employees better separate their work
role from their personal role (Sinclair et al., 2020),
which may help workaholics limit how often they
give in to their compulsive need to work. A high lev-
el of boundary creation can prevent boundary cross-
ing behaviors, such as working from home (Olson-
Buchanan & Boswell, 2006; Park & Jex, 2011). Given
that self-imposed boundaries limit the amount of
time employees can virtually connect to work dur-
ing nonwork hours, an increase of ICT boundary cre-
ation is predicted to decrease workaholism. Based on
this notion, the following hypothesis was advanced:

Hypothesis 2b (H2b): ICT boundary creation will
be negatively related to workaholism.

While workaholism and workplace telepressure
tend to have a negative association with one’s work-
life balance (Barber et al., 2019; Clark et al., 2016),
boundary creation could minimize the influence of
these constructs. Moreover, boundary creation might
be a potential solution by helping those workers psy-
chologically detach from work and providing them
time to recover (Barber et al., 2019; Taris et al., 2005).
According to work/family boundary theory, individ-
uals who have ICT boundaries are attempting to seg-
regate these two domains, which prevents work life
from crossing into personal life (Clark, 2000). Given
that ICT boundary creation limits the amount of
boundary-crossing, based on the work/family bound-
ary theory, the following hypothesis was proposed:

Hypothesis 3 (H3): ICT boundary creation will
moderate the relationship between workaholism
and workplace telepressure, such that the greater
the level of ICT boundary creation, the weaker the
relationship between workaholism and workplace
telepressure.



PARTICIPANTS AND PROCEDURE
PARTICIPANTS

Participants consisted of 317 full-time employees at
a large Southeastern university. See Table 1 for de-
mographic information. This sample size was suf-
ficient to provide 100% power for a medium effect
when testing the multiple regression model predict-
ing workplace telepressure from workaholism and
ICT boundary creation, and 61% for a small effect.
Power for detecting the increase in R when adding
the moderation interaction term was 100% for a me-
dium effect, and 71% for a small effect.

PROCEDURE

The procedure followed was in accordance with the
Helsinki Declaration of 1975, as revised in 2000. After
the study was approved by the Institutional Review
Board (approval no. UMCIRB 20-002359), participants
were recruited through an email distribution service,
LISTSERYV, that contains potential respondents’ uni-
versity email addresses. The email explained the top-
ic, study requirements, estimated time to complete
the survey, and a link to the survey in Qualtrics. Prior
to starting the survey, participants were shown an
informed consent form indicating that their partici-
pation is voluntary, and responses will be confiden-
tial and anonymous. When they completed the form,
respondents were evaluated on measures of work-
place telepressure, workaholism, and ICT boundary
creation. Notably, data were collected approximate-
ly eight months after the pandemic started; hence,
quarantine measures were in place, especially given
the rise in variants.

MEASURES

Workaholism. The 16-item Multidimensional Work-
aholism Scale (MWS) was used to measure worka-
holism (Clark et al., 2020). The scale consists of four
subscales — motivational, cognitive, emotional, and
behavioral aspects of workaholism. The items are
answered on a 5-point scale ranging from 1 (never
true) to 5 (always true), with higher scores indicat-
ing greater levels of workaholism. Sample items in-
clude, “T have a strong inner desire to work all of the
time,” and “I feel upset if I cannot continue to work.”
A Cronbach’s a of .94 was obtained.

Workplace telepressure. The 6-item Workplace Tele-
pressure Measure was used to measure workplace
telepressure (Barber & Santuzzi, 2015). The items
are scored on a 5-point Likert scale ranging from
1 (strongly disagree) to 5 (strongly agree), whereby
higher scores indicate greater levels of workplace tele-

pressure. Sample items include, “I can’t stop thinking
about a work-related message until I've responded,”
and ‘T feel a strong need to respond to coworkers
about work immediately” Cronbach’s o was .92.

ICT boundary creation. The ICT Boundary Cre-
ation Measure (BCM; Olson-Buchanan & Boswell,
2006) was used to measure ICT boundary creation.
Of note, the items were slightly reworded due to

Table 1

Demographic characteristics of participants

Characteristic

Description

Age (years)

Hours worked
(total weekly;
remote weekly)

Type of work
hours

Gender

Race

Marital status

Children

Education

Organizational
tenure (years)

Role tenure
(years)

Role type

Roles outside
of work

Career status

M =47.90, SD = 12.50

M = 48.10, SD = 8.70;
M =30.30, SD = 19.90

65% variable, 35% fixed

61% female, 39% male

85% Caucasian/White,

8% African American or Black,
4% Asian or Pacific Islander,
2% Hispanic or Latino,

1% Native American or
American Indian, 1% other

76% married, 13% single/never
married, 8% divorced,
1% widowed, 1% separated

68% had at least one child

49% doctoral, 27% masters,
12% bachelors, 5% professional,
4% high school, 3% associates

M = 11.10, SD = 9.40
M =9.80, SD = 8.80

57% faculty, 42% staff
75% no, 25% yes

21% associate professors,

20% professional staff,

16% assistant professors,

16% support staff, 10% full
professors, 7% teaching faculty/
instructors, 6% clinical staff,
3% non-teaching faculty,

3% clinical professors

Income $60,000-$79,999 (23%),
(yearly) $40,000-$59,999 (22%)
Note. N = 317.
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increased remote work during the COVID-19 pan-
demic. The items were answered on a 5-point Likert
scale ranging from 1 (strongly disagree) to 5 (strongly
agree), in which higher total scores represent having
more ICT boundary creation. Sample items include,
“T do not use information/communication technolo-
gies to accommodate personal/family role(s) while
I am working,” and “T do not use information/com-
munication technologies for work purposes while on
vacation” A Cronbach’s of .78 was obtained.

DATA ANALYSES

All analyses were conducted utilizing SPSS 27. Pear-
son correlations between each of the primary study
variables, namely, workplace telepressure, worka-
holism, and ICT boundary, were examined. H1, H2a,
and H2b were tested with correlation analysis. ICT
boundary creation was predicted to moderate the
relationship between workaholism and workplace
telepressure (H3) - a multiple regression analysis
was conducted to test H3, with a .05 criterion for
statistical significance. Workaholism and ICT bound-
ary creation served as the predictor variables, while
workplace telepressure was the criterion variable.
The main effects of workaholism and ICT boundary
creation, followed by their interaction (workaholism
x ICT boundary creation), were examined separately.
Although we had hypothesized no gender differenc-
es, we conducted, as part of routine investigation of

Table 2

Descriptive statistics and intercorrelations

the demographic variables, t-tests comparing women
with men on the primary outcome variables.

RESULTS

Plots, as well as measures of skewness and kurtosis,
all indicated that workplace telepressure, workahol-
ism, and ICT boundary creation were normally dis-
tributed. The bivariate correlations between work-
place telepressure, workaholism, and ICT boundary
creation were all in the hypothesized direction (see
Table 2). First, H1 was supported in that workahol-
ism was positively related to workplace telepressure,
r = .57, p < .001. Furthermore, H2a was supported,
as ICT boundary creation had a negative relation-
ship with workplace telepressure, r = —.23, p < .001.
The relationship between ICT boundary creation and
workaholism, r = -.17, p = .003, was also negative,
supporting H2b. Notably, each of workaholism’s sub-
scales (i.e., motivation, cognition, emotion, and be-
havior) was positively related to workplace telepres-
sure (p < .001) — see Table 2.

In terms of demographics, women scored sig-
nificantly higher (M = 21.40, SD = 5.41) on work-
place telepressure (WTS) than did men (M = 19.49,
SD = 5.44), {(311) = 3.04, p = .003, d = .35, as well
as higher (M = 28.55, SD = 6.51) on ICT boundary
creation (BCM) than did men (M = 26.40, SD = 6.53),
#(311) = 2.85, p = .005, d = .33. On workaholism
(MWS), women (M = 49.34, SD = 11.97) did not dif-

Variable 1 2 3 4 5 6 7 8 9
1.WTS (.92)

2. MWS 57 (.94)

3. BCM —23% —7% (78)

4. MWS motivational 447 83" —14"  (.85)

5. MWS cognitive S55%F 0 85%F —28*F 62" (.93)

6. MWS emotional 52 84" .04 607" 637" (.90)

7. MWS behavioral 3779 -0 56 547" 52%F (.89)

8. Gender -17""  -.09 -.16"" -.09 -.05 -.10 -.05 -

9. Hours worked 217 507" —.28%* 367" 477 367" A7 1577
Range 6-30 18-80  11-47 1-5 1-5 1-5 1-5 0-1 40-80
Mean 20.65 48.64 27.77 3.54 2.81 2.48 3.33 0.39 48.12
SD 5.49 11.89 6.62 0.81 0.94 0.95 0.90 0.49 8.67

Note. N = 317. Entries on the main diagonal are Cronbach’s alphas. WTS - Workplace Telepressure Scale; MWS — Multidimensional
Workaholism Scale; BCM - Boundary Creation Measure; MWS motivational — motivational subscale of the MWS; MWS cognitive
- cognitive subscale of the MWS; MWS emotional — emotional subscale of the MWS; MWS behavioral — behavioral subscale of the
MWS; gender was coded 0 for female and 1 for male; hours worked is per week.*p < .05,**p < .01.
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Table 3

Predicting workplace telepressure from workaholism and ICT boundary creation

Zero-order r § sr* b
MWS BCM WTS
MWS (.94) -17* 57* 55* 54 25
BCM (.78) -.23" -14* -13 -1
WTS (.92) Intercept = 11.46
M 48.64 27.77 20.65
SD 11.89 6.62 5.49 R? = .34%

Note. N = 317. Entries on the main diagonal are Cronbach’s alphas. MWS — Multidimensional Workaholism Scale; BCM - Bound-
ary Creation Measure; WTS — Workplace Telepressure Scale. *p < .01.

fer significantly from men (M = 47.27, SD = 11.70),
#311) = 1.51, p=.132, d = .18.

A multiple regression analysis revealed that both
workaholism (p < .01) and ICT boundary creation
(p < .01) had significant partial effects for predict-
ing workplace telepressure (see Table 3). The two-
predictor model accounted for 34.4% of the variance
in workplace telepressure, F(2, 314) = 82.45, p < .001.
Multicollinearity was not a problem with our data,
with the variance inflation factor being 1.03.

The interaction term (MWS x BCM) was then add-
ed to the model to investigate whether ICT bound-
ary creation was a moderator. The interaction term
fell short of statistical significance, K1, 313) = 2.16,
p = .143, AR? = .004. The hypothesis that boundary
creation would serve as a moderator in the relation-
ship between workaholism and workplace telepres-
sure (H3) was not supported.

As noted earlier, gender had a significant small
to medium sized association with workplace tele-
pressure and ICT boundary creation. When gender
was added to the model as a covariate, the effects of
workaholism ( = .54) and ICT boundary creation
(B = -.15) remained significant, p < .01.

We also ran multiple regressions using each work-
aholism subscale. The results with each of the worka-
holism subscales were essentially the same as with
the total scale — no significant moderation effect, but
main effects of workaholism and ICT boundary cre-
ation. Statistical details are available upon request.

DISCUSSION

Workaholism is positively related to constructs that
adversely influence employees, such as work-life
imbalance, work stress, and burnout, to name a few
(Andreassen et al., 2018; Aziz et al., 2021). The com-
pulsive nature of workaholics and the detrimental
outcomes for employees are similar to workplace
telepressure. Like workaholism, workplace telepres-

sure is also positively related to work-life imbalance,
work-family conflict, and burnout (Kao et al., 2020;
Santuzzi & Barber, 2018). Both are influenced by ICT
boundary creation. Hence, in the current study, we
investigated the relationships between workaholism,
workplace telepressure, and ICT boundary creation
to better understand how to minimize the adverse
consequences from the first two constructs.

Despite the similarities between workplace tele-
pressure and workaholism, to date, there has been lit-
tle research that has directly examined their relation-
ship. The extant research focuses on how workplace
telepressure is distinct from workaholism (Barber
& Santuzzi, 2015). However, the current study broad-
ens our understanding and contributes to research on
workplace telepressure and workaholism by support-
ing their association. Additionally, we filled a major
gap in the research literature by testing whether
ICT boundary creation serves as a moderator in the
workaholism — workplace telepressure relationship.
Adverse outcomes associated with these variables
mainly affect individuals, but they could also influ-
ence an organization. Prior research has shown that
an increase in work-life conflict often leads to lower
job satisfaction, which, in turn, is linked to turnover
intentions (Tsai & Wu, 2010; Wright et al., 2014).
For this reason, ICT boundary creation could ben-
efit workers and their organization. Furthermore, as
technology develops, more employees can work out-
side of their office space, leading to issues separat-
ing work and home life. ICT boundary creation could
help employees clarify the line between these two
domains. Doing so is more relevant than ever, with
the percentage of Americans working from home
due to COVID-19 increasing by about 51% (Parker
et al., 2020).

First, we investigated the relationship between
workaholism and workplace telepressure. It was hy-
pothesized that they would have a positive relation-
ship due to both having a compulsive aspect, as well
as relating to similar constructs. Moreover, there is
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currently a dearth of research on their association,
with one study claiming an individual’s predispo-
sition to workaholism explains part of workplace
telepressure (Grawitch et al., 2018). Their similar as-
sociations with adverse outcomes such as poor job
satisfaction and work-life balance suggest a positive
link (Barber et al., 2019; Clark et al., 2016). The find-
ings supported H1, such that workaholism and work-
place telepressure were positively related.

Next, the relationship between workplace tele-
pressure and ICT boundary creation was examined.
It was hypothesized that they would have a nega-
tive association. The work/family boundary theory
explains that some people attempt to separate their
work and life domain to avoid mixing the two (Clark,
2000). Based on this theory, perhaps the stronger
the boundary between work and home life, the less
likely workaholics will be able to give in to their
compulsion to stay connected to work through ICTs
when at home. Furthermore, work/family boundar-
ies allow employees to psychologically detach from
work and work-related tasks better. Past research has
found that high levels of psychological detachment
are related to lower levels of workplace telepres-
sure (Santuzzi & Barber, 2018). Thus, ICT boundary
creation could help facilitate psychological detach-
ment. As hypothesized, workplace telepressure and
ICT boundary creation had a negative relationship,
thereby supporting H2a.

Furthermore, the relationship between workahol-
ism and ICT boundary creation was investigated. It
was predicted that they would have a negative asso-
ciation. Based on the work/family boundary theory,
we asserted that ICT boundary creation could prevent
boundary crossing behaviors that allow workahol-
ics to continue to work incessantly while at home.
Moreover, the separation may enable workaholics to
psychologically detach from their work, which would
permit them to recover (Taris et al., 2005). As predict-
ed, the relationship between workaholism and ICT
boundary creation was negative, which supports H2b.

Lastly, ICT boundary creation’s potential moder-
ating influence between workaholism and workplace
telepressure was explored. While little research ex-
ists on ICT boundary creation, it could potentially
weaken the relationship between workaholism
and workplace telepressure by providing time for
workers to psychologically detach from work (Bar-
ber et al., 2019; Taris et al., 2005). Past studies have
mentioned that a lack of psychological detachment
from work may explain why workplace telepressure
has detrimental outcomes (Barber et al., 2019). Fur-
thermore, as indicated by the work/family boundary
theory, employees can prevent their work and home
life from blending by having a strong divide between
the two areas (Clark, 2000). Additionally, ICT bound-
ary creation causes individuals to self-limit their own
impulses regarding those technologies. The results
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did not support H3, as ICT boundary creation did
not significantly moderate the relationship between
workaholism and workplace telepressure.

STUDY LIMITATIONS

The current study findings support past research
and also fill gaps in the research literature; however,
some study limitations exist. First, the data were col-
lected during the COVID-19 pandemic, which might
have affected participants’ responses; the results
may have differed if the study had taken place be-
fore COVID-19. Also, the participants were recruited
from a pool of higher education employees at a large
Southeastern university. Therefore, the majority of
respondents had higher degrees such as doctorate
(49%) and master’s (27%). Furthermore, half of the re-
spondents reported being a type of professor (50%),
which may explain why the majority claimed to be
working variable (65%) as opposed to fixed hours
(35%). In addition, more women (61%) participated
than men (39%), and they had significantly higher
levels of workplace telepressure and ICT boundary
creation. Moreover, the majority of participants iden-
tified themselves as Caucasian/White (85%). Future
researchers should sample from a group that is more
balanced in terms of gender, and includes a more di-
verse array of races/ethnicities as well as educational
backgrounds, to improve generalizability.

The self-report nature of the study is another limi-
tation. While self-reports can make data collection
more convenient for researchers, past studies have
shown that they may result in response bias (Adams
et al., 1999). Despite these drawbacks, however, self-
reports still provide researchers with insight into
how individuals feel about various aspects of their
jobs (Spector, 1994). This was key when investigat-
ing concepts such as workaholism, workplace tele-
pressure, and ICT boundary creation, as they are
all intangible subjective constructs. Self-report data
might be inaccurate, as individuals may skew their
responses. However, Conway and Lance (2010) did
not find common method bias to be a concern, citing
the construct validity of self-report ratings and evi-
dence refuting claims of inferiority relative to other
methods.

Lastly, the use of a cross-sectional design might
entail some limitations. Data were collected at one
point in time, which does not enable potential chang-
es in the participants’ scores to be assessed over time,
or causal inferences to be made (Spector, 1994). In
the current study, a cross-sectional design was used
to establish a relationship between workaholism and
workplace telepressure; the focus was on ICT bound-
ary creation moderating this relationship and not
how these constructs change over time. As argued
by Spector (2019), cross-sectional designs can pro-



vide researchers with valuable information, such as
associations, and can rule out potential explanations
without giving causal connections. Future research-
ers should conduct longitudinal studies in order to
make causal conclusions and examine trends to fur-
ther expand the literature (Rindfleisch et al., 2008).

ORGANIZATIONAL AND PRACTICAL
IMPLICATIONS

Workaholism and workplace telepressure both nega-
tively influence employees in their work and home
life. Workaholics are more likely to have high levels
of burnout and work stress (Ackerley et al., 1988).
Similarly, workplace telepressure is related to work-
life imbalance and burnout (Kao et al., 2020; Santuzzi
& Barber, 2018). Since both variables relate to similar
negative organizational constructs, it is crucial to gain
more knowledge on workaholism and workplace tele-
pressure so that organizations can mitigate their lev-
els amongst employees and enhance employee well-
being. In turn, this would expand what it means to
be a workaholic by adding a technological aspect that
was not originally considered when the term was first
coined. Furthermore, this could result in more poli-
cies encouraging employees to disconnect from work,
ranging from a simple discussion with one’s manager
about working hours to organization-wide initiatives
(e.g., webinars, scenarios) about use of ICTs.

Due to our society becoming more technologi-
cally advanced, it has become easier for employees to
continue work-related tasks after their work hours.
Accordingly, workaholics and those with high levels
of workplace telepressure have more opportunities
to succumb to their compulsive need to work and/
or stay connected to work via ICT. Mainly due to
COVID-19, as of July 2020, 42% of the American
workforce worked from home through a computer
(Wang, 2020). With more employees working from
home, they have lost their physical boundaries and
must create nonphysical ones.

ICT boundary creation allows individuals to set
limits of when they use ICTs for work-related pur-
poses after work hours (Barber & Santuzzi, 2015).
The 71% of the US workforce working at home by
way of ICTs and other devices now relies on ICT
boundary creation as their primary boundary (Parker
et al., 2020). Fewer boundaries make it more difficult
for employees to psychologically detach from work
and recover from their day. Managers can use this
knowledge to help develop and implement training
programs (e.g., education program, training course)
for their employees which promote awareness of
and teach ICT boundary creation. Similarly, based
on their findings, Pfaffinger et al. (2022) suggest that
interventions geared toward decreasing the harmful
effects of ICT demands (e.g., workplace telepressure)

should focus on enabling worker detachment (via
communication policies).
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