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Workaholic job behaviors among hotel managers in Beijing
China: Potential antecedents and consequences*

Abstract:
This research examined the relationship of two workaholic job behaviors proposed by Mudrack (2007) and poten-
tial antecedents and consequences.  The two workaholic job behaviors were Non-required work and Control of ot-
hers.  Data were collected from 309 male and female managers working in 3, 4 and 5 star hotels in Beijing China
using anonymously completed questionnaires, a 90% response rate. The two workaholic job behaviors  were sig-
nificantly and positively correlated (r=.63, p<.001)  Managers scoring higher on the two workaholic job behaviors
were at higher organizational levels, worked in more intense jobs and worked more hours per week.  Managers sco-
ring higher on the two workaholic job behaviors were also more perfectionistic and delegated less often.  Contrary
to predictions, however, workaholic job behaviors had few relationships with work and career satisfaction, work-fa-
mily and family –work conflict and indicators of psychological well-being.  Mudrack’s two workaholic job behavi-
ors seemed to be measures of characteristics of high level jobs than actual workaholic behaviors. 
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Organizations today are facing increasing
pressure to remain competitive and increase
their performance in the face of global chal-
lenges.  This has resulted in increases in
work hours among many of those still fortu-
nate to have jobs.  Some individuals have no
choice but to work longer hours in order to
meet organizational expectations; other in-
dividuals freely choose to work long hours
because they many love their jobs in some
cases or may be addicted to their work in
other cases. The present research examines
correlates of workaholic job behaviors
among men and women working in hotel
management jobs in China.  To our know-
ledge, no previous research has considered
this subject.  

We begin by reviewing some literature add-
ressing workaholism in organizations   and
then consider the hospitality and tourism
sector in China.

Workaholism in organizations

Although workaholism has received consi-
derable attention in the popular press, very
little research has been undertaken to furt-
her our understanding of it. It should not be
surprising then that opinions, observations
and conclusions about workaholism are
both varied and conflicting.

Some view workaholism positively from an
organizational perspective (Machlowitz,
1980); others view workaholism negatively
from both an individual and organizational
perspective. (Fassel, 1990; Killinger, 1991;
Schaef & Fassel, 1988; Oates, 1971, Porter,
1996). Researchers have also used different
definitions of workaholism (see Scott, Moore
& Micelli, 1997; Spence & Robbins, 1992, Ro-
binson, 1998, for examples).

The measure of workaholism then becomes
critical to our understanding of it.  Two mea-
sures have been widely used to study wor-
kaholism; one, the most widely used,
developed by Spence and Robbins-the wor-
kaholism triad (1992), and the other develo-
ped by Robinson-the Work Addiction Risk

Test or WART (1998). And as often happens
in organizational research, the more a mea-
sure is used the more questions are often rai-
sed about it.  Both the Spence and Robbins
and Robinson measures have received some
criticism. The Spence and Robbins measure
contains three components,(work involve-
ment, feeling driven to work because of
inner pressures, and work enjoyment).  Stu-
dies have shown that the work involvement
measure sometimes lacks reliability, is not
found in some  factor analyses, and contains
attitudes (work involvement) and outcomes
(work enjoyment). Mudrack (2007) and
McMillan, O’Driscoll, Marsh and Brady
(2001) have raised these concerns.  The Ro-
binson measure contains items that overlap
with negative outcomes (Burke 2000).  

Two new measures of workaholic behaviors
have been developed over the past few years
by Mudrack (2007) and Schaufeli, Taris and
Bakker    (2007). The Mudrack measure in-
cludes two scales: Non-required work and
Control of others.  The Schaufeli, Taris and
Bakker   measure also contains two scales
(Working compulsively, Working excessi-
vely).  Both view workaholism negatively,
and both attempt to measure individual
workaholic job behaviors.

Building on the Scott, Moore and Micelli
(1997) review, Mudrack argues that worka-
holism is a behavior or behavioral tendency.
Workaholic job behaviors would include
spending discretionary time at work, thin-
king about work when not at work, and
working more than required by one’s orga-
nization or one’s economic needs. In a study
of a large  sample of US MBA students, he
reports modest but significant relationships
of the two scales (Non-required work, Con-
trol of others) with several work attitudes
(e.g., job involvement, job satisfaction, job
stress, role conflict) and personality factors
(e.g., need for achievement, affiliation, or-
derliness, rigidity. Control of others was
more strongly correlated with other variab-
les than was Non=-required work.  In this
study, Non-required work and Control of ot-
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hers were significantly and positively, but
moderately, correlated (r=.25, p<.001). The
present study uses the two Mudrack worka-
holic job behavior scales, adding a wider va-
riety of potential antecedents and
consequences, and applies them to a diffe-
rent sample (managers and professionals
working in hotels) working in a different
culture and country (China).

Hospitality and Tourism in china

Increasing research attention has been devo-
ted to understanding the Chinese economy
and Chinese business practices (e.g., Amb-
ler, Witzel & Xi, 2008).  China is a growing
economy that may be the world’s largest by
2025.  An increasing number of multi-natio-
nal companies are now operating in China.
The Chinese government is privatizing more
sectors and organizations as it transitions
from a centrally-planned to a more open eco-
nomy. 

One sector that exemplifies these changes is
the hospitality and tourism sector (Lew, Yu,
Ap & Guangrui, 2002; Tisdell & Wen, 1991).
Hospitality and tourism now account for an
increasing part of China’s GDP and job
growth (Poffenberger & Parry, 2007; Wang,
2008; Webb, 2004) And while all hotels were
state owned 30 years ago, today there is a
mixture of ownership arrangements inclu-
ding state-owned properties, foreign mana-
ged properties, and joint ventures with
international hotel chains (e.g., Marriott)
available to Chinese and foreign travelers
(Heung, Zhang & Juiang, 2008; Mak, 2008;
Xiao, O’Neill & Wang, 2008). .Foreign tou-
rists now account for an increasing number
of visitors to China (Lew, 2007). 

Although growing, the hospitality and tou-
rism sectors in China still face important
challenges (Gu, 2003, Pine & Qu, 2004).  The
Beijing Olympics held in August 2008 drew
fewer visitors to China than expected. In ad-
dition, China had a major earthquake a few
months before the Olympics and received
negative publicity for its handling of Tibet
and for human rights abuses more generally
(Gartner & Shen, 1992). In addition, Chinese

hotels in the past were seen as providing
poor quality service and having low levels
of cleanliness (Cook, 1989; Tsang & Qu,
2000).In addition, there is some evidence
that Chinese workers report lower levels of
work engagement than do workers in other
countries (Fenci & Masarech, 2008; Kulesa,
2008). Finally, China may have built more
hotels than it can accommodate (Zhao, 1989)
increasing competition within the country.

Hotels are in the service sector; the quality
of service depends largely on the attitudes
and behaviors (quality) of hotel staff.  Besi-
des improving the quality of service and le-
vels of cleanliness, hotels in China face other
challenges (Hae-Yan & Baum, 2006; Qiu &
Lam, 2004; Wang & Qu, 2004). These include
the shortage of highly skilled staff,  anticipa-
ted future shortages of staff as the workforce
ages with fewer new workforce entrants ar-
riving, and cultural values (Hofstede, 1980)
that may interfere with providing high qua-
lity service (e.g., saving face). 

There are also some unique aspects of ma-
naging in the hospitality sector.  These in-
clude its’ labor intensiveness, high labor
turnover, weak internal labor markets, the
low status and gender composition of the
workforce (mostly female), the 24/7 52
weeks a year operation and a low level of
professional prestige.  These factors place a
high demand on mangers to both maintain
daily operations and undertake long-term
planning.  It is also likely that male custo-
mers and clients, along with male collea-
gues, would perceive female managers as
less capable and interact with them in ways
that would diminish their abilities and job
success (Cooke, 2004; Frank, 2001). The hotel
industry is also seen as requiring operating
managers to make sacrifices in their family
and personal lives, particularly difficult in a
culture that makes women responsible for
home and family. These demands include
working long irregular hours, being seen
and available, and relocating (Munck, 2001)..  

Research Objectives

The present study attempts to replicate and
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extend the earlier Mudrack research by em-
ploying a different occupational sample in a
country at a different stage of economic de-
velopment and having different values
(Hofstede, 1980).  In addition, since the
Mudrack scale has only been used in one
previous study, this research will add to our
understanding of it. 

Based on the workaholism literature, the fol-
lowing general hypotheses were considered.

1. Scores on the two workaholic job behavi-
ors would be significantly and positively
correlated.

2. Managers scoring higher on the two wor-
kaholic job behaviors would work more
hours per week and report greater work in-
tensity.

3. Managers scoring higher on the two wor-
kaholic job behaviors would score higher on
both perfectionism and non-delegation. 

4, Hotel managers scoring higher on the two
workaholic job behaviors would indicate
lower levels of satisfaction, and work enga-
gement and greater intent to quit.

5. Hotel managers scoring higher on the two
workaholic job behaviors would indicate a
poorer quality of life and more psychological
distress. 

Method

Procedure

A member of the research team and a Vice-
Director of an international training center
for hotel managers in Beijing called senior
managers of 25 hotels in Beijing asking them
to have their properties take part in the re-
search.  The Directors of Human Resources
of these properties met a research team
member who explained the purposes of the
study and asked them to nominate respon-
dents in middle management and above to
complete anonymous questionnaires. Scales
developed in English were translated into
Mandarin using the back-translation method
to check for accuracy in translation. The re-
search team member then went back to par-

ticipating hotels to pick up completed sur-
veys.  Data were collected from 19 hotels (a
76% participation rate), four 5 star hotels,
five 4 star, and ten 3 star hotels.  Nominated
respondents at the various properties ran-
ged from a high of 30 to a low of 1.  About
330 surveys were distributed and 309 sur-
veys were returned, a response rate of about
90%.  Almost 60% of the respondents wor-
ked in 3 star hotels with about 30% in 5 star
hotels and about 15% in 4 star hotels.

The hotels varied in size, age, location in Bei-
jing, ownership structure and country of ma-
nagement.  This sample of hotels was
diverse and is best described as a conveni-
ence sample.

Respondents

Table 1 presents the demographic characte-
ristics of the sample (N=309). About one-
third of the sample was between 36-40 years
of age, 59% were male, most were married
(78%), with children (52%), most had high
school education (42%) were in middle ma-
nagement (74%), had supervisory duties
(95%), had worked in hotels and hospitality
before their current job (94%), had conside-
rable hospitality/hotel sector tenure (about
60% having 10 or more years, but less hotel
and job tenure (50% having 5 or fewer years
of hotel tenure and 68% having 5 or fewer
years of job tenure), most worked in mid-
sized hotels having 300-400 employees
*(30%), and a majority worked between 41-
50 hours per week (41%). 

Measures

Personal Demographic and work Situation
Characteristics 

A number of personal demographics (e.g.,
age, gender, level of education, marital and
parental status) and work situation charac-
teristics (e.g., organizational level, job and
organizational tenure) were measured by
single items (see Table 1). 

Workaholic Behaviors

Two measures of workaholic job behaviors
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developed by Mudrack (2007) were inclu-
ded. One, Non-required work, had 4 items
(α =75).  An item was “Thinking of ways to

improve the quality of work provided to
customers and/or co-workers.”  The other,
Control of others, also had 4 items (α =.82).

Age N % Gender N %
30or less 68 23.2 Male 180 59.4
31 – 35 50 17.1 Female 123 40.6
36 – 40
41 – 45
46 or older

Marital Status
Single/divorced
Married

Children
Yes
No

Education Level
Middle School
High school
College 3 years
College 4 years
Bachelors
Masters

Organizational Level
Non management
Lower management
Middle management
Senior management

Years in Hospitality
5 years or less
6 10
11 15
16 – 20
21 or more

Job tenure
1 year
2 – 5
6 – 10
11 or more

90
38
47

66
236

184
112

7
30
128
89
40
9

9
40
224
29

45
71
48
96
40

70
121
61
37

30.7
13.0
16.0

21.9
78.1

62.2
37.8

2.3
9.9
42.2
29.4
13.2
3.0

3.0
13.2
74.2
9.6

15.0
23.7
16.0
32.0
13.3

24.2
41.9
21.1
12.8

Length of Marriage
1 – 5 years
6 – 10 years
11 – 15 years
16 – 20 years
21 years or more

Number of Children
1 child
2 or more

Work Hours
40 or less
41 – 50
51 or more

Supervisory Duties
Yes
No

Worked in hospitality
before
Yes
No

Hotel Tenure
2 years or less
3 – 5
6 – 10
11 or more

Employees
100 or less
101 – 200
201 – 400
401 or more

57
51
48
39
35

179
7

112
122
65

288
15

286
17

67
76
62
82

36
71
87
89

24.8
22.2
20.8
16.9
15.2

96.2
3.8

37.5
40.8
21.7

95.0
5.0

94.4
5.6

23.3
26.5
21.6
28.6

12.7
25.1
30.8
31.4

 

Table 1

Demographic Characteristics of Sample
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One item was “Fixing problems created by
other people”. 

Job Demands

Two job demands were included. Work
hours were assessed by a single item.  Re-
spondents indicated the number of hours
they worked in a typical week. Work inten-
sity was assessed by a 15 item scale (α =.84).
Some items were taken from Hewlett and
Luce (2006) while others were developed by
the researchers.  Items included: “an unpre-
dictable flow of work”, “availability to
clients 24/7”, and “a large scope of respon-
sibility that amounts to more than one job”. 

Job Behaviors

Two job behaviors were assessed. Perfec-
tionism was measured by 8 items (α=.71) de-
veloped by Spence and Robbins (1992). One
item was “I cannot let go of projects until I’m
sure they are exactly right.” Non-delegation
was assessed by 7 items (α =.68) also devel-
oped by Spence and Robbins (1992).  An
item was “I feel that if you want something
done correctly you should do it yourself.”

Work and Well-Being Outcomes

A wide range of outcome variables were in-
cluded in this study covering both work and
extra-work domains.  These variables were
consistent with those typically used in stud-
ies of work and well-being more generally
(e.g., Barling, Kelloway & Frone, 2005;
Schabracq, Winnubst & Cooper, 2003).

Work Outcomes

Four work outcomes were included. Job sat-
isfaction was measured by a seven item scale
(α =.87) developed by Kofodimos (1993).  An
item was “I feel challenged by my work.”
Career satisfaction was assessed by a five
item scale (α =.84.) created by Greenhaus,
Parasuraman and Wormley (1990).  One
item was “I feel satisfied with the progress I
have made in my career to date.” Job stress
was measured by a nine item scale (α =.75)
developed by Spence and Robbins (1992).
One item was “Sometimes I feel like my
work is going to overwhelm me.” Intent to

quit was measured by two items (α =.68)
used previously by Burke (1991).  One item
was “Are you currently looking for a differ-
ent job in a different organization? (yes/no).

Work engagement

Three aspects of work engagement were as-
sessed using scales developed by Schaufeli,
Salanova, Gonzalez-Roma and Bakker
(2002).  These were:  Dedication was as-
sessed by five items (α =93) One item was “I
am proud of the work that I do.”  Vigor was
measured by six items (α =.65).  An item was
“at my work I feel bursting with energy.”
Absorption was measured by six items (α
=.86).  One item was “I am immersed in my
work.” Respondents indicated their agree-
ment with each item on a five-point Likert
scale (1=strongly disagree, 3=neither agree
nor disagree, 5=strongly agree).

Quality of life

Work-Family Conflict

Three aspects of work-family conflict were
assessed using scales developed by Carlson,
Kacmar and Williams (2000).  Each had three
items and assessed time-, strain-, and be-
havior-based conflict. These three scales
were combined into a composite score since
they were significantly and positively inter-
correlated (α =.85). One item was “The stress
from my job often makes me irritable when
I get home.”

Family-Work Conflict

Three aspects of family-work conflict were
assessed using scales developed by Carlson,
Kacmar and Williams (2000) each had three
items and assessed time-, strain-, and be-
havior-based conflict.  These three scales
were combined into a composite score since
they were significantly and positively inter-
correlated (α=.86).  An item was “I have to
miss work activities due to the amount of
time I must spend on family responsibili-
ties”.

Psychological Well-Being

Three aspects of psychological well-being



were considered. Exhaustion was measured
by a nine item scale (α =.89), part of the
Maslach Burnout Inventory, developed by
Maslach, Jackson and Leiter (1996).  An item
was “I feel emotionally drained from my
work” Psychosomatic symptoms was meas-
ured by a nineteen item scale (α =.90) devel-
oped by Quinn and Shepard (1974).
Respondents indicated how frequently they
had experienced each physical symptom
(e.g., headaches, difficulty sleeping) in the
past year.  Life satisfaction was assessed by
a five item scale (α =.82) created by Diener,
Emmons, Larsen and Griffin (1985). A sam-
ple item was “I am satisfied with my life.”

Results

Descriptive statistics

Non-required work and Control of others
were correlated .63 in this study, signifi-
cantly different from zero (p<.001), and sig-
nificantly higher than in the North American
sample. Respondents scored slightly higher
on Non-required work than on Control  of
others, the respective means being 3.5 and
3.3.Males and females indicated similar lev-
els of Non-required work (3.5 and 3.4, re-
spectively) and Control of others (3.2 and
3.4, respectively)

Analysis Plan

In order to better understand the
measures of workaholic job behav-
iors, and to examine our general hy-
potheses, a hierarchical regression
analysis was first undertaken in
which the two workaholic job be-
haviors were regressed on two
blocks of predictors.  The first block
of predictors (N=5) consisted of per-
sonal demographics (e.g., age, gen-
der, education). The second block of
predictors (N=4) consisted of work
situation characteristics (e.g., organi-
zational level, job and hotel tenure).
When a block of predictors ac-
counted for a significant amount or
increment n explained variance on a

given criterion variable (p<.05), individual
items or measures within such blocks hav-
ing significant and independent relationship
with these criterion variables were then
identified (p<.05). The two workaholic job
behaviors were then entered as a third block
of predictors to determine their relationship
with the dependent variables. This analysis
controls for the relationship of both personal
demographic and work situation character-
istics before examining the relationship of
both the two workaholic job behaviors and
the work and well-being outcome variables. 

Predictors of Workaholic Job Behaviors

Table 2 presents the results of hierar-
chical regression analyses in which the two
workaholic job behaviors were regressed on
two blocks of predictors (personal demo-
graphics and work situation characteristics).
The following comments are offered in sum-
mary.  One block of predictors (work situa-
tion characteristics) accounted for significant
increment in explained variance on both
workaholic job behaviors. Managers at
higher organization levels and managers
working in larger hotels reported higher lev-
els of workaholic ob behaviors (Bs=.17 and
.13, and .15 and .16, respectively)

Workaholic job behaviors among hotel managers in Beijing China: Potential antecedents and consequences 19

Table 2

Predictors of Workaholic Job Behaviors
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Job Behaviors

Table 3 shows the results of hierarchical re-
gression analyses in which perfectionism
and no0n-delegatin were regressed on three
blocks of predictors (personal demograph-
ics, work situation characteristics, worka-
holic job behaviors). The following
comments are offered in summary.  First two
blocks of predictors accounted for a signifi-
cant increment in explained variance on per-
fectionism.  Managers at higher
organizational levels and managers scoring
higher on Non-required work reported
higher levels of perfectionism (Bs=.13 and
.32, respectively) Second, one block of pre-
dictors accounted for a significant increment
in explained variance on non-delegation
(workaholic job behaviors).  Mangers scor-
ing higher on Control of others, and man-
agers scoring lower on Non-required work,
reported higher levels on non-delegation
(Bs=.29 and -.29, respectively).

Job Demands 

Table 4 shows the results of hierarchical re-
gressions in which two job demands (work
hours, work intensity) were regressed on the
three blocks of predictors.  One block of pre-
dictors (workaholic job behaviors) ac-
counted for a significant increment in
explained variance on both. Neither worka-

holic job behaviors, however, had inde-
pendent and significant relationships with
hours worked; both Non-required work and
control of others, however, had significant
and positive relationships with work inten-
sity (Bs=.36 and .24, respectively).    

Work Outcomes

Table 5 shows the results of hierarchical re-
gression analyses in which the four work
outcomes (job satisfaction, career satisfac-
tion, job stress, intent to quit) were regressed
on the three blocks of predictors.   First, one
block of predictors (workaholic job behav-
iors) accounted for a significant increment in
explained variance on job satisfaction; man-
agers scoring higher on Non-required work
were more job satisfied (B=.22). Second,
none of the blocks of predictors accounted
for a significant amount or increment in ex-
plained variance on career satisfaction.
Third,  two blocks  of predictors accounted
for a significant amount and increment in ex-
plained variance on job stress.  Managers
having longer organizational tenure re-
ported higher levels of job stress (B=.19).
Fourth, only one block of predictors ac-
counted for a significant amount or incre-
ment in explained variance on intent t quit
(workaholic job behaviors).  Managers scor-

Table 3

Predictors of Job Behaviors 

Table 4

Predictors of Job Demands
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ing higher on Non-required work indicated
lower intentions to quit (B=-.18).

Work Engagement

Table 6 shows the results of hierarchical re-
gression analyses in which the three meas-
ures of work engagement were regressed on
the three blocks of predictors.  /these com-
ments are provided in summary. First, two
block of predictors accounted for a signifi-
cant increment in vigor (work situation char-
acteristics, workaholic job behaviors).
Managers having shorter hotel tenure indi-
cated higher levels of vigor as did managers
scoring higher on Non-required work (Bs=-
.17 and .21, respectively). Second, the same
two blocks of predictors accounted for sig-
nificant increments in explained variance on
dedication.  Managers having shorter hotel
tenure and managers scoring higher on
Non-required work indicated higher levels
of dedication. 

Third, the same two blocks of predictors ac-
counted for a significant increment in ex-
plained variance on absorption.  Managers
at higher organizational levels, those having
shorter hotel tenure, and those scoring
higher on Non-required work indicated
higher levels of absorption (Bs=.18, -.18 and
.24, respectively).

Quality of Life and Psychological Well-
being

Table 7 presents the results of hierarchical
regression analyses in which five indicators
of quality of life and psychological well-
being were regressed on the three blocks of
predictors. First, two blocks of predictors ac-
counted for a significant amount or incre-
ment on work-family conflict (personal
demographics, workaholic job behaviors).
Managers having less education were more
satisfied with their lives as were men (B=-.19

Table 5

Predictors of Work Outcomes

Table 6

Predictors of Work Engagement
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and -.16, respectively). One block of
predictors (personal demographics) ac-
counted for a significant amount of ex-
plained variance on family work
conflict.  Women indicated higher lev-
els of family-work conflict than did
men (B=-.22) only one block of predic-
tors accounted for a significant amount
or increment in explained variance on
exhaustion (personal demographics).
Respondents without children indi-
cated higher levels of exhaustion (B=-
.25). Only one block of predictors
accounted for a significant amount or
increment in explained variance on
psychosomatic symptoms (work situa-
tion characteristics). Managers having
longer hotel tenure reported more psy-
chosomatic symptoms. Finally, only
one block of predictors accounted for a
significant amount or increment in ex-
plained variance on life satisfaction
(personal demographics).                                                 

Discussion

This research replicated and extended
an earlier study of Mudrack (2007) of
the relationships of workaholic job be-
haviors and potential antecedents and
consequences.  Two workaholic job be-
haviors considered by Mudrack were
included here: Non-required work and
Control of others. Mudrack proposed
an emphasis on job behaviors would be
a better indicator of workaholic as op-
posed to other measures that include
attitudes and satisfactions (e.g., Spence
& Robbins, 1992).

Our results provided only partial support
for our hypotheses and were only partially
consistent with Mudrack’s earlier work.

The following findings were generally sup-
portive of our hypotheses.  First, the two
workaholic job behaviors were significantly
and positively correlated (r=.63), but at a sig-
nificantly higher level than reported by Mu-
drack in his work using US respondents
(r-.25).  Second, managers scoring higher on

the two workaholic job behaviors indicated
higher levels of work intensity but not
longer work hours, providing only partial
support for our hypotheses and measures.
Third, managers scoring higher on the two
workaholic job behaviors indicated more
perfectionism in one case (Non-required
work), and more non delegation (Control of
others) providing only partial support for
our hypotheses. . Fourth, managers scoring
higher on the two workaholic job behaviors
indicated more job satisfaction, higher levels

Table 7

Predictors of Quality of Life and Psychological
Well-Being 
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of work engagement, and less intent to quit,
contrary to our hypotheses.  Fifth, worka-
holic job behaviors had no relationship with
indicators of quality of life (work-family and
family-work conflict) and indicators of psy-
chological well-being (exhaustion, psycho-
somatic symptoms, life satisfaction)
providing no support for our hypotheses.
Thus our findings support our first hypoth-
esis, partially support our second and third
hypotheses, but do not support our most
critical hypotheses, the fourth and fifth. 

These findings are at odds with much of the
previously published studies of worka-
holism.  These studies have generally indi-
cated less positive work and well-being
outcomes (see Burke, 2007; Robinson, 1998;
Schaufeli, Taris & Bakker, 2008, for a partial
review). Chinese hotel managers scoring
higher on Mudrack’s workaholic job behav-
iors indicated higher levels of job satisfac-
tion, work engagement and lower intentions
to quit. Chinese hotel managers scoring
higher on Mudrack’s two workaholic job be-
haviors indicated the same levels of quality
of life and psychological well-being as those
scoring low on the two workaholic job be-
haviors.

Why were most of our results different from
Mudrack’s and why were our central hy-
potheses not supported? Mudrack (2007) re-
ported only the zero-order correlations
between scores on the two workaholic job
behaviors and the other variables included
in his study.  Analyses controlling for per-
sonal and work situation factors might have
changed the results based only on the zero-
order correlations, In addition, Mudrack did
not report the mean levels on his two worka-
holic job behaviors; it is therefore not possi-
ble to determine whether the Chinese hotel
managers scored higher, lower or the same
on either. .Our data suggests that rather than
serving as a measure of workaholic job be-
haviors, Mudrack’s measures tap into be-
haviors associated with one’s job (e.g., level,
intensity) rather than an individual’s
propensity to willingly put one’s job above
all else (see Tables 2 and 3). 

Although Mudrack began his work spurred
on by the commonly used definitions and
measures of workaholism, it is not clear how
his work advances our understanding of
workaholism.  Workaholism, as he men-
tions, is likely to have negative conse-
quences.  Our study did not show that his
two workaholic job behaviors in fact had
negative consequences (see Tables 6 and 7). 

Limitations of the research

This research, like most others, has some
limitations.  First, all data were collected
using self-report questionnaires raising the
small possibility of responses being affected
by use of a common method.  Second the
data were collected at one point in time mak-
ing it difficult to establish causal relation-
ships.  Third, a few of the measures had
levels of internal consistency reliability
below the generally accepted level of .70.
Fourth, although the sample was relatively
large, it was not likely a representative sam-
ple of Chinese hotel managers. Fifth, hotels
in Beijing are likely to be of higher quality
and use more effective human resource
management practices than hotels in the out-
skirts of China. Sixth, the extent to which
these findings would generalize to respon-
dents working in other industrial sectors or
hotel managers in other countries is yet to be
determined. 

Future research directions

Several promising research directions can be
identified.  First, the two workaholic job be-
haviors proposed by Mudrack should be
used in other studies to provide more infor-
mation on their content and correlates using
more sophisticated data analysis strategies.
Second, the measures developed by
Schaufeli, Taris and Bakker (2007) should be
included along with the Mudrack measures.
The Schaufeli, Taris and Bakker data indi-
cated that workaholism had negative effects.
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