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Abstract - Work gives income, sets the day, gives a feel of who we are, builds relationships, and gives us determination. 

Work is traditional and crucial for most people and administers several positive things. Despite the many clear-cut 

angle of work, some folks are seemingly impelled by internal and external forces to work excessively and compulsively. 

These people are called workaholics. Workaholism may have conflicting psychological, physical, and social outcomes 

for the person in question and for those closest to him/her. It may also unfavourably affect the work habitat.  

Manpower consulting services otherwise known as human resource consulting services is an example of earliest 

outsourcing. Freshers or even those who are in a job currently seek the services of manpower consultancies to obtain a 

job or a better job. These consultancies provide guidance and support for the job seekers. This study aims to identify 

the components, causes and consequences of workaholism. Both clerical and managerial level employees of 14 

manpower recruitment consultancy services in the Union Territory of Puducherry were contacted (n = 83). The 

relationship between demographic variables and the components of the study has been tested. The relationship among 

the components of the study is also found out. 

Keywords: work, workaholics and clerical and managerial level employees. 

I. INTRODUCTION 

Work is traditional and crucial for most people and 

administers several positive things. It givesincome, sets the 

day, gives a feel of who we are, builds relationships, and 

gives us determination. Despite the many clear-cutangle of 

work, however, some folks are seemingly impelled by 

internal and external forces to work excessively and 

compulsively. These people are often called workaholics 

(Schaufeli, Taris& Van Rhenen, 2008). Workaholism may 

have conflicting psychological, physical, and social 

outcomes for the person in question and for those closest to 

him/her. It may also unfavourably affect the work habitat.  

In 1971, Dr. Wayne E. Oates wrote ''Confessions of a 

Workaholic: The Facts about Work Addiction,'' in 

which he first coined the term ‗Workaholic‘. Adding a word 

to the American lexicon; the Oxford English Dictionary 

acknowledges him with inventing it.Dr. Oates‘ concept was 

that work can be an addiction similar to alcoholism. He 

defines Workaholism as ―addiction to work, the compulsive 

and uncontrollable need to work incessantly‖ (1971). Some 

of the first definitions limited the concept to those who 

work more than 50 hours a week (Mosier, 1983). It is 

possible that a large segment of the contemporary 

workforce could conveniently fit into this definition. The 

management level workforce falls into this category as they 

are the ones who devote at least or more than 50 hours a 

week.  

Spence and Robbins, (1992) first discovered the terms 

enthusiastic workaholics and non-enthusiastic workaholics 

Employees who are passionate towards their work are 

enthusiastic workaholics. They are more engaged towards 

their work. Non- enthusiastic workaholics are work-

associated and internally obsessed with the work they do. 

They get mere pleasure from the excessive work they 

perform. For workaholics, the obligation to work is so 

amplified that it threatens their well-being, curtails their 

happiness, and crumbles their social relations and 

communal functioning.  

A non-enthusiastic workaholic experiences more 

gloominess both at the individual level and at the 

organizational level. This may be due to possessing more 

interpersonal combats in the workplace and less enjoyment, 

a greater propensity to bring work home, lean social 

relations, more stress and more health issues than the 

others. The enthusiastic workaholics have more capability 

to take personal responsibilities, they perform better in their 

designated jobs, they are more concerned about the 

organizational goals, and absenteeism is limited and has 

good mental and physical health. 
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II. MANPOWER RECRUITMENT 

CONSULTANCIES  

A Manpower recruitment consultant is a go-between 

―organizations (corporate) i.e. looking forward to recruit 

staff ―and ―the people who are looking out for jobs‖. In 

short, manpower consultant has two customers: their Client 

and the Candidate.The requirements of the organizations 

i.e. skills, experience etc. are shared,according to which the 

consultancies recruit for the respective organizations. Team 

of recruiters start working on the specific requirement sent 

by organization. After selecting the candidate, manpower 

consultants forward the profile of the interested candidates 

to the organization and schedule the interview according to 

the clients and candidate‘s availability. Manpower 

recruitment consultancies fix a charge for the services 

rendered. 

III. REVIEW OF LITERATURE 

1. Sneha Mankikar, conducted a study on ‗A Critical 

Study on Recruitment and Selection with Reference to 

HR Consulting Firms‘. The author states that 

recruitment and selection process is getting very much 

important these days in any organization. The study 

revealed that most of the respondents agree to the 

impact of labor market on recruitment and selection 

process.  

2. Marco Giannini and Aurora Scabia presented a study 

on the topic Workaholism: An Addiction or a Quality 

to be Appreciated? The study reveals that Workaholism 

is still an undeclared problem in our society because 

understating and constructing a definition for 

Workaholism is difficult. But it is a widespread and 

growing concept. 

3. Ilona van Beek et.al. carried out a study to examine the 

nature, antecedents, and consequences of working hard 

(i.e., workaholism and work engagement) in a Dutch 

sample of 1,246 employees. The study results revealed 

that workaholic employees were driven by controlled 

motivation, whereas engaged employees were driven 

by autonomous motivation. Engaged workaholics were 

driven by both controlled and autonomous motivation. 

In addition, the results revealed that engaged 

workaholics spent most time on working. 

4. Diana Malinowska performed a study to verify 

empirically the conception of workaholism as a 

multidimensional syndrome. The study also 

investigated the notion of ‗functional‘ and 

‗dysfunctional‘ types of workaholic, on the basis of the 

participants‘ cognitive evaluations of their quality of 

life. The findings indicate that the cognitive dimension 

of workaholism is related to obsession about work and 

that it describes the way in which a workaholic 

individual thinks about work when not working, their 

feeling of loss of control over the performance of 

professional duties, their irrational views of work that 

make them work long hours, and their strong internal 

drive to work hard. 

5. Daniel S. Hamermesh Joel Slemrod aimed at a 

discussion paper. The findings are consistent with the 

idea that high-income, highly educated people are 

particularly likely to suffer from workaholism with 

regard to the retirement decision—going cold turkey on 

their addictive behavior; they are less likely than other 

workers toadhere to their earlier expressed beliefs 

about their eventual retirement. 

Objectives of the study 

1. To gain knowledge about workaholism and 

manpower recruitment consultancy services. 

2. To find out the opinion of the respondents on the 

select four components. 

3. To determine if the demographic variables of the 

study has any relationship with Workaholism. 

4. To explore the relationship among the select four 

components. 

5. To offer suggestions based on the findings of the 

study.  

6. To identify the major factors influencing 

Workaholism. 

Hypothesis 

H01: There is no difference between gender and 

Workaholism. 

H02: There is no difference between cadre and 

Workaholism 

H03: There is no relationship among the four select 

components of the study. 

H04: There are no factors influencing the study. 

IV. RESEARCH METHODOLOGY 

A sample of 122 employees of manpower 

recruitmentconsultancy services were approached as part of 

the study. After scrutiny of the questionnaires, 39 were 

found to be incomplete and were rejected. Ultimately 83 

questionnaires were taken up for the study, yielding a 

response of 68 per cent. Table 1 shows the profile of the 

respondents of the study. 

Table 1 Profile of Respondents 

Demographic 

Variables 
 

No. of 

respondents 

% of 

respondents 

Gender 

Male 46 55.4% 

Female 37 44.6% 

Total 83 100% 

Age 

(in years) 

20-30 41 49.4% 

31-40 34 41.0% 

41-50 8 9.6% 

Total 83 100% 

Cadre 

Clerical 58 69.9% 

Managerial 25 30.1% 

Total 83 100% 
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The sample comprised of 46 male and 37 female 

respondents yielding a per cent of 55.4 and 44.6 

respectively. 49.4 per cent of the respondents fell in the age 

group of 20-30 years. Clerical cadre employees comprised 

of 69.9 per cent and managerial cadre employees comprised 

of 30.1 per cent for the study.  

Table 2depicts the nature of attitude of male and female 

employees towards workaholism. t-test is applied to find 

out whether there is any significant difference between 

male and female employees‘ opinion towards workaholism.  

Table 2 Difference between workaholism of male and 

female employees 

Sl.No. Component t value Sig.Value 

1.  Excess Work 2.171 0.033 

2.  Personality  1.713 0.091 

3.  Diversified Work -0.881 0.381 

4.  Psychological Impact -0.591 0.556 

There is no significant difference between male and female 

employees towards workaholism on the components of 

Personality, Diversified Work and Psychological Impact. 

There is a significant difference between male and female 

employees towards workaholism on the componentof 

‗excess work‘. 

Hence the null hypothesis “H01: There is no difference 

between gender and the components of the study.” is 

partially accepted. 

Table 3 displays the nature of attitude of clerical and 

managerial cadre employees towards workaholism. t-test is 

applied to find out whether there is any significant 

difference between clerical and managerial cadre 

employees towards workaholism.  

Table 3 Difference between workaholism of clerical and 

managerial cadre employees 

Sl.No. Component t value Sig.Value 

1.  Excess Work 0.031 0.976 

2.  Personality  0.462 0.646 

3.  Diversified Work 0.531 0.597 

4.  Psychological Impact 0.389 0.698 

There is no significant difference between clerical and 

managerial cadre employees towards workaholism on the 

components of Excess Work, Personality Based, 

Diversified Work and Psychological Impact. 

Hence the null hypothesis “H02: There is no difference 

between clerical and managerial cadre employees and 

the components of the study” is accepted.  

Table 4 shows the interse correlation among the 

components of workaholism relating to Excess Work, 

Personality Based, Diversified Work, and Psychological 

Impact in manpower recruiting service consultancies.  

Table 4 Interse correlation among the components of 

the study 

 

Component

s 

Exces

s 

Work 

Personality

-Based 

Diversifie

d Work 

Psychologic

al Impact 

Excess 

Work 
1 0.831

** 
0.581

** 
0.503

** 

Personality-

Based 
 1 0.656

** 
0.420

** 

Diversified 

Work 
  1 0.743

** 

Psychologic

al Impact 
   1 

It is found that there is a positive significant correlation at 

1% level (0.831) between excess work and personality-

based aspects. It is found that there is a positive significant 

correlation at 1% level (0.581) between excess work and 

diversified work aspects. There is a positive significant 

correlation at 1% level (0.503) between excess work and 

psychological impact aspects. There is a positive significant 

correlation at 1% level (0.656) between Personality-Based 

and Diversified Work aspects. There is a positive 

significant correlation at 1% level (0.420) between 

Personality-Based and Psychological Impact aspects. There 

is a positive significant correlation at 1% level (0.743) 

between Diversified Work and Psychological Impact 

aspects.  

Hence the null hypothesis “H03: There is no relationship 

among the four select components of the study” is 

rejected. 

Table 5 displays the results of factor analysis. 

Table 5 Factor Analysis 

 

 
Components 

1 2 3 4 

1.  0.855    

2.  0.873    

3.  0.830    

4.  0.787    

5.  0.734    

6.  0.680    

7.  0.662    

8.   0.614   

9.   0.825   

10.   0.734   

11.   0.717   

12.   0.627   

13.   0.602   

14.    0.868  

15.    0.797  

16.    0.659  

17.    0.624  

18.    0.578  

19.    0.544  

20.     0.720 
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21.     0.709 

22.     0.627 

23.     0.546 

24.     0.525 

25.     0.506 

Eigen 

Value 
8.712 2.892 2.222 1.842 

% 

Variance 

Explained 

26.26

5 
19.366 14.017 11.568 

Cumulative 

% 

26.26

5 
45.630 59.648 71.215 

Component

s 

Exces

s 

Work 

Personalit

y 

Diversifie

d Work 

Psychologic

al Impact 

 

The suitability for factor analysis is tested using two 

analysis namely KMO test and Bartlett‘s test of Sphericity. 

As KMO (Kaiser-Meyer-Olkin Measure of Sampling 

Adequacy) value is 0.512 which is higher than 0.50 and the 

significant value of Bartlett‘s test is 0.00, factor analysis 

can be performed for the taken variables. The factor 

analysis shows that the 25 variables can be grouped into 4 

components for further analysis of the study. The total 

variance explained is 71.215 per cent which is very 

significant.  

Hence the null hypothesis “H04: There are no factors 

influencing the study” is rejected. 

V. FINDINGS OF THE STUDY 

The findings of the study reveal that there is a significant 

difference between male and female employee opinions 

towards Workaholism. There is no significant difference 

between clerical and managerial cadre employees towards 

Workaholism. The components of the study are positively 

correlated with one another. This indicates that the select 

four components are not independent of each other.  

VI. SUGGESTIONS 

Overall it seems that Workaholism in particular is not bad 

when it comes to doing the work enthusiastically and 

willingly. This also helps in the well-being of the employee. 

Nevertheless the study suggests that the flexible working 

hours may be introduced in order to keep the employees 

active and enthusiastic. 

VII. CONCLUSION 

Workaholism has now become a part of everyday jargon. 

Reasons why a few folks become work addicted is 

numerous and complicated. It is also said that workaholic 

employees affect their health and well-being due to the 

effects of workaholism. The consequences of workaholism 

has always been negative. Work when done in an 

enthusiastic manner, results in positive outcomes, more 

than ever. 
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