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Abstract
As a kind of working group and organization situation in the background of
today’s age, workaholism has become a research topic which scholars have
paid more and more attention to. It is of great theoretical and practical significance to carry out the study of workaholism in organizational behavior and
human resource management, which not only allows managers to better
adapt to the current organizational situation to improve management efficiency, but also broadens the research perspective of employee motivation. At
present, the research on workaholism has not yet formed a perfect research
system. Foreign research focuses on the outcome variables and mechanism of
workaholism, while domestic research stays at the initial phase in this field.
Accordingly, based on a systematic review of foreign literature, this paper introduces the concept and measurement of workaholism, and systematically
sorts out the antecedents and outcomes of workaholism, ultimately in the
hope of providing a prospect of future research about workaholism. At the
same time, on this basis build a comprehensive intervention system of workaholism, thus providing practical guidance on intervention to work addiction phenomenon.
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1. Introduction
Since Oates coined the daily concept of workaholic as an academic topic [1],
workaholics have gradually become the research topic of concern to organizational behaviorists. Workaholism refers to individuals who invest a lot of time
and energy into their work [2] [3] [4], their behavior or symptoms are called
“work addiction” in academia. A survey by Andreassen found that the prevalence of workaholics in Norway reached 8.3% [5]. A survey in Italy showed that
7.6% of adolescents [6] and 10% of American adults have work addiction [7].
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“The China Labor Statistical Yearbook” shows that the average weekly working
hours of urban employees in China is 46.1 hours. The number of people working
more than 40 hours per week accounts for 49.9% of the total number, and the
number of people over 48 hours accounts for 31.5%. In the lodging and catering
industry with the longest working hours per week who has an average working
time of more than 48 hours accounting for 48.4% of the total. Although the
proportion of these data is already high, it is likely to grow further [8]. The global increase in the number of workaholics may be due to changes in the labor
market (such as global competition) [9], advances in science and technology
have led to a diversification of modern work patterns, the blurring boundaries of
work and life and other social changes [8] [10] [11]. Workaholics have become a
social phenomenon and social problem, so it is of great practical significance to
conduct in-depth discussion and research on workaholics.
At present, workaholic research is still in its infancy, Scholars have studied the
concept, dimensions, antecedents and outcome variables of workaholics [12]
[13], but there are still several important issues that need to be clarified: First,
conceptually, the connotation of workaholics has not formed a unified understanding, and there is great controversy in the cognition and emotion of workaholics [2] [14], thus hindering the development of workaholic theory and empirical research [12]; Second, in measurement The measurement of the existing
workaholics results in different structures and low polymerization validity due to
different theories based on the theory, and lack of reliable measurement tools
[14]. Third, in terms of outcome variables, workaholics have mixed effects on
organizations [9], and this issue needs further exploration. In addition, the current research is still lack of systematic, and the corresponding empirical research
is still relatively fragmented. In view of the above problems, this paper reviews
the concept and measurement of workaholics through the collation of workaholics, systematically summarizes the antecedents and outcome variables of
workaholics, and builds a workaholic based on this. In addition, this paper
summarizes a set of workaholic intervention systems, and finally looks into the
future direction of workaholic research.

2. Defining Workaholism
The term workaholism was originally derived from the analogy of “alcoholism”,
which means that workaholics at the beginning of their presentation show similarities to material addiction behavior. Therefore, in the early days of workaholic
research, scholars considered workaholics to be an addictive behavior, even
treating workaholics as a pathology [15]. With the deepening of the research, the
scholars’ understanding of the connotation of workaholics has been continuously expanded, and more research has been paid on the motives behind the workaholic behavior and their emotional experiences. In order to present the connotation of workaholics more comprehensively, this paper will sort out the concept of workaholic from three perspectives: cognition, behavior and emotional
experience.
DOI: 10.4236/jss.2018.611024
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First, cognitive. From a cognitive perspective, workaholics are considered an
uncontrolled internal forcing and intense work need [1] [16] [17] [18], this
perspective reflects the intrinsic psychological process of workaholics’ focus on
work [12] [13]. Although researchers have recognized the cognition of workaholics, there is still considerable controversy about the degree of coercion and
need for workaholics. Most scholars are more optimistic that workaholics are
obsessed with work and are less compelled; some scholars believe that workaholics are more than necessary for workaholics, and even think that workaholics
are an obsessive-compulsive disorder [14]. Other scholars are extremely convinced that workaholics are a deadly disease, and workaholics are studied as a
pathology [15] [19]. This controversy has been discussed in previous literature,
but it has not yet been fully proved. Future research can explore this issue in
depth, which may be an important factor in distinguishing between workaholics
and material addiction.
Second, behavioral performance. From a behavioral perspective, workaholics
are defined as over-investment in work. This over-investment is reflected in both
the length of work and the excessive interference of work on personal life: First,
most workaholic concepts include features that workaholics work longer hours
than other groups [2], such as Mosier believes that workaholics are people who
work at least 50 hours a week [4]. Some people argue that workaholic behavior
patterns include three aspects: individuals spend a lot of free time on their work;
often think about work outside of work [3]; do more work than organizational
requirements and the basic economic needs of oneself. On the other hand, workaholics can cause work to interfere excessively with personal life. For example,
some people believe that workaholics will work harder than work requirements
and organizational expectations, and therefore neglect life outside of work [18].
They often choose leisure activities that promote or complement work and blur
the lines between work and non-work [13] [20]. In addition, even if workaholics
face negative consequences of excessive work (such as marriage or health issues),
this over-investment will not decrease [12] [17].
Third, emotional experience. In terms of emotional experience, workaholics
tend to be accompanied by negative emotions such as anxiety and guilt during
non-work hours. These negative emotions may be due to internal compulsion
behind workaholic behavior [13] [16]. There are two views on the emotional experience of workaholics at work: Some scholars believe that workaholics do not
enjoy their work, and have lower work pleasure [21], The workaholism Battery
which developed by Spence and Robbins in 1992 clearly states that true workaholics should include high job involvement, high job drive, and low work pleasure. Aziz and Zickar argue that low work pleasure is a feature of true workaholics, but other scholars believe that true workaholics should be to enjoy and love
his or her work [13] [22]. According to Sussman, workaholics don’t necessarily
like their work, but may be addicted to experiencing temporary pleasures (such
as getting paid or signing a new work contract) [17].
DOI: 10.4236/jss.2018.611024
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In summary, scholars define workaholics from the perspectives of cognition
[1], behavior [3], or synthesis [13]. These concepts define workaholics from different perspectives and levels. A comprehensive and accurate workaholic definition should include both cognitive and emotional experiences of work, as well as
behavioral performance at work. And the three dimensions of cognition, emotion, and behavior are not separated, but are interrelated. Based on the above
analysis, this paper believes that workaholics work for a long time under an uncontrollable internal drive, and they often work with negative emotions during
non-working hours and frequently think about work, even if the negative consequences are beyond the reasonable requirements to overwork individual.

3. Measurement of Workaholism
The study of the structure and measurement of workaholics is the basis of empirical research. Since the 1980s, researchers have begun to study the structure
and measurement of workaholics. In the existing scales, although some scales are
widely used, due to the scholars’ research on the connotation of workaholics, the
understanding of their structure is inconsistent, and the content of measurement
is different, resulting in scales between each other. The aggregation efficiency is
not low [14]. Through literature review, we present the main representative
workaholic studies as follows (Table 1).
The existing research mainly uses the method of questionnaire survey. Among
the many workaholic scales currently formed in academia, the most frequently
used empirical studies are the four scales listed in Table 1. According to the
measurement of the workaholic, the scale can be roughly divided into two types:
The first type of scale focuses on the cognition or attitude of the workaholic,
such as the Workaholic Questionnaire developed by Spence and Robbins [16], it
includes three sub-scales: Work Involvement, Work Drive, Work Enjoyment.
The second type of scale mainly measures the behavior of workaholics. For example, Mudrack and Nauthton’s workaholic behavior scale measures workaholics from the two dimensions of overwork and forced work [23], with a focus on
the specific behavior of workaholics in the organization; Andreassen treats workaholics as one an addictive behavior that measures seven core factors of addiction [24].
Because the connotation of workaholics has not been unified, the background
perspective research objects of researchers are different, the current research on
workaholic measurement still needs to be improved: 1) The current workaholic
measurement has not been fully covered the definition, mostly measures the
cognition or behavior of the workaholic alone. For example, WBS measures the
behavior of workaholics, while WART prefers to measure the cognitive dimension. 2) The reliability and validity of some scales have yet to be further testing
[25]. Although the overall reliability and validity of some scales have been verified, the subscales are compared low. For example, the sub-scale work involvement of the Workaholism Battery proved to be of low validity [5] [26], subscale
DOI: 10.4236/jss.2018.611024
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Table 1. Overview of particular workaholism measures.
Researcher

Instrumen

Subscales

Spence & Robbins (1992)

Workaholism Battery
(WorkBAT)

Work Involvement (WI), Drive (D),
Work Enjoyment (WE)

Robbins (1999)

Dutch Work Addiction
Scale (DUWAS)

Compulsive Tendencies (CT),
Control (C), Impaired
Communication/Self-Absorption
(IC/SA), Inability to Delegate (ID),
Self-Worth (SW)

Schaufeli, Shimazu & Taris
(2009)

Dutch Work Addiction
Scale (DUWAS)

Working Excessively (WE),
Working Compulsively (WC)

Andreassen, Griffiths,
Hetland, & Pallesen (2012)

Bergen Work Addiction
Scale (BWAS)

None

Note: Content is obtained by collating relevant literature.

work Enjoyment has also been shown to be less relevant to workaholics [27]. 3)
Although some workaholic scales are widely used, most of them lack a solid
theoretical foundation, and the aggregation efficiency is not low [5] [14] [28]. 4)
The current types of workaholic measurement tools are relatively simple, and the
cross-scenario validity of existing scales needs further consideration and verification.

4. Correlates of Workaholism
After clarifying the definition and structure of the workaholic, it is necessary to
explore the causes and consequences of Workaholism, so that we can understand the workaholic more deeply and provide some guidance for management
practice. Literature studies show that the antecedents of workaholics can be divided into three levels: individual, organization and society.

4.1. Individual Factors
1) Demographic Characteristics. Literature studies have shown that demographic variables such as gender, age, parental social status, marital status, number
of children, education, and marital status have an impact on workaholic behavior [11] [12] [29], Andreassen show basic demographic variables (age, gender,
marriage, Status and education) explained 1.2% of difference in workaholics,
and work-related statistical variables (employment status, position, department,
annual income) can explain the difference of 5.4% [30]. Among these variables,
gender, parental social status, and workaholics are most closely related [31]. In
general, when workaholics are driven by economic pressures (such as the economic pressures of caring for the family), marital status, parental social status,
number of children, and workaholics are positively correlated. When workaholics are driven by other non-economic needs (such as self-esteem, guilt, etc.),
these variables have little effect on workaholics [12]; And males are more likely
to become workaholics [32], but some scholars have questioned that gender differences in previous studies may be differences in response to workaholic scale
DOI: 10.4236/jss.2018.611024
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projects. In fact, women are more likely to become workaholics [29]; In addition,
there is a positive correlation between education and long-term work [33].
2) Personality Traits. Personality traits have a long-lasting and stable effect on
individual behavior, and many studies confirm the close relationship between
workaholics and different personality traits. For example, type A personality is
positively correlated with workaholics [34], Clark found that individuals with
narcissistic have higher recognition of their importance and power needs, and
are more likely to become workaholics [35]; the study of the relationship between self-esteem and workaholic is still controversial, Burke et al argue that individuals with high self-esteem have high expectations and high standards for
themselves and too much work [36], while other scholars believe that low
self-esteem individuals have low self-worth and often think that they have insufficient ability, This kind of cognition may drive low self-esteem people to work
hard to achieve low success, so self-esteem and workaholics should be negative
relevance [21] [37]. Aziz argued that the reason for the positive correlation with
Burke may be that Bureke only measured one dimension of workaholics, namely
work involvement [21]. The results of Clark et al. showed that self-esteem was
not significantly related to workaholics [12]; Big Five personality is a comprehensive and effective personality classification method. Previous studies have
shown that the five factors of Big Five personality are related to workaholics
[25], as studied by Burke showed that extroversion was significantly positively
correlated with work involvement and work enjoyment, neuroticism and work
drive [36]. An empirical study by Clark et al showed a positive correlation between neuroticism and job drivers, and the other four factors were not found to
be significantly associated with workaholics [35].

4.2. Organizational Factors
1) Work characteristics. The work characteristic variables are based on the Job
Demands-Resources Model by Bakker and Demeroutican be divided into work
requirements and work resources [38]. 1) Job requirements: There are three
main job requirements that have an impact on the workaholic: a) role overloaded, that is, the employee thinks that they have a lot of work roles and the
task does not have enough time to complete; b) role ambiguity, lack of job responsibilities for specific jobs Clear and clear definition; c) work conflict, employee ability and job role pressure do not match. Clark et al argued that there
may be a positive correlation between these three jobs and the workaholics [12],
but the conclusions need more empirical research support. 2) Working resources: The sense of work control and the support of superiors are two kinds of
working resources that have an impact on workaholics. However, there are still
few studies in this area. The current research mainly tests the relationship between work control, supervisor support, organizational support and other work
resources and workaholics. Schaufeli, Bakker found that workaholics are less
dependent on job control and supervisor support for these work resources, beDOI: 10.4236/jss.2018.611024
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cause workaholics are more one-sided, stubborn, and self-sufficient [39]. Spurk
found that organizational support increases employee psychological security and
reduces employee workaholic levels [19]. But most studies show that work resources are negatively correlated with workaholics [12].
2) Organizational Culture. Organizational culture contains a set of core values, beliefs, shared meanings of potential ideologies, and basic assumptions that
organizational life teaches new members the appropriate way of thinking [40].
Many studies have shown that organizational culture plays an important role in
promoting and strengthening workaholics [9]. Workaholics are generally popular in the work environment of male culture characterized by extreme competition, eagerness for power, task orientation, and fear of failure [41]. Mazzetti empirical studies show that the excessive working atmosphere in the organization
has a significant impact on the workaholic [41]. In addition, the competitive environment in the organization, especially the competition at the same level will
promote the formation of workaholics [9] [42]. In addition, Hu explored the
differences in workaholics in different cultural environments through surveys of
five countries in the Netherlands, Spain, Finland, China, and Japan [43].

4.3. Social Factors
Not only do some internal factors within the organization affect workaholic behavior, but the external social environment also has an impact on workaholic
behavior. With the changing labor market (such as global competition) many
employees have to work harder [44], and the social competitive environment has
prompted the expansion of the workaholic range. In addition, based on Bandura’s social learning theory, individuals will be influenced by celebrities and some
role models promoted by the media [28], if these socially influential celebrities
or role models have workaholic behavior or tendencies, It can also lead to the
possibility of individual workaholic behavior. The social support that employees receive also has an impact on workaholics, such as, Peplińska suggesting that social support can reduce women’s workaholics [45]. Although the influence of social factors on workaholics cannot be ignored, some scholars have
also discussed the influence of social factors on workaholics, but lack of in-depth
empirical research, which is also a weak link that can be supplemented by future
research.
In summary, these variables explain the generation and maintenance of workaholics from three different levels: individual, organization, and society. Workaholics may be caused by individual factors (such as demographic variables,
personal traits), organizational factors (such as the characteristics of work, Organizational reward system) and the result of a combination of socio cultural
factors (such as a culture that emphasizes competence and competition). However, at present, the research on the pre-worker’s predisposition to variables is
relatively simple and not comprehensive, and there is no unified view. The internal mechanism of the effects of various factors on the workaholics needs to be
further explored.
DOI: 10.4236/jss.2018.611024
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5. Outcomes of Workaholism
Is the impact of workaholics on organizational strategy and business operations
positive or negative? What is the impact on the physical and mental health of the
individual? This has always been a matter of great concern to businesses and individuals, and is a controversial issue in academia [46]. The current research on
the workaholic outcome variables is concentrated at the individual level, which
can be divided into three aspects: health, family and work.

5.1. Health
1) Physiological health. Meta-analysis by Clark shows that workaholics are
negatively correlated with physical health [12]. Workaholics spend a lot of time
and energy on their work, causing the brain and body to not get rest, rest and
recovery [47]. Overwork will increase the activity of the sympathetic nervous
system [48], and the coercive characteristics of workaholics can also cause anxiety, which can lead to increased heart rate and blood pressure [11], which leads
to fatigue and sleep problems [49]. In addition, workaholics increase the probability of some diseases, for example, workaholics are an important risk factor for
stress-related diseases and a major risk factor for cardiovascular disease [50]
[51], Long-term work is an important risk factor for hypertension [52].

5.2. Mental Health
The key impact mechanism of workaholics on mental health may be the loss of
energy and the loss of energy resources [11] [53]. Individuals often feel tired after a long period of work, and the workaholics continue to work and the resulting long-term fatigue can lead to various mental health problems unless the fatigue activity is stopped [2] [54] [55] [56]. This is because the individual’s energy
resources are limited. When the individual continues to invest in work-related
activities, the resource pool may be occupied, and the loss of resources and insufficient energy recovery are important precursors to stress and fatigue [57].

5.3. Family
Family-related outcome variables include family satisfaction, marital satisfaction, interpersonal relationship satisfaction, and work-family conflicts. The excessive investment of workaholics in their work makes them have no time and
energy to deal with interpersonal relationships, which can easily lead to low family satisfaction, low marital satisfaction, low interpersonal satisfaction, low
family satisfaction, and work-family conflicts. Many empirical studies have
shown that workaholics have a negative impact on interpersonal satisfaction
[2] [58] [59], while workaholics sacrifice their family time and family responsibilities [18] leading to uncoordinated family relationships, family dysfunction,
work-family conflicts [8] [21] [29], and so on. In recent years, the impact of
workaholics on a person’s family or other social roles has received increasing attention [12].
DOI: 10.4236/jss.2018.611024
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5.4. Work
1) Job performance. Workaholics have a controversial impact on job performance. On the one hand, workaholics have a positive effect on job performance.
Workaholics invest more time and energy into their work, and their work will
naturally be more productive and work better [50], Gorgievski’ research suggests
that workaholics are associated with entrepreneurial innovation behavior [60].
On the other hand, workaholics have an inhibitory effect on job performance
[61]. The reasons are: First, workaholics need to work constantly and create
more busy work, which makes simple work more complicated and therefore reduces job performance [3] [15]; then, The high workload may be related to lower
job quality and productivity [16]; Finally, workaholics sacrifice interpersonal relationships because they are overworked, and may have an adverse effect on assessment.
2) Work pressure. Because workaholics are driven by internal pressures, and
non-work is accompanied by negative emotions such as guilt and anxiety, So
workaholics often set unreasonably high standards for themselves, so they may
be subject to more work pressure [8] [21]. This has been supported by previous
empirical studies. For example, Spence and Robbins found that workaholics
were under greater pressure than those who really loved work. Kanai, Wakabayashi [16], and Fling also obtained the same research result. there may be a
positive relationship between workaholics and work stress [62].
3) Job Satisfaction. The impact of workaholics on job satisfaction also be controversial. On the one hand, since workaholics often accompany negative emotions such as guilt when they are not working, they should have higher levels of
satisfaction at work [13]. The study by Schaufeli supports this inference, and
they find that workaholics are positively correlated with job satisfaction [18]. On
the other hand, some scholars believe that the characteristics of workaholic high
work drive, high work involvement and low work pleasure indicate to some extent that workaholics are not satisfied with the work [34] [61], this negative relationship can be explained by self-determination theory [63]: workaholics may be
driven by the idea that the feels that they should work hard, not the individual’s
own values, the choice of goals and interests is free, so they may not feel real satisfaction at work [37].
From the above review, we can find that the impact of workaholics on personal health and family is mainly negative, and both positive and negative effects on
work exist simultaneously. Therefore, the impact of workaholics on work cannot
be viewed simply from the negative and positive dimensions, and may need to be
explored from a more macro perspective. For example, we can analyze the impact of workaholics on work from a short-term and long-term perspective. From
the short-term results, workaholics invest a lot of time and energy at work, and
job performance may be higher than non-workaholics. But in the long run,
workaholics can lead to more physical and mental health problems, poor interpersonal relationships, and discordant family life, which may reduce job effecDOI: 10.4236/jss.2018.611024
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tiveness [12]. In addition, the current workaholic outcome variables are limited
to the individual level, and few studies aggregate the workaholic outcome variables into organizational or team level exploration. Future research may require an integrated framework to explain the impact of workaholics on the organization, and explore the areas in which workaholics can improve job performance and promote overall organizational development. Under what circumstances workaholics will reduce job performance, damage organizational interests, and hinder organizational development.

6. Interventions of Workaholism
Although the research on the characteristics and influencing factors of workaholics has not yet reached a complete agreement, scholars mostly agree that
workaholics have some negative effects on individuals, their families and organizations. Based on the previous summary of the workaholic precautionary variables, the workaholic intervention strategy should consider the internal factors
such as individual personality traits, behavioral motivation, value cognition, etc.,
as well as the external environment in which the individual is located, such as
family education and organization culture. Therefore, workaholic intervention
requires the cooperation of organizations, families, and individuals and based on
the literature research, this paper constructs a multi-level, all-round intervention
system with multiple approaches and internal and external considerations.
First level, prevention mechanism. Organizational culture and the family environment are important causes of workaholics [24] [41]. In the organization,
the norms and values that match reasonable work involvement and focus on efficiency can be established. Specifically, companies can take the following measures: First, establish a balance between efforts and rewards. If a scientific incentive system is set up, avoid the phenomenon of workaholics by means of praise
or material rewards; second, reasonable scheduling of work tasks. Organizations
can assign appropriate stimulating and challenging tasks to employees; third,
giving employees continuity and constructiveness feedback. Understand the
work dynamics of employees and guide them to improve work efficiency.
Fourth, give employees a bright future and security from the perspective of employees. In the family environment, we can prevent workaholics from the following two aspects. First, to ensure normal family system functions, to create a
good family growth environment. Second, set the right example in the family,
parents and other family members try not to behave as a workaholic [64]. In addition, avoiding excessively harsh or beloved parenting styles can reduce the
probability of workaholics.
Second level, control mechanism. This stage is mainly to improve the management and control ability of the employees in the face of workaholic risk
through selection and training. According to the trait theory, personality traits
have a significant predictive effect on workaholics, enterprises can control both
in terms of selection and training. First, enterprises can avoid such characteristic
DOI: 10.4236/jss.2018.611024
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people in the selection process, or select suitable positions for them to avoid high
pressure, high competition or excessive work environment; Second, the organization can arrange employee training on work-life balance, such as time management, decompression and relaxation techniques, and setting boundaries
(Andreassen et al., 2014), flexible work hours can also reduce work-family Conflict (Russo & Waters, 2006).
The third level, intervention mechanism. For workaholic members in the organization, it is necessary to take a comprehensive intervention on their motivation, cognition, and behavior to minimize the harm of workaholics. The organization can provide internal or external consultants to employees, and can also
help workaholics get out of trouble through various professional psychological
counseling and treatment methods. Among the corresponding interventions,
motivational talks (MI) and cognitive behavioral therapy (CBT) are often used
to treat behavioral addiction and are an effective way to treat workaholics.
In general, research on workaholic interventions is currently very limited, and
existing treatments are based primarily on theoretical recommendations or inconclusive clinical reports (Gordon et al., 2017). The negative impact on individuals and organizations has been supported by a large body of research and
cannot be underestimated (Aziz et al., 2018; Shkoler et al., 2017; Gillet et al.,
2017), so future research needs to be explored in this area, this is also the significance of research workaholic practice.

7. Future Research Directions
This paper systematically sorts out the concept of workaholics, the research on
workaholics has made certain progress. At the same time, there are still some
problems in the existing research. Future research needs to be further expanded
and improved in the research content and methods.
First, clarify the conceptual connotation of workaholics. At present, the divergence of workaholic concepts has seriously hampered the development of
workaholic theory and empirical research (Clark et al., 2016). Therefore, clarifying the connotation and extension of workaholics is the premise basis for further
empirical research. Summarizing the existing research, the controversy of the
workaholic concept is mainly concentrated on two points: the degree of compulsion to the work and experience’s emotional experience. To clarify whether
workaholics really enjoy work is an important key to distinguish between workaholics and work commitments, and to clarify the degree of compulsion of
workaholics to work can clarify the difference between workaholics and general
material addiction behavior. Although these two points have been discussed in
the past literature, they lack theoretical basis and empirical evidence, and further
research is needed.
Second, improve the measurement tools of workaholics. The development and
improvement of measurement tools is an important guarantee for promoting the
empirical research of workaholics. At present, the research on the workaholic
DOI: 10.4236/jss.2018.611024
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structure is still under investigation, the content and elements of the workaholic
are still uncertain and controversial. Most of the developed workaholic scales
lack a solid theoretical foundation, and the aggregation efficiency between them
is not high [5]. Future research needs to further explore the concept and composition of workaholics, further development and Improve the measurement tools
of workaholics. In addition, future researchers need to develop a local workaholic scale based on the original concept of the West, combined with domestic
organizational situations and management practices, to further promote the development of workaholic research in China.
Third, expand the impact mechanism of workaholics. The existing research
mainly discusses the formation of workaholics from the perspectives of organizational environment and individual personality traits, but less attention is paid
to psychological factors such as individual emotional intelligence and psychological resilience. Future research can explore the impact of factors such as psychological security, work safety, and psychological capital on workaholics.
Second, the formation of workaholics is the result of social, organizational, and
individual interactions. The current research focuses on one. At the level, there
is a lack of a comprehensive discussion of the influence mechanism of workaholics from the perspective of individuals and organizations. Therefore, cross-level
research of workaholics is an important breakthrough in future research.
Fourth, improve the intervention system of workaholics. Extensive empirical
research have shown that workaholics have a negative impact on both organizations and individuals. Is there a way to avoid workaholics and slow down the
negative effects of workaholics? In the past, there was little research on the intervention of workaholics. Although this paper has compiled a complete and
comprehensive intervention system based on the predecessors, the future research needs to be continuously improved and improved. Through the continuous interaction between practice and theoretical research, the practical value
of workaholic research.
Fifth, Combine diverse research methods. Most of the existing researches use
questionnaires to measure workaholics. These measurement tools are mainly
self-assessed by the respondents and there are homologous method biases. Future research can be measured in combination with self-assessment and other
evaluation methods. It can also be measured in different time periods; in addition, longitudinal research will help the workaholic research to be deeper. The
use of tracking surveys can help us to understand the development process of
workaholics and dynamically examine the effects and changes of workaholics on
employees and organizations.

8. Conclusion
This study reviews the development of workaholics. Although workaholic research has developed slowly, more and more scholars have begun to pay attention to this topic in recent years. In fact, although workaholics are more comDOI: 10.4236/jss.2018.611024
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mon in daily work, the existing academic research is still very limited. Understanding the correlates and outcomes of workaholics can provide a theoretical
basis for the management of enterprises, but the relevant research is still very limited. We hope that future research can conduct empirical research on the basis
of clarifying the nature of workaholics, which is currently particularly needed.
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