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Abstract
Past research has shown that harmonious passion (HP) for work facilitates, and obsessive passion (OP) undermines, work 
and family outcomes. The current investigation is the first to test the quadripartite approach of passion (Schellenberg et al., 
Journal of Personality 87:163–180, 2019) with respect to work outcomes. In line with the Dualistic Model of Passion (Val-
lerand, 2015), the quadripartite approach posits that HP and OP lie on different continua thereby leading to the possibilities 
that they may have interactive effects. Two studies with large samples of workers (n = 5463 in Study 1; and n = 3642 in 
Study 2) were conducted to test this perspective. Results provided support for the quadripartite approach leading to a more 
nuanced analysis of the effects of HP and OP. More specifically, pure HP was related to lower work-family conflict (Studies 
1 and 2) and counterproductive work behaviors (Study 2) than pure OP, mixed passion, and non-passion. Pure OP was also 
related to greater work-family conflict (Studies 1 and 2) and lower family life satisfaction (Study 2) than mixed passion and 
non-passion. These findings suggest that HP protects against the contributive role of OP in counterproductive work behaviors 
and work-family conflict, as well as against the negative effects of OP on family life satisfaction. Results are discussed in 
light of the passion literature and especially the quadripartite approach.

Keywords Obsessive passion · Harmonious passion · Work passion · Quadripartite approach · Work-family conflict · 
Family life satisfaction · Counterproductive work behaviors

“Nothing is as important as passion. No matter what 
you do with your life, be passionate”

(Jon Bon Jovi).

As the above quote suggests, experiencing passion for one’s 
work would seem to represent one surefire way to achieve 
positive outcomes. Indeed, numerous examples of successful 

passionate individuals from John Bon Jovi himself to Bill 
Gates and several others highlight the fact that passion mat-
ters. However, at the same time, we know of several others 
such as Steve Jobs and Tiger Woods who although success-
ful have also suffered either physically or psychologically. 
Indeed, research over the past 15 years has shown that one 
type of passion for work (harmonious) facilitates adaptive 
outcomes, whereas another one (obsessive) typically triggers 
negative outcomes (Vallerand & Houlfort, 2019). However, 
studies in this area are limited by their failure to consider the 
possible combined effects of these two types of passion. In 
particular, despite the acknowledgement that these two forms 
of passion coexist within individuals (Vallerand, 2015), 
potentially leading harmonious passion (HP) to protect one 
from the detrimental influence of obsessive passion (OP) on 
outcomes (Li et al., 2020; Schellenberg et al., 2019), little is 
known about the different combinations of HP and OP and 
their effects on work and family outcomes. Recently, the 
quadripartite approach (Schellenberg et al., 2019) has been 
proposed as a new way of studying passion that assesses the 
effect of different within-person combinations of HP and 
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OP. In the present research, we relied on the quadripartite 
approach to test the combined effect of HP and OP for the 
first time with respect to work and family outcomes (i.e., 
work-family conflict, counterproductive work behaviors, and 
family life satisfaction).

The dualistic model of passion

The Dualistic Model of Passion (Vallerand, 2010, 2015; 
Vallerand et al., 2003) posits that passion refers to a strong 
inclination toward a specific activity such as one’s job (Val-
lerand, 2015; Vallerand & Houlfort, 2019). Passionate work-
ers invest a significant amount of effort and time in their 
work, find it integral to their identity, love it, and regard it 
as important (Vallerand & Houlfort, 2003, 2019). According 
to the dualistic model of passion (Vallerand et al., 2003), 
two types of passion (HP and OP) for work must be distin-
guished. Harmoniously passionate workers willingly choose 
to engage in their work, whereas those with high levels of 
OP do the job that they love with an internal pressure (Val-
lerand et al., 2003). More specifically, for workers with high 
levels of HP, work occupies an important, but not overpow-
ering, space in their identity. In other words, it is in har-
mony with other elements of one’s life, allowing workers to 
establish adaptive boundaries between their work and other 
important life spheres (Vallerand & Houlfort, 2019). In con-
trast, workers with high levels of OP experience an uncon-
trollable urge to engage in their work that they consider as 
enjoyable and important (Houlfort et al., 2018). Therefore, 
they risk engaging in their work with a rigid persistence 
and experiencing conflicts with other life activities as they 
are not able to establish boundaries between their work and 
other life domains (Vallerand & Houlfort, 2019).

Not surprisingly, prior studies have demonstrated that OP 
was positively linked to a number of work consequences such 
as work-family conflict (Caudroit et al., 2011; Houlfort et al., 
2018) and incivility instigations (Birkeland & Nerstad, 2016), 
and associated with lower levels of work performance (Kong 
& Ho, 2018) and satisfaction (Busby et al., 2019). Conversely, 
HP has long been recognized as a predictor of a wide vari-
ety of desirable outcome variables for the organization (e.g., 
higher levels of organizational citizenship behaviors; Ho et al., 
2018) and the workers (e.g., higher job satisfaction; Houlfort 
et al., 2018). Carbonneau et al. (2008) found, for instance, that 
workers presenting high levels of HP tended to demonstrate 
higher job satisfaction coupled with lower levels of burnout. 
Interestingly, HP and OP for work respectively predict positive 
and negative outcomes outside the work domain such as family 

life, global physical and psychological health, and relationship 
(Vallerand, 2015; Vallerand & Houlfort, 2019).

Combined effects of HP and OP

Vallerand (2015) posited that HP and OP lie on two separate 
continua, suggesting that some workers may experience both 
high OP and HP, some may experience both low OP and HP, 
and some may experience high levels of one passion type but 
low levels of the other. The combined effect of both HP and 
OP has been examined using a quadripartite approach (Schel-
lenberg et al., 2019). The quadripartite approach to passion 
distinguishes between four combinations of HP and OP: Pure 
OP (low HP coupled with high OP), pure HP (high HP cou-
pled with low OP), mixed passion (both high HP and OP), 
and non-passion (both low HP and OP). By differentiating 
between these four prototypical subtypes, activity outcomes 
can be compared between each one. This leads to some novel 
and interesting questions about passion for work that cannot be 
addressed by testing the effects of HP and OP individually. For 
example, is it better for people to have passion for their work 
that is purely obsessive (i.e., pure OP), or to not be passionate 
at all (i.e., non-passion)? Are workers protected against the 
negative effects of having high OP if they also have high levels 
of HP (i.e., mixed passion) rather than low levels of HP (i.e., 
pure OP)? Is it always best to have high levels of HP coupled 
with low levels of OP (i.e., pure HP), or are there times or con-
texts in which it is more adaptive to have both high OP and HP 
(i.e., mixed passion)? The quadripartite approach to passion 
allows questions such as these to be addressed and can help us 
understand more about how both OP and HP combine in the 
prediction of outcomes in the workplace.

Initial research has adopted the quadripartite approach to 
passion in non-work domains. In a series of four studies with 
a variety of participants, including undergraduates and video 
gamers, Schellenberg et al. (2019) found distinct effects of 
passion subtypes on consequences. Specifically, they found 
that pure HP was most often positively related to physical and 
psychological well-being in comparison to the other passion 
subtypes, whereas pure OP was linked to the lowest levels of 
well-being. The quadripartite approach has since been used 
to examine relationships between passion subtypes and con-
sequences in other samples including students (Schellenberg 
et al., 2021a), athletes (Schellenberg et al., 2021b), and mari-
juana users (Dolan et al., 2021). Research has yet to consider 
how HP and OP toward work combine in the prediction of 
workers’ outcomes.
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The present research

The current investigation sought to test the quadripartite 
approach of passion by assessing the combined effects of 
HP and OP toward work on positive and negative work out-
comes in two studies. In Study 1, we examined the rela-
tionships between work passion and work-family conflict 
with a large number of workers. In Study 2, we examined 
whether the results of Study 1 could not only be replicated 
with work-family conflict but also if they could be extended 
with additional outcomes (counterproductive work behaviors 
and family life satisfaction). These outcomes were selected 
because they represent key work and life outcomes for work-
ers (Vallerand & Houlfort, 2019), have been found to signifi-
cantly predict work performance (e.g., Wayne et al., 2017), 
and, in the case of counterproductive work behaviors, may 
cost billions of dollars to organizations in stolen property 
and lost productivity (Mount et al., 2006).

Study 1

Based on previous research on the quadripartite approach 
(Dolan et al., 2021; Schellenberg et al., 2019, 2021a), we 
tested six hypotheses related to differences between each 
prototypical passion subtype (i.e., pure OP and HP, non-
passion, and mixed passion) as pertains to work-family con-
flict. The first three hypotheses predict that pure HP will 
be related to lower levels of work-family conflict than pure 
OP (Hypothesis 1), mixed passion (Hypothesis 2), and non-
passion (Hypothesis 3). The fourth hypothesis predicts that 
mixed passion will be related to lower levels of work-family 
conflict than pure OP. The fifth hypothesis predicts that non-
passion will be related to either more (Hypothesis 5a) or less 
(Hypothesis 5b) work-family conflict than pure OP. Finally, 
the sixth hypothesis also presents competing hypotheses 
and predicts that non-passion will be related to either more 
(Hypothesis 6a) or less (Hypothesis 6b) work-family conflict 
than mixed passion. These competing hypotheses were pro-
posed due to limited empirical evidence that could support 
a directional prediction (Schellenberg et al., 2019).

Method

Participants and procedures Data were collected from 5463 
workers (2376 men and 3087 women) from various French 
organizations who were approached using social networks. 
Before completing the questionnaire (five minutes), partici-
pants were communicated information about the objectives 
of the research, were informed that participation was vol-
untary and confidential, and were ensured that they would 

be able to freely withdraw from the study at any time. No 
incentive was offered to take part in the study. These actions 
resulted in a heterogeneous convenience sample of work-
ers. All participants who agreed to participate completed an 
online questionnaire. A total of 1406 participants worked in 
the public sector (25.7%), whereas 4057 worked in the pri-
vate sector (74.3%). The mean sample age was 38.54 years 
(SD = 12.44), average organizational tenure was 10.33 years 
(SD = 10.12), and average tenure in the current position was 
6.72 years (SD = 7.50). In terms of education, 3.6% of the 
participants had no diploma, 23.2% had a vocational train-
ing diploma, 27.3% had a high school diploma, and 45.9% 
had a university diploma. Finally, most participants worked 
full-time (81.9%) and held a permanent position (84.2%).

Measures All measures in the questionnaire, which were 
either originally developed in French, or were previously 
validated in French, were administrated in French. Valid-
ity and reliability of the French version of these measures 
are similar to those of the original version and have been 
supported in prior studies (Huyghebaert et al., 2018; Marsh 
et al., 2013).

Work passion The Passion Scale (Marsh et al., 2013; Val-
lerand et al., 2003; originally developed in French) was 
used to assess work passion: HP (three items; α = 0.80; e.g., 
“Work is in harmony with the other activities in my life”) 
and OP (three items; α = 0.70; e.g., “I have almost an obses-
sive feeling for work”). Prior studies have demonstrated the 
reliability and validity of this tool with over 20 studies con-
firming the bi-factorial structure, and other research support-
ing the invariance across gender, activities, and language 
(Marsh et al., 2013). The short version of the Passion Scale 
(Lafrenière et al., 2009; Philippe et al., 2017) was used in 
this study to ensure that the questionnaire would be as short 
as possible. This version of the scale contains three items 
per subscale. Prior studies have demonstrated the reliabil-
ity and validity of the short-version of the Passion Scale 
(e.g., Lafrenière et al., 2009; Philippe et al., 2017). Items 
were scored on a seven-point scale (1-strongly disagree to 
7-strongly agree).

Work‑family conflict Work-family conflict was assessed with 
three items (α = 0.87; e.g., “My work schedule makes it dif-
ficult for me to fulfill my family obligations”; Demerouti 
et al., 2004; French version by Huyghebaert et al., 2018). 
Items were scored on a seven-point scale (1-strongly disa-
gree to 7-strongly agree).

Analyses

As in the research conducted by Schellenberg et al. (2019), 
we used Mplus 8.4’s (Muthén & Muthén, 2019) robust 
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maximum likelihood (MLR) estimator for all analyses. 
First, we estimated a confirmatory factor analytic (CFA) 
model encompassing all multi-item constructs considered 
in the present study. In this model, all multi-item constructs 
were defined as latent factors from their a priori indicators 
and allowed to correlate with one another. No cross-load-
ing or correlated uniqueness was included into this model. 
To verify the adequacy of our CFA solution, we relied 
on goodness-of-fit indices, where values > 0.90 and 0.95 
on the Tucker-Lewis index (TLI) and the comparative fit 
index (CFI), and values lower than 0.08 and 0.06 on the 
root mean square error of approximation (RMSEA) were 
respectively taken to reflect acceptable and excellent levels 
of fit (Marsh et al., 2005). Next, using a latent moderated 
structural equation model approach (LMS), we regressed 
work-family conflict on HP and OP (both mean-centered) 
and their interaction effect. Low (-1 SD) and high (+ 1 SD) 
levels of each passion dimension were used to compute and 
plot predicted values for each passion subtype. Differences 
between each passion subtype were tested by interpreting 
simple slopes and by computing Cohen’s d values for each 
subtype comparison (Schellenberg et al., 2019).

Results

The goodness of fit of the CFA (χ2 = 741.455, df = 18; 
CFI = 0.95; TLI = 0.90; RMSEA = 0.09) solution was sat-
isfactory, supporting its ability to provide an accurate rep-
resentation of the data. Parameter estimates from the CFA 
solution are reported in Table 1. These results revealed 
well-defined, reliable, and related but well-differentiated 
constructs. Results from the LMS regression model are dis-
played in Table 2. A significant HP × OP interaction effect 
was observed, b = -0.199, SE = 0.028, p < 0.001, 95% CI 
[-0.174, -0.065]. Simple slopes and subtype comparisons are 
displayed in Table 3, and predicted values are displayed in 
Fig. 1. Results supported Hypotheses 1–3 by revealing that 
pure HP was related to lower work-family conflict than pure 
OP (Hypothesis 1), mixed passion (Hypothesis 2) and non-
passion (Hypothesis 3). Hypothesis 4 and 5b were supported 
by revealing that pure OP was related to greater work-family 
conflict than mixed passion (Hypothesis 4) and non-passion 
(Hypothesis 5b). Finally, Hypothesis 6b was supported by 
showing that non-passion was related to less work-family 
conflict than mixed passion.

Brief discussion

Findings from Study 1 provided support for Hypotheses 1 
to 4 as well as Hypotheses 5b and 6b. Specifically, in line 
with past research relying on the dualistic model of passion 
as applied to the work domain (Vallerand & Houlfort, 2019; 

Vallerand et al., 2003), pure HP was related to lower levels 
of work-family conflict than pure OP, mixed passion, and 
non-passion, thus providing support to Hypotheses 1 to 3. 
Moreover, both high HP and OP (mixed passion) was related 
to lower levels of work-family conflict than high OP and 
low HP (pure OP), confirming the protective effects of HP 
against the negative effects of OP (Hypothesis 4). Finally, 
the combination of both low OP and HP (non-passion) was 
related to lower levels of work-family conflict than pure OP 
(Hypothesis 5b) and mixed passion (Hypothesis 6b), sug-
gesting that being non-passionate may protect one against 
negative outcomes outside of work such as work-family 
conflict.

Study 2

In Study 2, our aim was to replicate the findings of Study 
1 with work-family conflict and examine whether these 
findings could be extended with counterproductive work 
behaviors and family life satisfaction. As in Study 1, we 
formulated a set of six hypotheses in line with prior stud-
ies (Schellenberg et al., 2019). In each of the six follow-
ing hypotheses, we considered adaptive outcomes among 
workers to be represented by high levels of family life sat-
isfaction, and low levels of counterproductive work behav-
iors and work-family conflict. First, pure HP will be linked 
to more adaptive outcomes than pure OP (Hypothesis 1), 
mixed passion (Hypothesis 2), and non-passion (Hypothesis 

Table 1  Standardized Factor Loadings (λ) and Uniquenesses (δ) for 
Study 1

Note. λ: Factor loading; δ: Item uniqueness; ω: Omega coefficient 
of model-based composite reliability; HP: Harmonious passion; OP: 
Obsessive passion; and WFC: Work-family conflict

Items HP λ OP λ WFC λ δ

HP
Item 1 .849 .279
Item 2 .791 .375
Item 3 .314 .902
ω .711
OP
Item 1 .659 .566
Item 2 .316 .900
Item 3 .741 .450
ω .606
Work-family 

conflict
Item 1 .860 .261
Item 2 .779 .393
Item 3 .894 .201
ω .883
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3). Then, mixed passion will be related to more adaptive 
outcomes than pure OP (Hypothesis 4), whereas non-pas-
sion will be related to either less (Hypothesis 5a) or more 
(Hypothesis 5b) adaptive outcomes than pure OP. Finally, 
non-passion will be related to either less (Hypothesis 6a) 
or more (Hypothesis 6b) adaptive outcomes than mixed 
passion.

Method

Participants and procedures We relied on the same data col-
lection procedures than in Study 1. A total of 3642 workers 
(1561 men and 2081 women) employed in different French 
organizations took part in the study. Among them, 926 par-
ticipants worked in the public sector (25.4%), whereas 2716 
worked in the private sector (74.6%). The mean sample 
age was 38.34 years (SD = 12.46), average organizational 
tenure was 10.26 years (SD = 10.13), and average tenure in 
the current position was 6.79 years (SD = 7.59). In terms of 
education, 3.7% of the participants had no diploma, 21.6% 
had a vocational training diploma, 28.6% had a high school 
diploma, and 46.2% had a university diploma. Finally, most 
participants worked full-time (81.4%) and held a permanent 
position (84.3%).

Measures As in Study 1, all measures in the question-
naire, which were either originally developed in French or 
were previously validated in French, were administrated 
in French. Validity and reliability of the French version of 
these measures are similar to those of the original version 
and have been supported in prior studies (Fouquereau et al., 
2019; Gillet et al., 2021; Huyghebaert et al., 2018; Marsh 
et al., 2013).

Work passion Both HP (α = 0.81) and OP (α = 0.71) were 
assessed with the same questionnaires as in Study 1.

Work‑family conflict Work-family conflict (α = 0.87) was 
assessed with the same questionnaire as in Study 1.

Counterproductive work behaviors Five items focusing on 
negative social interactions at work (α = 0.69; e.g., “Insulted 
someone about their job performance”; Spector et al., 2010; 
French version by Fouquereau et al., 2019) were used to 
measure counterproductive work behaviors. Items were 
scored on a five-point scale (1-never to 5-every day).

Family life satisfaction One item (i.e., “Are you satisfied 
with your family life?”; Shimazu et al., 2015; French version 
by Gillet et al., 2021) was used to measure family life satis-
faction on a four-point scale (1-dissatisfied to 4-satisfied).

Analyses

As in Study 1, the data were analyzed in two steps. First, a 
CFA was conducted in which items representing HP, OP, 
work-family conflict, and counterproductive work behaviors 
were allowed to predict latent factors that represented each 
construct. Family life satisfaction (a single-item observed 
variable) was also included in the CFA and allowed to 
covary with all other latent factors. Family life satisfac-
tion was standardized for all analyses. Following the initial 
CFA, we used the LMS approach to conduct a multivariate 
regression in which all outcome variables were simultane-
ously regressed on HP and OP (both mean-centered) and 
their interaction effect. Passion subtypes were computed and 
compared using the same methods as described in Study 1.

Table 2  Predictive Results from 
Studies 1 and 2

Note. * p ≤ .05; ** p ≤ .01; unstandardized estimates are reported; HP = Harmonious passion; and 
OP = Obsessive passion

Outcome Variable HP OP HP × OP R2

Study 1
Work-Family Conflict b -0.343** 1.058** -0.119** .591**

SE 0.039 0.051 0.028
95% CI [-0.420, -0.265] [0.959, 1.157] [-0.174, -0.065]

Study 2
Work-Family Conflict b -0.553** 1.143** -0.221** .647**

SE 0.057 0.071 0.044
95% CI [-0.664, -0.442] [1.003, 1.283] [-0.307, -0.135]

Counterproductive Work Behaviors b -0.118** 0.088** 0.070* .029**
SE 0.026 0.029 0.035
95% CI [-0.169, -0.068] [0.031, 0.144] [0.001, 0.139]

Family Life Satisfaction b 0.205** -0.117** 0.064* .066**
SE 0.019 0.022 0.025
95% CI [0.166, 0.245] [-0.161, -0.073] [0.014, 0.114]



 Current Psychology

1 3

Results

As in Study 1, the goodness of fit of the CFA (χ2 = 958.74, 
df = 80; CFI = 0.93; TLI = 0.91; RMSEA = 0.06) solution 
was satisfactory, supporting its ability to provide an accu-
rate representation of the data. Parameter estimates from 
the CFA solution are reported in Table 4. These results 
revealed well-defined, reliable, and related but well-dif-
ferentiated constructs. Results from the LMS regression 
model are displayed in Table 2. Simple slopes and subtype 
comparisons are displayed in Table 3. Work-family conflict 
was predicted by a significant HP × OP interaction effect, 
b = -0.221, SE = 0.044, p < 0.001, 95% CI [-0.307, -0.135]. 
As in Study 1, support was found for Hypotheses 1–4, 5b, 
and 6b. Subtype plots are displayed in Fig. 2.

Counterproductive work behaviors were predicted by a 
significant HP × OP interaction effect, b = 0.070, SE = 0.035, 
p = 0.047, 95% CI [0.001, 0.139]. Results supported Hypoth-
eses 1–3 by showing that pure HP was related to lower coun-
terproductive work behaviors than pure OP (Hypothesis 1), 
mixed passion (Hypothesis 2), and non-passion (Hypothesis 
3). No support was found for the remaining hypotheses, as 
associations with counterproductive work behaviors did not 
differ between mixed passion, pure OP, and non-passion. 
Subtype plots are displayed in Fig. 3.

Family life satisfaction was predicted by a signifi-
cant HP × OP interaction effect, b = 0.064, SE = 0.025, 
p = 0.012, 95% CI [0.014, 0.114]. Results supported 
Hypothesis 1 by revealing that pure HP was related to 
greater family life satisfaction than pure OP. Pure HP 

Table 3  Association Between 
Passion Subtypes and Outcome 
Variables

Outcome Variable d Description B SE 95% CI

Study 1
Work-family conflict
H1: PHP v. POP -2.801** ––- ––- ––- ––-
H2: MP v. PHP 1.878** OP at High HP 0.939** 0.047 [0.847, 1.031]
H3: PHP v. NP -0.447** HP at Low OP -0.224** 0.028 [-0.279, -0.168]
H4: MP v. POP -0.923** HP at High OP -0.462** 0.062 [-0.583, -0.340]
H5: POP v. NP 2.354** OP at Low HP 1.177** 0.067 [1.046, 1.308]
H6: MP v. NP 1.431** ––- ––- ––- ––-
Study 2
Work-family conflict
H1: PHP v. POP -3.391** ––- ––- ––- ––-
H2: MP v. PHP 1.844** OP at High HP 0.922** 0.063 [0.798, 1.046]
H3: PHP v. NP -0.663** HP at Low OP -0.332** 0.032 [-0.395, -0.268]
H4: MP v. POP -1.548** HP at High OP -0.774** 0.096 [-0.962, -0.585]
H5: POP v. NP 2.728** OP at Low HP 1.364** 0.100 [1.167, 1.561]
H6: MP v. NP 1.181** ––- ––- ––- ––-
Counterproductive work behaviors
H1: PHP v. POP -0.413** ––- ––- ––- ––-
H2: MP v. PHP 0.316** OP at High HP 0.158** 0.042 [0.076, 0.240]
H3: PHP v. NP -0.377** HP at Low OP -0.189** 0.038 [-0.264, -0.113]
H4: MP v. POP -0.097 HP at High OP -0.048 0.048 [-0.143, 0.046]
H5: POP v. NP 0.035 OP at Low HP 0.018 0.049 [-0.078, 0.114]
H6: MP v. NP -0.061 ––- ––- ––- ––-
Family life satisfaction
H1: PHP v. POP 0.644** ––- ––- ––- ––-
H2: MP v. PHP -0.106 OP at High HP -0.053 0.029 [-0.109, 0.003]
H3: PHP v. NP 0.283** HP at Low OP 0.141** 0.029 [0.085, 0.198]
H4: MP v. POP 0.538** HP at High OP 0.269** 0.036 [0.199, 0.339]
H5: POP v. NP -0.361** OP at Low HP -0.181** 0.039 [-0.256, -0.105]
H6: MP v. NP 0.177** ––- ––- ––- ––-
Note. * p ≤ .05; ** p ≤ .01; H1-H6 corresponds to hypotheses 1 to 6; unstandardized beta coefficients 

are reported; PHP = Pure harmonious passion; POP = Pure obsessive passion; MP = Mixed passion; 
NP = Non-passion; HP = Harmonious passion; and OP = Obsessive passion
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did not differ from mixed passion, which did not support 
Hypothesis 2, and was associated with greater family life 
satisfaction than non-passion, which supported Hypoth-
esis 3. Pure OP was related to lower family life satisfac-
tion than mixed passion (supporting Hypothesis 4) and 
non-passion (supporting Hypothesis 5b). Finally, mixed 
passion was related to higher family life satisfaction than 
non-passion (supporting Hypothesis 6a). Subtype plots are 
displayed in Fig. 4.

Brief discussion

As in Study 1, and consistent with the extant literature on 
the dualistic model of passion (Vallerand, 2015, 2020; Val-
lerand & Houlfort, 2019; Vallerand et al., 2003), pure HP 
was related to less work-family conflict and counterproduc-
tive work behaviors, and greater family life satisfaction than 
pure OP, mixed passion (except for family life satisfaction), 
and non-passion, thus providing support to Hypotheses 1 
to 3. In contrast, pure OP was associated with lower levels 
of family life satisfaction and higher levels of work-family 
conflict than mixed passion (Hypothesis 4) and non-passion 
(Hypothesis 5b). However, it is noteworthy that the effects of 
pure OP, non-passion, and mixed passion differ as a function 
of the outcomes considered. More precisely, counterproduc-
tive work behaviors did not differ between mixed passion, 
pure OP, and non-passion. In addition, the combination of 
both low HP and OP (non-passion) was related to lower 
work-family conflict (Hypothesis 6b) and family life satis-
faction (Hypothesis 6a) than both high HP and OP (mixed 
passion).

Fig. 1  Study 1: Associations 
between harmonious passion, 
obsessive passion, and work-
family conflict. Note. High and 
low values of harmonious and 
obsessive passion are plotted at 
one standard deviation above 
and below the mean; work-
family conflict was standardized 
and passion scores were mean 
centered; PHP = Pure harmo-
nious passion; POP = Pure 
obsessive passion; MP = Mixed 
passion; and NP = Non-passion

Table 4  Standardized Factor Loadings (λ) and Uniquenesses (δ) for 
Study 2

Note. λ: Factor loading; δ: Item uniqueness; ω: Omega coefficient 
of model-based composite reliability; HP: Harmonious passion; OP: 
Obsessive passion; WFC: Work-family conflict; and CWB: Counter-
productive work behaviors

Items HP λ OP λ WFC λ CWB λ δ

HP
Item 1 .782 .389
Item 2 .895 .198
Item 3 .649 .579
ω .823
OP
Item 1 .663 .560
Item 2 .427 .817
Item 3 .749 .438
ω .651
Work-family conflict
Item 1 .814 .338
Item 2 .816 .334
Item 3 .857 .265
ω .868
Counterproductive 

work behaviors
Item 1 .550 .697
Item 2 .576 .668
Item 3 .539 .709
Item 4 .629 .604
Item 5 .631 .601
ω .723
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General Discussion

Prior studies have demonstrated the importance of distin-
guishing HP and OP (Vallerand, 2015; Vallerand et al., 
2003) with positive (HP) or negative (OP) effects on vari-
ous work consequences (Vallerand & Houlfort, 2019). 
However, although prior studies suggested that HP and 
OP may interact in predicting outcomes (Li et al., 2020; 
Schellenberg et al., 2019), few investigations have exam-
ined the interactive effects of HP and OP for work. By 

relying on a multidimensional conceptualization of work 
passion, encompassing HP and OP, we extended past 
research studying the unique effects of these two types 
of passion toward work (see Vallerand & Houlfort, 2019, 
for a review). More specifically, by adopting the quadri-
partite approach, we extended the passion literature by 
showing that different within-person combinations of HP 
and OP are associated with different work- and family-
related outcomes.

The two current studies were the first to test the quadri-
partite approach of HP and OP (Schellenberg et al., 2019, 

Fig. 2  Study 2: Associations 
between harmonious passion, 
obsessive passion, and work-
family conflict. Note. High and 
low values of harmonious and 
obsessive passion are plotted at 
one standard deviation above 
and below the mean; work-
family conflict was standardized 
and passion scores were mean 
centered; PHP = Pure harmo-
nious passion; POP = Pure 
obsessive passion; MP = Mixed 
passion; and NP = Non-passion

Fig. 3  Study 2: Associations 
between harmonious passion, 
obsessive passion, and coun-
terproductive work behaviors. 
Note. High and low values of 
harmonious and obsessive pas-
sion are plotted at one standard 
deviation above and below the 
mean; counterproductive work 
behaviors were standardized and 
passion scores were mean cen-
tered; PHP = Pure harmonious 
passion; POP = Pure obsessive 
passion; MP = Mixed passion; 
and NP = Non-passion
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2021a) with respect to work outcomes: Work-family con-
flict (Studies 1 and 2), counterproductive work behaviors, 
and family life satisfaction (Study 2). Overall, pure HP was 
associated with the lowest levels of counterproductive work 
behaviors and work-family conflict, and the highest levels 
of family life satisfaction. Conversely, pure OP was related 
to the highest levels of work-family conflict and counter-
productive work behaviors, and the lowest levels of family 
life satisfaction. Furthermore, in line with the quadripar-
tite approach (Schellenberg et al., 2019, 2021a), we found 
that both high HP and OP (mixed passion) were related to 
greater work-family conflict than both low HP and OP (non-
passion) in both studies. In Study 2, both high HP and OP 
(mixed passion) were also related to higher levels of family 
life satisfaction than non-passion. In contrast, mixed passion 
and non-passion were related to similar levels of counter-
productive work behaviors. These results lend support to 
prior research showing the importance of distinguishing HP 
and OP (Vallerand, 2015), and the assertion that people can 
display different (but also matching) levels of HP and OP 
(Schellenberg et al., 2019, 2021a). The present findings also 
lead to some important implications.

Our results highlight that passion for work matters in 
terms of how workers experience conflict between their 
professional and family life, engage in counterproductive 
work behaviors, and feel that their family life is satisfying. 
More specifically, the present findings demonstrate the posi-
tive effects of HP for work on workers’ positive behaviors 
at work as well as family life satisfaction and work-family 
conflict. Indeed, pure HP was associated with lower levels of 
counterproductive work behaviors and work-family conflict, 
and greater levels of family life satisfaction. Conversely, 

pure OP was related to lower family life satisfaction, and 
higher counterproductive work behaviors and work-family 
conflict. These findings confirm that HP toward work facili-
tates adaptive work and family outcomes, whereas OP trig-
gers negative outcomes in both areas (Vallerand, 2015; Val-
lerand & Houlfort, 2019).

It is noteworthy that, to the best of our knowledge, this 
is the first research showing that workers’ passion toward 
work is significantly related to their counterproductive 
work behaviors. However, Birkeland and Nerstad (2016) 
have shown that OP for work relates positively to incivility 
instigations (e.g., paying little attention to another person’s 
intentions or showed little interest in their opinion, ignoring 
or excluding another person from professional camarade-
rie). Indeed, highly obsessive passionate workers might be 
seen as more competitive and aggressive (Carbonneau et al., 
2008) as they need to prove themselves. For instance, if their 
status is challenged, they might respond with incivility (e.g., 
condescending or disrespectful behaviors) to regain confi-
dence. This reasoning is supported by studies outside the 
work domain that have shown OP to be related to aggressive 
behaviors (Donahue et al., 2009), to poor quality interper-
sonal relationships (Philippe et al., 2010), and to hubristic 
pride (Bureau et al., 2013).

To the best of our knowledge, the present research is the 
first to examine the quadripartite approach with respect to 
work attitudes and behaviors. The present findings revealed 
that OP is associated with negative consequences for work-
ers (lower levels of family life satisfaction and higher levels 
of work-family conflict) among those characterized by low 
levels of HP (pure OP). In contrast, workers characterize 
by mixed passion are most likely to experience the many 

Fig. 4  Study 2: Associations 
between harmonious passion, 
obsessive passion, and family 
life satisfaction. Note. High and 
low values of harmonious and 
obsessive passion are plotted at 
one standard deviation above 
and below the mean; family life 
satisfaction was standardized 
and passion scores were mean 
centered; PHP = Pure harmo-
nious passion; POP = Pure 
obsessive passion; MP = Mixed 
passion; and NP = Non-passion
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benefits associated with HP without suffering from the det-
rimental outcomes linked to OP. This can be explained by 
the fact that HP is associated with more frequent experi-
ences of positive emotions (Vallerand, 2015; Vallerand & 
Houlfort, 2019), which may increase workers’ well-being 
and attenuate the undesirable effects of negative emotions, 
thus leading to a more adaptive functioning. Recent studies 
have also demonstrated that HP protects individuals against 
the detrimental effects of OP (Schellenberg et al., 2019). 
Though the current findings provide support for this claim 
by suggesting that HP can protect workers against some of 
the detrimental effects of OP, they reveal that this influence 
is limited to work-family conflict and family life satisfaction. 
Indeed, the present findings also show that HP eliminates 
the effects of OP on counterproductive work behaviors only 
when OP is low (pure HP), so that no advantages are associ-
ated with both high HP and OP (mixed passion) relative to 
high OP and low HP (pure OP) and to both low OP and HP 
(non-passion).

Interestingly, Schellenberg et al. (2019) have also shown 
that mixed passion was related to higher levels of self-rated 
health and psychological well-being, and lower levels of 
burnout than low passion. Indeed, workers with pure HP 
enjoy all the positive effects of HP without suffering from 
the detrimental influence of OP (Schellenberg et al., 2019). 
Though OP is generally linked to detrimental consequences 
(Curran et al., 2015), Amiot et al. (2006) have found that 
OP is associated with higher psychological adjustment in 
highly competitive environments. Lafrenière et al. (2012) 
have also shown that OP is positively related to life satis-
faction following success. These findings suggest that the 
influence of high levels of both HP and OP (mixed passion) 
on counterproductive work behaviors may vary as a function 
of the characteristics of the work environment. It would be 
interesting for future studies to test this hypothesis.

Furthermore, it is noteworthy that non-passion was 
related to higher levels of family satisfaction and lower 
levels of work-family conflict than pure OP, supporting the 
detrimental effects of high levels of OP (Vallerand, 2015; 
Vallerand & Houlfort, 2019). However, non-passion was 
also related to lower levels of family life satisfaction and 
work-family conflict than mixed passion, suggesting that the 
effects of non-passion might depend on the outcome under 
study (Vallerand & Houlfort, 2019). On the one hand, mixed 
passion may be related to greater family life satisfaction in 
comparison to non-passion as workers characterized by 
mixed passion have both high levels of HP, which is related 
to higher well-being (Vallerand, 2015), and high levels of 
OP, which may be associated with adaptive outcomes in spe-
cific situations (Lafrenière et al., 2012). On the other hand, 
the detrimental outcomes associated with high OP may be 
more salient for the workers characterized by mixed pas-
sion, leading them to experience greater work-family conflict 

than others without any passion (Schellenberg et al., 2019). 
Additional studies are thus needed to examine the interactive 
effects between HP and OP on other positive (e.g., organi-
zational commitment, organizational citizenship behaviors) 
and detrimental (e.g., ill-being, turnover) outcomes.

More generally, these findings and those from past 
research (Schellenberg et  al., 2019) clearly support the 
importance of considering the interactions between HP and 
OP, as suggested by Curran et al. (2015), to better explain 
the effects of these two forms of passion toward work. The 
quadripartite approach allows researchers to use variable-
centered analyses (e.g., LMS, multiple regression) to pre-
dict scores on outcome variables for prototypical passion 
subtypes with high/low levels of HP/OP. It should be noted 
that the predicted values associated with each passion sub-
type are calculated using techniques that are sample-specific 
(i.e., sample standard deviations), and that the quadripar-
tite approach is not intended to determine the proportion of 
respondents who identify with each subtype. However, other 
approaches adopting person-centered analyses can comple-
ment findings from the quadripartite approach by identifying 
and comparing groups of participants with differing levels 
of HP and OP that emerge within specific samples (e.g., Li 
et al., 2020). We feel that both variable- and person-centered 
approaches have much to offer in furthering our understand-
ing of the interplay between HP and OP in the workplace.

Limitations and future research directions

When considering our results, some limitations have to be 
acknowledged. First, the fact that this study relied solely 
on self-report measures increases the risk of social desir-
ability and self-report biases. Although past research has 
shown that the Passion Scale is free from social desirabil-
ity concerns (Vallerand, 2015), it would be important for 
future studies to include objective and external sources 
such as informant-report (e.g., colleagues) measures of 
outcome assessment. Second, we used a single-item meas-
ure to assess family life satisfaction. Yet, it is well known 
that such measures tend to be less reliable than multi-
item measures, and not as good at providing a complete 
content coverage of the construct under study. It would 
be interesting for future research to replicate our results 
using more robust measures. Third, participants were not 
given any specific instructions as to what to think when 
reading the word “family” (e.g., my partner, my partner 
and my children, my extended family) and completing the 
scales assessing work-family conflict and professional life 
satisfaction. In addition, we have no information regard-
ing participants’ marital/familial status (e.g., single, mar-
ried, in a relationship, number of children). Future studies 
should specify how family is conceptualized and rely on 
data collected among samples of participants who lived 
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with a spouse or partner to clearly define the interpretation 
and application of the results obtained. Fourth, the present 
research only looked at a limited number of outcomes. 
Thus, future research would do well to include additional 
measures to assess other work and personal outcomes 
(Vallerand & Houlfort, 2019). Finally, both studies used 
a correlational design. It is then impossible to determine 
the direction of causality. Additional longitudinal studies 
are necessary to help determine the directionality of the 
relationships between work passion and consequences.

Practical implications

The results specific to counterproductive work behaviors 
raise a red flag against the implementation of interventions 
assuming that the influence of OP could be buffered by the 
development of HP. They rather suggest that interventions 
would maximally benefit from increasing HP as a high-
involvement replacement strategy for OP, perhaps by seek-
ing work environments in which workers can benefit from 
autonomy-supportive behaviors (Vallerand, 2015). Indeed, 
as demonstrated in numerous studies (Schellenberg et al., 
2019; Vallerand, 2015; Vallerand & Houlfort, 2019), the two 
current studies suggest that HP is an adaptive type of pas-
sion that has the highest benefits for workers’ personal and 
professional life. To facilitate the development of a harmoni-
ous passion for work among their employees, organizations 
and managers may also use and promote workers’ signature 
strengths, increase workers’ emotional intelligence, and 
facilitate a flexible and mindful investment in one’s profes-
sional life, enabling workers to participate and get involved 
in other activities (see Vallerand & Houlfort, 2019, for a 
review).

In sum, in addition to the main effects of HP and OP, the 
present research underscores the fact that it is important to 
consider the interactive effects of the two types of passion 
on work and family outcomes. More specifically, the quad-
ripartite approach (Schellenberg et al., 2019) suggests that 
each worker may be characterized by four passion subtypes: 
Pure OP, pure HP, mixed passion, and non-passion. This 
quadripartite approach yields unique insights into the role of 
passion at work and points toward new and exciting research 
possibilities.

All procedures followed were in accordance with the ethi-
cal standards of the responsible committee on human experi-
mentation (institutional and national) and with the Helsinki 
Declaration of 1964 and its later amendments.

Declarations 

Conflict of interest We declare that we have no conflict of interest.

Informed Consent Informed consent was obtained from all participants 
for being included in the study.

References

Amiot, C. E., Vallerand, R. J., & Blanchard, C. M. (2006). Passion 
and psychological adjustment: A test of the person-environment 
fit hypothesis. Personality and Social Psychology Bulletin, 32, 
220–229. https:// doi. org/ 10. 1177/ 01461 67205 280250

Birkeland, I. K., & Nerstad, C. (2016). Incivility is (not) the very 
essence of love: Passion for work and incivility instigation. Jour-
nal of Occupational Health Psychology, 21, 77–90. https:// doi. 
org/ 10. 1037/ a0039 389

Bureau, J. S., Vallerand, R. J., Ntoumanis, N., & Lafrenière, M.-A.K. 
(2013). On passion and moral behavior in achievement settings: 
The mediating role of pride. Motivation and Emotion, 37, 121–
133. https:// doi. org/ 10. 1007/ s11031- 012- 9292-7

Busby, D. M., Chiu, H.-Y., Leonhardt, N. D., & Iliff, E. (2019). Sexual 
passion in committed relationships: Measurement and concep-
tual issues. Family Process, 58, 734–748. https:// doi. org/ 10. 1111/ 
famp. 12385

Carbonneau, N., Vallerand, R. J., Fernet, C., & Guay, F. (2008). The 
role of passion for teaching in intrapersonal and interpersonal out-
comes. Journal of Educational Psychology, 100, 977–987. https:// 
doi. org/ 10. 1037/ a0012 545

Caudroit, J., Boiché, J., Stephan, Y., Le Scanff, C., & Trouilloud, D. 
(2011). Predictors of work/family interference and leisure-time 
physical activity among teachers: The role of passion towards 
work. European Journal of Work and Organizational Psychol-
ogy, 20, 326–344. https:// doi. org/ 10. 1080/ 13594 32090 35071 24

Curran, T., Hill, A. P., Appleton, P. R., Vallerand, R. J., & Stand-
age, M. (2015). The psychology of passion: A meta-analytical 
review of a decade of research on intrapersonal outcomes. 
Motivation and Emotion, 39, 631–655. https:// doi. org/ 10. 1007/ 
s11031- 015- 9503-0

Demerouti, E., Bakker, A. B., & Bulters, A. J. (2004). The loss spiral of 
work pressure, work-home interference and exhaustion: Recipro-
cal relations in a three-wave study. Journal of Vocational Behav-
ior, 64, 131–149. https:// doi. org/ 10. 1016/ S0001- 8791(03) 00030-7

Dolan, S., Arterberry, B., & Davis, A. (2021). A quadripartite model of 
passion for marijuana use: Associations with consumption, conse-
quences, craving, and satisfaction with life. Addiction Research & 
Theory, 29, 30–35. https:// doi. org/ 10. 1080/ 16066 359. 2020. 17181 
17

Donahue, E. G., Rip, B., & Vallerand, R. J. (2009). When winning is 
everything: On passion, identity, and aggression in sport. Psychol-
ogy of Sport and Exercise, 10, 526–534. https:// doi. org/ 10. 1016/j. 
psych sport. 2009. 02. 002

Fouquereau, E., Morin, A. J. S., Lapointe, É., Mokounkolo, R., & Gil-
let, N. (2019). Emotional labour profiles: Associations with key 
predictors and outcomes. Work & Stress, 33, 268–294. https:// doi. 
org/ 10. 1080/ 02678 373. 2018. 15028 35

Gillet, N., Austin, S., Fernet, C., Sandrin, E., Lorho, F., Brault, S., 
Becker, M., & Aubouin Bonnaventure, J. (2021). Workaholism, 
presenteeism, work-family conflicts and personal and work out-
comes: Testing a moderated mediation model. Journal of Clinical 
Nursing, 30, 2842–2853. https:// doi. org/ 10. 1111/ jocn. 15791

Ho, V. T., Kong, D. T., Lee, C.-H., Dubreuil, P., & Forest, J. (2018). 
Promoting harmonious work passion among unmotivated employ-
ees: A two-nation investigation of the compensatory function of 
cooperative psychological climate. Journal of Vocational Behav-
ior, 106, 112–125. https:// doi. org/ 10. 1016/j. jvb. 2018. 01. 005

https://doi.org/10.1177/0146167205280250
https://doi.org/10.1037/a0039389
https://doi.org/10.1037/a0039389
https://doi.org/10.1007/s11031-012-9292-7
https://doi.org/10.1111/famp.12385
https://doi.org/10.1111/famp.12385
https://doi.org/10.1037/a0012545
https://doi.org/10.1037/a0012545
https://doi.org/10.1080/13594320903507124
https://doi.org/10.1007/s11031-015-9503-0
https://doi.org/10.1007/s11031-015-9503-0
https://doi.org/10.1016/S0001-8791(03)00030-7
https://doi.org/10.1080/16066359.2020.1718117
https://doi.org/10.1080/16066359.2020.1718117
https://doi.org/10.1016/j.psychsport.2009.02.002
https://doi.org/10.1016/j.psychsport.2009.02.002
https://doi.org/10.1080/02678373.2018.1502835
https://doi.org/10.1080/02678373.2018.1502835
https://doi.org/10.1111/jocn.15791
https://doi.org/10.1016/j.jvb.2018.01.005


 Current Psychology

1 3

Houlfort, N., Philippe, F. L., Bourdeau, S., & Leduc, C. (2018). A 
comprehensive understanding of the relationships between pas-
sion for work and work–family conflict and the consequences for 
psychological distress. International Journal of Stress Manage-
ment, 25, 313–329. https:// doi. org/ 10. 1037/ str00 00068

Huyghebaert, T., Fouquereau, E., Lahiani, F.-J., Beltou, N., Gimenes, 
G., & Gillet, N. (2018). Examining the longitudinal effects of 
workload on ill-being through each dimension of workaholism. 
International Journal of Stress Management, 25, 144–162. https:// 
doi. org/ 10. 1037/ str00 00055

Kong, D. T., & Ho, V. T. (2018). The performance implication of 
obsessive work passion: Unpacking the moderating and mediat-
ing mechanisms from a conservation of resources perspective. 
European Journal of Work and Organizational Psychology, 27, 
269–279. https:// doi. org/ 10. 1080/ 13594 32X. 2018. 14402 11

Lafrenière, M.-A.K., St-Louis, A. C., Vallerand, R. J., & Donahue, 
E. G. (2012). On the relation between performance and life sat-
isfaction: The moderating role of passion. Self and Identity, 11, 
516–530. https:// doi. org/ 10. 1080/ 15298 868. 2011. 616000

Lafrenière, M.-A.K., Vallerand, R. J., Donahue, E. G., & Lavigne, G. 
L. (2009). On the costs and benefits of gaming: The role of pas-
sion. CyberPsychology & Behavior, 12, 285–290. https:// doi. org/ 
10. 1089/ cpb. 2008. 0234

Li, J., Zhang, J., Shao, B., & Chen, C. (2020). A latent profile analysis 
of work passion: Structure, antecedent, and outcomes. Personnel 
Review, 49, 846–863. https:// doi. org/ 10. 1108/ PR- 04- 2019- 0145

Marsh, H. W., Vallerand, R. J., Lafrenière, M.-A.K., Parker, P., Morin, 
A. J. S., Carbonneau, N., Jowett, S., Bureau, J. S., Fernet, C., 
Guay, F., Salah Abduljabbar, A., & Paquet, Y. (2013). Passion: 
Does one scale fit all? Construct validity of two-factor passion 
scale and psychometric invariance over different activities and 
languages. Psychological Assessment, 25, 796–809. https:// doi. 
org/ 10. 1037/ a0032 573

Marsh, H. W., Hau, K., & Grayson, D. (2005). Goodness of fit in struc-
tural equation models. In A. Maydeu-Olivares & J. J. McArdle 
(Eds.), Contemporary psychometrics: A festschrift for Roderick 
P. McDonald (pp. 275–340). Mahwah: Erlbaum.

Mount, M., Ilies, R., & Johnson, E. (2006). Relationship of personal-
ity traits and counterproductive work behaviors: The mediating 
effects of job satisfaction. Personnel Psychology, 59, 591–622. 
https:// doi. org/ 10. 1111/j. 1744- 6570. 2006. 00048.x

Muthén, L., & Muthén, B. (2019). Mplus user’s guide. Muthén & 
Muthén.

Philippe, F. L., Vallerand, R. J., Bernard-Desrosiers, L., Guilbault, V., 
& Rajotte, G. (2017). Understanding the cognitive and motiva-
tional underpinnings of sexual passion from a dualistic model. 
Journal of Personality and Social Psychology, 113, 769–785. 
https:// doi. org/ 10. 1037/ pspp0 000116

Philippe, F. L., Vallerand, R. J., Houlfort, N., Lavigne, G. L., & Dona-
hue, E. G. (2010). Passion for an activity and quality of interper-
sonal relationships: The mediating role of emotions. Journal of 
Personality and Social Psychology, 98, 917–932. https:// doi. org/ 
10. 1037/ a0018 017

Schellenberg, B. J. I., Mosewich, A. D., Bailis, D. S., Gaudreau, P., & 
Verner-Filion, J. (2021a). When self-compassion loses its luster: 
Ratings of self-compassionate and self-critical responding among 
passionate students. Journal of Experimental Education, 89, 291–
305. https:// doi. org/ 10. 1080/ 00220 973. 2019. 16939 46

Schellenberg, B. J. I., Verner-Filion, J., Gaudreau, P., Bailis, D. S., 
Lafrenière, M.-A.K., & Vallerand, R. J. (2019). Testing the dualis-
tic model of passion using a novel quadripartite approach: A look 
at physical and psychological well-being. Journal of Personality, 
87, 163–180. https:// doi. org/ 10. 1111/ jopy. 12378

Schellenberg, B. J. I., Verner-Filion, J., Gaudreau, P., & Mbabaali, S. 
(2021b). The two dimensions of passion for sport: A new look 
using a quadripartite approach. Journal of Sport & Exercise Psy-
chology, 43, 459–476. https:// doi. org/ 10. 1123/ jsep. 2021- 0048

Shimazu, A., Schaufeli, W. B., Kamiyama, K., & Kawakami, N. (2015). 
Workaholism vs. work engagement: The two different predic-
tors of future well-being and performance. International Jour-
nal of Behavioral Medicine, 22, 18–23. https:// doi. org/ 10. 1007/ 
s12529- 014- 9410-x

Spector, P. E., Bauer, J. A., & Fox, S. (2010). Measurement artifacts in 
the assessment of counterproductive work behavior and organiza-
tional citizenship behavior: Do we know what we think we know? 
Journal of Applied Psychology, 95, 781–790. https:// doi. org/ 10. 
1037/ a0019 477

Vallerand, R. J. (2010). On passion for life activities: The Dualistic 
Model of Passion. Advances in Experimental Social Psychology, 
42, 97–193. https:// doi. org/ 10. 1016/ S0065- 2601(10) 42003-1

Vallerand, R. J. (2015). The psychology of passion. Oxford University 
Press.

Vallerand, R. J., & Houlfort, N. (2003). Passion at work: Toward a 
new conceptualization. In D. Skarlicki, S. Gilliland, & D. Steiner 
(Eds.), Research in social issues in management (Vol. 3, pp. 175–
204). Information Age Publishing.

Vallerand, R. J., & Houlfort, N. (2019). Passion for work: Theory, 
research and applications. Oxford University Press.

Vallerand, R. J., Blanchard, C., Mageau, G. A., Koestner, R., Ratelle, 
C., Léonard, M., Gagné, M., & Marsolais, J. (2003). Les passions 
de l’âme: On obsessive and harmonious passion. Journal of Per-
sonality and Social Psychology, 85, 756–767. https:// doi. org/ 10. 
1037/ 0022- 3514. 85.4. 756

Wayne, S. J., Lemmon, G., Hoobler, J. M., Cheung, G. W., & Wilson, 
M. S. (2017). The ripple effect: A spillover model of the detri-
mental impact of work–family conflict on job success. Journal of 
Organizational Behavior, 38, 876–894. https:// doi. org/ 10. 1002/ 
job. 2174

Publisher's Note Springer Nature remains neutral with regard to 
jurisdictional claims in published maps and institutional affiliations.

https://doi.org/10.1037/str0000068
https://doi.org/10.1037/str0000055
https://doi.org/10.1037/str0000055
https://doi.org/10.1080/1359432X.2018.1440211
https://doi.org/10.1080/15298868.2011.616000
https://doi.org/10.1089/cpb.2008.0234
https://doi.org/10.1089/cpb.2008.0234
https://doi.org/10.1108/PR-04-2019-0145
https://doi.org/10.1037/a0032573
https://doi.org/10.1037/a0032573
https://doi.org/10.1111/j.1744-6570.2006.00048.x
https://doi.org/10.1037/pspp0000116
https://doi.org/10.1037/a0018017
https://doi.org/10.1037/a0018017
https://doi.org/10.1080/00220973.2019.1693946
https://doi.org/10.1111/jopy.12378
https://doi.org/10.1123/jsep.2021-0048
https://doi.org/10.1007/s12529-014-9410-x
https://doi.org/10.1007/s12529-014-9410-x
https://doi.org/10.1037/a0019477
https://doi.org/10.1037/a0019477
https://doi.org/10.1016/S0065-2601(10)42003-1
https://doi.org/10.1037/0022-3514.85.4.756
https://doi.org/10.1037/0022-3514.85.4.756
https://doi.org/10.1002/job.2174
https://doi.org/10.1002/job.2174

	On the role of harmonious and obsessive passion in work and family outcomes: A test of the quadripartite approach
	Abstract
	The dualistic model of passion
	Combined effects of HP and OP

	The present research
	Study 1
	Method
	Analyses

	Results
	Brief discussion

	Study 2
	Method
	Analyses
	Results
	Brief discussion

	General Discussion
	Limitations and future research directions
	Practical implications

	References


