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Material affluence, time affluence and well-being among
managers in Egypt*

Ronald J. Burke Ghada El-Kot

Prof. Dr., York University Arab Academy for Science and Technology and
Maritime Transport

Abstract:
Purpose — Kasser and Sheldon (2009) reported that Time affluence (TA) may be a more important predictor of sub-
jective well-being than Material Affluence (MA) in samples of US college students and working adults. This re-
search replicated their work among managers and professionals working in a variety of organizations and industries
in Egypt. a large Muslim country having Islamic values.
Design/methodology/approach - Data were collected from 242 respondents, 146 males and 96 females, using anony-
mously completed questionnaires, a 48% response rate. Measures included personal demographic and work si-
tuation characteristics, stable individual difference personality factors, job demands , work outcomes, after-work
recovery experiences, and indicators psychological well-being.
Findings - MA and TA were significantly correlated (r=.22, p<.001), and managers indicated higher levels of MA
than TA. Managers working more hours per week, and managers earning higher incomes, reported less
Ta; work hours and income had no relationship with MA. Managers scoring higher on personality factors likely
to be associated with greater work investment indicated lower levels of TA Managers working in more intense jobs
also indicated lower levels of TA. Managers indicating less TA reported higher levels of job stress; managers indi-
cating higher levels of MA indicated more job stress and higher intentions to quit. Finally, managers indicating
higher TA also reported less work-family conflict and fewer psychosomatic symptoms.
Research limitations/implications —Since data was collected at only one point in time questions of causality could
not be addressed. Study highlights the need for more comparative and cross-cultural studies of human resource ma-
nagement.
Practical implications — Findings highlight the role of work hours and TA as factors in psychological well-being
of Egyptian managers.
Originality/value —This is the first study of MA and TA in Egypt. The findings were consistent with previous
results and extended our understanding of correlates of MA and TA.
Paper type —Research paper

Keywords: Material affluence, time affluence, managers in Eqypt
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What does it mean to have a satisfying life?
Many developed Western countries (e.g., the
US, the UK) and some developing ones (e.g.,
Russia) have emphasized material affluence
(MA) though a growing body of research fin-
dings have indicated that money does not
“buy” happiness (see Burke, 2006, 2009). Kas-
ser and Sheldon (2009) argue instead that time
affluence (TA) is more likely to be related to
happiness and subjective well-being. They re-
ported results from four studies that supped
their position.

In their first study involving a sample of 1078
adults conducted in the US, TA was signifi-
cantly and positively correlated with both job
and family satisfaction. Income however was
also significantly and positively correlated
with both satisfaction measures as well.

In their second study, again using a sample of
US adults, both TA and MA had positive and
significant correlations with measures of sub-
jective well-being (SWB) while work hours
and family income had non-significant but
positive relationships with SWB. MA and TA
were significantly correlated (r-.24, p<.05).
College students participated in their third
study which indicated that TA was positively
correlated with SWB while MA was not. Both
mindfulness and the satisfaction of psycholo-
gical needs partially mediated the TA-SWB re-
lationship. ~ Students reporting more TA
indicated higher levels of SWB because they
experienced more mindfulness and greater sa-
tisfaction of their psychological needs. In this
study, MA and TA were positively correlated
(r=,.18, p<.06). One hundred and forty-five
adults took part in their fourth study; MA and
TA were positively and sisgnificantly correla-
ted (r=.30, p<.05). They found that both MA
and TA were significantly correlated with
SWB; hours worked and income were also re-
lated to SWB. Again mindfulness and the sa-
tisfaction of psychological needs partially
moderated the TA-SWB relationship

Why should TA increase one’s satisfaction
and well-being? If one has TA, they can also
have time to engage in activities such as mind-
fulness that mee important psychological
needs. Kasser and Brown (2003) found that

work hours were negatively correlated with
life satisfaction in a sample of US adults. In
addition most workers, typically in developed
countries, want to work fewer hours and
have more free time (Hayden, 2003).

Work Hours and their Effects

It is likely that individuals working more
hours have less TA .The last decade has seen
increasing interest in work hours and their ef-
fects. There is some evidence that work hors
increased during this time in particular occu-
pations (e.g., managers and professionals) in
some countries (e.g., US, UK) while work
hours decreased among blue-collar workers
(golden ,2006). There is also some evidence
that long work hours are associated with ne-
gative effects on SWB, family functioning, and
workplace errors, accidents and injuries
(Burke, 2006; Burke & Cooper, 2008; Dembe,
Erickson, Delbos & Banks, 2005; Sparks, Coo-
per, Fried & Shirom, 1997; van der Hulst,
2003).

The effects of long work hours have not been
consistent however. For example, Hewlett
and Luce (2006) found an extremely high level
of job satisfaction among two large samples of
mangers and professionals at high organiza-
tional levels working in “extreme jobs”, jobs
in which they worked 60 or more hours per
week. Some of these managed indicated a
preference for working a few fewer hours per
week in the future and some managers were
concerned about the potential effects of these
long work hours on their families and their
health. Individuals in “extreme jobs” repor-
ted high levels of challenge, mean, and re-
wards, both psychological and financial, in
explaining their high levels of satisfaction.

Using their concept of TA, Kasser and Shel-
don (2009) address the issue of work hours in
a different way emphasizing instead the time
available to individuals when work hours are
considered. How much time is left over to un-
dertake other satisfying activities?

Are MA and TA culture bound?

An important questions is whether MA and
TA operate in the same way in less developed
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and less materialistic countries in which indi-
viduals may not work as many hours. Burke,
Koyuncu, Fiksenbaum and Demirer (2009) at-
tempted to replicate and extend the Kasser
and Sheldon (2009) study of women and men
working in the manufacturing sector in Tur-
key. This sample worked long hours and ear-
ned significantly less income than did the
adults in the US sample. MA and TA were
uncorrelated in this sample though positively
and significantly correlated in the US samples.
Income emerged as a significant predictor of
MA but not TA. Hierarchical regression
analyses, controlling for both personal de-
mographics and work situation characteris-
tics, shoed that MA and TA were significant
predictors of most work outcomes (e.g. job sa-
tisfaction, job stress) and indicators of psycho-
logical well-being (e.g., psychosomatic
symptoms, life satisfaction) These findings
partially replicated the Kasser and Sheldon US
results and extend them to women and men
working in a single occupation in a country
having different cultural values. They conclu-
ded by suggesting that further research on
MA and TA be carried out in still other coun-
tries having different values and levels of de-
velopment than North America.

The present study examined MA and TA
among a large sample of women and men
holding managerial and professional jobs in
various organizations and industries in Egypt.
A summary of some important aspects of the
Egyptian culture particularly as it relates to
work and to family is now provided to place
the study in a larger context.

Egyptian cultural values

There has been increasing research attention
devoted to business in the Middle East over
the past two decades. Egypt is similar to other
Middle Eastern countries in some ways but
different in others (Ali, 1999; 2005; Muna,
1980). Hofstede (1980) found that all Middle
Eastern countries shared similar societal and
cultural values. These countries indicated
large power differences, scored high on un-
certainty avoidance, scored low on individua-
lism (or high on collectivism) and scored only
slightly above average on masculinity. Egypt
is a patriarchal society with boys more highly

valued than girls (EI-Ghannam, 2001, 2002),
and strict gender roles with women respon-
sible for home and family (Ali, 2005; Metcalfe,
2006; 2007, 2008: Mostafa, 2003). Hofstede
concluded that the small number of women in
the workforce generally and their absence at
senior levels of management and in politics,
reflected religious values (Islam) more than

masculine values (see also El;-Saadewi, 2002;
Sidani, 2005).

Work has traditionally been seen as a male ac-
tivity associated with the provider and bread
winner role. Women have been seen as res-
ponsible for home and family and not for
work. Women represented only 23% of the
total labor force in Egypt in 2001 (Ramzy,
2002). In addition, it has been difficult to un-
dertake human resource management rese-
arch in Egypt since many organizations are
not interested in such research and many ma-
nagers do not want their subordinates to par-
ticipate in research that might be critical of
their performance (Ali, 2005; Budhwar & Mel-
lehi, 2007)

But Egypt is in transition; Researchers (El-Kot
& Leat, 2008, Leat & El-Kot, 2007) have shown
that human resource practices in Egypt tend
to reflect a combination of those based on tra-
ditional cultural values and newer practices
developed in the Western world. There are
now an increasing number of women in the
workforce (Al-Lamky, 2007; Jamali, Safied-
dine & Daouk, 2006). In addition, an increa-
sing number of Egyptians are being educated
with women’s numbers in university appro-
aching those of men (Mostafa, 2003). Egyptis
a patriarchal and traditional society (Ali, 2005;
Metcalfe, 2007; Sharebi, 2002) and Egyptian
organizations use human resource manage-
ment practices that are patriarchal (Japer,
2001). . Egypt places a high value on the fa-
mily (Metcalfe, 2006). Egypt currently has a
high unemployment rate. The Egyptian edu-
cation system is weak and needs improving
to prepare graduates for the reality of work in
the 21st century. (Tyler & Holmes, 2008). Be-
cause of these factors Egypt has shown only
slow economic development (Ali, 2005; Budh-
war & Mellahi, 2007).

The Islamic work ethic (IWE) does place a
high value on work and hard work (Ali & Al-
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Owaihan (2008) report on the development of
a measure of the Islamic Work Ethic (IWE)
and its presence. The IWE views work as a
virtue, necessary for one’s contribution to a
full and balanced life. They identified four
components in the IWE: effort, competition,
transparency, and socially responsible con-
duct. Effortis held in high regard in the IWE.
Ali (1988) reports data using his IWE scale
from 150 Arab Muslim students studying in
US universities, and from mangers in Kuwait,
the UAE and Arabia, showing very high en-
dorsement for the IWE. But one must accept
these findings with some caution since self-re-
port scores on the IWE may not translate to
working hard in one’s organization and the
receipt of benefits from these work efforts.
Yousef (2001a, 2001b), in two analyses of data
collected in the United Arab Emirates, repor-
ted that scores on Ali's IWE were positively
correlated with measures of job satisfaction, ,
organizational commitment, and locus of
control suggesting that the IWE functioned as
expected as an indicator of work motivation.

This brief review of Egyptian cultural values
suggests that both work and family are im-
portant life domains for working men and
women, and being a developing country, both
MA and TA are likely to be relevant and mea-
ningful concepts. But the economic standard
of living of citizens in Egypt is lower than that
of citizens of the US. In addition, values in the
Egyptian society are different from those in
the US (Hofstede,1980), the family having a
higher priority in Egypt, and a clearer division
of roles and expectations about women at
work in Egypt. Would TA emerge as a signi-
ficant predictor of satisfaction and well-being
in Egypt? Would MA play a more important
role given the lower economic standard of li-
ving experienced by citizens in Egypt?

The present study

The following hypotheses were considered,
based on the few published studies of MA and
TA.

1. The measures of both MA and TA would be
highly reliable and positively and significantly
correlated.

2. Work hours would be positively related
with MA and negatively related with TA.

3. Income would be positively related with
both MA and TA.

4. Stable personality characteristics associated
with higher levels of work investment would
be positive related to MA and negatively re-
lated to TA.

5. Job demands would be negatively related
toboth TA and MA

6. Both MA and TA would be positively rela-
ted to work outcomes.

7. Both MA And TA would be positively re-
lated to indicators of psychological well-being.

Method

Procedure

Data were collected between October 2008
and January 2009 from service and manufac-
turing organizations in two Egyptian cities
(Alexandria and Cairo) Members of the rese-
arch team contacted about 50 organizations in
these cities requesting their participation in
the research. The 24 cooperating organizati-
ons then provided a list of managers and pro-
fessionals to the researchers. Service
organizations included telecommunications,
banks, educational institutions, and a mari-
time service provider. Manufacturing organi-
zations included pharmaceutical, petroleum
companies, and production companies focu-
sing upon production of milk, juice and food.
Approximately 500 managers and professio-
nals were contacted; of which 242 provided
completed questionnaires, a 48% response
rate. Questionnaires were completed anony-
mously in English. The respondents are best
described as a large convenience sample of
Egyptian managers and professionals in a va-
riety of industries. .

Respondents

Table 1 presents the demographic characteris-
tics of the sample. Over half were male (60%),
almost all worked full-time (93%), over half
were 30 years of age or younger (61%), most
were single (62%), without children (64%),
were university graduates (95%), worked 40
hours a week or less (42%), were in middle
management (33%), supervised others (66%),
earned over LE 25,000 a year of income (46%),




Work-family conflict among Turkish managers: Potential antecedents and consequences | |

a had relatively short job and organizational
tenures (over half having 2 years or less job te-
nure-60% and over one third having two
years of less of organizational tenure -37%),
and worked in organizations of varying sizes,
the average being about 1000 employees. Res-
pondents fell into several functions: IT and lo-
gistics, 16%; marketing and sales, 14%;
tinance, 13%; production, 11%’; and customer
service, 9%.

Measures

Table 1

Demographic Characteristics of Sample

MA and TA

The measures of MA and TA developed by
Kasser and Sheldon (2009) were used in this
research to facilitate replication and extension.
Managers rated each item on a five-point scale
(1=Strongly disagree, 3-Neither agree nor di-
sagree, 5=Strongly agree). MA contained 8
items (alpha=.82). An item was “I have been
able to buy what I want.” TA also contained 8
items (alpha=.75). One item was “ I have had
enough time to do what I need to do.”

Personal Demographic and work Si-
tuation Characteristics

A number of personal demographics
(e.g., age, gender, level of education,

marital and parental status) and

Gender N % | Age N %o X K R
Male 146 603 25 or less 73 302 work situation characteristics (e.g.,
Female 9% 397 g21638 Zg ig.g o r g a n i _
Work status 36-40 13 54 zational level, job and organizational
Full time 226 934 4145 135 54 tenure) were measured by single
Part time 16 6.6 46 or older 40 16.5 items (see Table 1)
Marital status Length of marriage
Married 92 380 1-5 years 36 400 Stable Individual Difference Perso-
Single 150 62.0 6-10 13 144 , -
L1 ; . nality Characteristics
72?;?3;:31“““5 s 1261'_220; }2 il;; Three stable individual difference
No children 156 645 26 or more 4 44 personality characteristics were in-
cluded.
Education Number of children
IB{igll: ?Chool 11;_) 85606 10 12575 ﬁng Need for Achievement (NAch) was
I\/?acstf:rc;rs 35 144 5 “ 182 measured by a five item scale (0 =.62)
3 or more 16 66 developed by Steers and Braunstein
Z)";’;Te‘s‘;"rked T Income. LE (1976). One item was “I try very hard
41-45 51 211 $10,000 or less 2 256 to improve on my past performance
46-50 49 207 $10,001-615000 16 6.6 at work.”
51-55 7 29 $15,001-620,000 22 9.1
56-60 20 82 $20,001-$25,000 30 124 Workaholic Behavior
61 or more 12 5.0 $25,001 or more 112 46.3
level 4 Two workaholic behavior scales de-
Organizational leve Supervisory duties s
Non-management 70 289 Yes 161  66.5 Veloped by Mudrack (2006) were m
Lower management 56 231 No 81 335 cluded. One, Non-required work, had
Middle management 80 331 4 items (0 =.82). Anitem was “Think-
Senior management 36 149 | Job tenure . I . th 1i £
1-2 years 145 599 Ing of ways to improve the quality o
Organizational tenure 3-5 51 211 work provided to customers and/or
é’_’sz years 22 ;Zi 161'13 e 433 117'28 co-workers.” The other, Control oth-
6-10 56 232 ers, also had 4 items (a =.74). One
11 or more 4 169 item was “fixing problems created by
V4
Organizational size Function Other peop le .
250 or less 59 20.2 | Finance 32 13.2 b D d
251-500 36 149 | Production 26 107 oY Lemanas
501-1000 47 194 | 1T 23 95 . .
1001-2000 34 14.1 | Customer service 2 81 Two job demands were included.
2001-5000 70 289 | Marketin 18 74 .
5001 or more 6 25 | Sales 8 7 70 Work hours were assessed by a sin-
Logistics 17 7.0
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gle item. Respondents indicated the number
of hours they worked in a typical week.

Work intensity was assessed by a 15 item scale
(a=.74). Some items were taken from Hewlett
and Luce (2006) while others were developed
by the researchers. Items included: “an un-
predictable flow of work”, “availability to
clients 24/7”, and “a large scope of responsi-
bility that amounts to more than one job”.

Work and Well-Being Qutcomes

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 studies
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 satisfaction was measured by a seven item
scale (a=.80) developed by Kofodimos (1993).
An item was “I feel challenged by my work.”

Career satisfaction was assessed by a five item
scale (a =.88) created by Greenhaus, Parasur-
aman 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
(a =.59) 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 (a
=.84) used previously by Burke (1991). One
item was “Are you currently looking for a dif-
ferent job in a different organization?
(Yes/no).

Psychological Well-Being

Four aspects of psychological well-being were
considered.

Exhaustion was measured by a nine item scale
(a =.74), part of the Maslach Burnout Inven-
tory, developed by Maslach, Jackson and
Leiter (1996). Anitem was “I feel emotionally
drained from my work.”

Work-Family Conflict

Three aspects of work-family conflict were as-

sessed using scales developed by Carlson,
Kacmar and Williams (2000). These measured
time-,. strain-, and behavior-based work-fam-
ily conflict, each having 3 items. The 9 items
scale had a reliability of .83.

Psychosomatic symptoms was measured by a
nineteen item scale (0 =.85) developed by
Quinn and Shepard (1974). Respondents in-
dicated how frequently they had experienced
each physical symptom (e.g., headaches, dif-
ficulty sleeping) in the past year.

Life satisfaction was assessed by a five item
scale (a0 =.84) created by Diener, Emmons,
Larsen and Griffin (1985). A sample item was
“I am satisfied with my life.”

Results

Descriptive Statistics-MA and TA

These two scales were significantly and posi-
tively correlated (r=.22, p<.001). The mean
values of MA and TA were 3.6 and 2.9, re-
spectively indicating more MA than TA MA
and TA were correlated .01 (ns) in the Turk-
ish study, and the mean values for MA and
TA were 3.5 and 3.3, respectively). The Egypt-
ian and Turkish samples indicated similar lev-
els of MA but the Egyptian sample indicated
less TA than did the Turkish sample. Kasser
and Sheldon did not provide these data in
their US studies. Women in the Egyptian
study indicated similar levels of TA as did
men (2.8 and 2.9, respectively). but women in-
dicated higher levels of MA than did men (3.8
and 3.5, p<.05, respectively). But women and
men in the Turkish study indicted similar lev-
elsof MA (3.5and 3.3, respectively) and lev-
els of TA (3.2 and 3.3, respectively).

Analysis Plan

Hierarchical regression analyses were first un-
dertaken in which <A and TA were separately
regressed on two blocks of predictor variables
entered in a specified order. The first block of
predictors were personal demographics (N=5)
and included, age, gender, and level of edu-
cation. The second block of predictors that
were entered were work situation characteris-
tics (N=4) and included organizational level,
organizational size, and job tenure. When a
block of predictors accounted for a significant
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amount or increment in explained variance on
a given criterion variable (p<.05) individual
items or variables within such blocks having
significant and independent relationships
with a criterion variable were identified
(p<.05). Then both MA and TA were seper-
ately regressed on three blocks of predictors in
four different analyses; personal demograph-
ics and work situation characteristics serving
as the first two blocks of predictors in all
analyses, the third block of predictors being
income, hours worked, stable personality
characteristics (N=3) and job demands (N=2)
in four different analyses. . Finally, to deter-
mine the effects of MA and TA,. work out-
comes and indicators of psychological
well-being were separately regressed on three
blocks of predictors; same first two blocks as in
all previous analyses, and MA and TA as the
third block of predictors. These analyses con-
trolled for the effects of both personal demo-
graphics and work situations on the various
work outcomes and indicators of psychologi-
cal well-being before considering the contri-
bution of MA and TA.

Predictors of MA and TA

Table 2 shows the results of hierarchical re-
gression analyses in which measures of MA
and TA were regressed on the two blocks of
predictors. Both blocks of predictors accounted
for a significant amount or increment in ex-
plained variance on MA. Women, younger
managers, managers that were married, and
managers at higher organizational levels indi-

Table 2

Personal Demographic and Work Situation
Predictors of Material Affluence and Time

Affluence
Material Affluence R R2 Change R2 P
Personal demographics .28 .08 .08 .01
Gender (.27)
Age (-40)
Marital status (.28)
Work situation characteristics 46 21 13 .001

Organizational level (.38)
Time Affluence
Personal demographics .28 .08 .08 .01

Marital status (.49)

Education level (.18)

Age (-.26)

Work situationn characteristics .32 .10 .02 NS

cated higher levels of MA (Bs=.27, -.40, .28 and
.38, respectively). One block of predictors, per-
sonal demographics, accounted for a signifi-
cant amount of explained variance on TA.
Married managers, managers with more edu-
cation and younger managers indicated higher
levels of TA (Bs=-.49, .18, and -.26, respec-
tively).

Income, MA And TA

Table 3 presents the results of hierarchical re-
gression analyses in which MA and TA were
separately regressed on three blocks of predic-
tors (personal demographics, work situation
characteristics, income). Income accounted for
significant increment in explained variance on
TA butnot on MA. Mangers earning more in-
come indicated less TA. (B=-.21).

Table 3

Income, Material Affluence and Time
Affluence

19

Material Affluence R R2 Change R2

Personal demographics .28 .08 .08
Gender (.27)
Age (-.39)
Marital status (.27)

Work situation characteristics .46 21 .13
Organizational level (.46)

Income 46 .21 .00

Time Affluence
Personal demographics .28 08 .08
Marital status (.46)
Education level (.117)
Work situation characteristics .32 .10 .02
Income (-.21)

.01

.001

NS

.01

NS

Work hours, MA and TA

Table 4 shows the results of hierarchical regres-
sion analyses in which MA and TA were sepa-
rately regressed on three blocks of predictors
(personal demographics, work situation char-
acteristics, hours worked). Hours worked ac-
counted for a significant increment in explained
variance on TA but not on MA. Managers
working more hours indicated less TA (B=-18)
When both income and hours worked were en-
tered as the third block, they accounted for a
significant increment in explained variance on
TAbutnot on MA. Managers earning more in-
come and managers working more hours indi-
cated less TA (Bs=-.21 and -.17, respectively).
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Table 4
Work hours, Material affluence and Time
Affluence
Material Affluence R R2 Change R2 P
Personal demographics .28 .08 .08 .01
Gender (.27)
Age (-41)
Marital status (.29)
Work situation characteristics .46 21 .13 .001
Organizational level (.39)
Work hours 46 22 .00 NS
Time Affluence
Personal demographics .28 .08 .08 .01
Marital status (-.46)
Education level (.22)
Work situation characteristics .32 .10 .02 NS
Work hours (-.18) .36 13 .03 .01

Personality Characteristics, MA and TA

Table 5 shows the results of hierarchical re-
gression analyses in which MA and TA were
separately regressed on three blocks of pre-
dictors (personal demographics, work situa-
tion characteristics, three personality
characteristics). Personality characteristic ac-
counted for significant increments in ex-
plained variance on both MA and TA.
Mangers scoring higher on Control of others
reported less MA (B=-.21); managers scoring

Table 5

Personality Factors, Material Affluence and
Time Affluence

Material Affluence

R

R2

Change R2

P

Personal demographics
Gender (.23)

Age (-47)
Marital status (.30)

Work situation characteristics
Organization level (.40)
Organization size (-.12)

Personality
Control of others (-.21)

Time Affluence
Personal demographics
Marital status (-.52)
Age (-..29)
Work situation characteristics
Personality
Nach (-.234)
Control of others (-.21)
Non-required work (-.12)

.28

46

.50

28

48

.08

21

.25

.08

.10
.23

.08

13

.04

.08

.02
13

.01

.001

.01

.01

NS

.001

higher on need for achievement, managers
scoring higher on Control of others, and man-
agers scoring higher on Non-required work,
indicated less TA (Bs=-.24, -.21, and -.12, re-
spectively).

Job Demands, MA and TA

Table 6 shows the results of hierarchical re-
gression analyses in which MA and TA wer
separately regressed on three blocks of pre-
dictors (personal demographics, work situa-
tion characteristics, two job demands). Job
demands accounted for a significant incre-
ment in explained variance on TA abut not on
MA. Mangers perceiving greater work inten-
sity indicated lower levels of TA (B=-.30)

Table 6
Job Demands, Material Affluence and Tine
Affluence
Material Affluence R R2  Change R2 P
Personal demographics .28 .08 .08 .01
Age (-.43)]
Gender (.29)
Marital status (.28)
Work situation characteristics .46 21 13 .001
Organizational level (.40)
Organization size (-.13)
ob demands .48 .23 .02 NS
Time Affluence
Personal demographics .28 .08 .08 .01
Marital status (.42)
Age (-.26)
Education level (.14)
Work situation characteristics .32 .10 .02 NS
ob demands 48 .23 13 .001

Work intensity (-.30)

MA, TA and Work Outcomes

Table 7 presents the results of hierarchical re-
gression analyses in which four work outcomes
were separately regressed on three blocks of
predictors (personal demographics, work situ-
ation characteristics, two measures of affluence).
Affluence accounted for a significant increment
in explained variance on two fo the four work
outcomes: job stress and intent to quit. Man-
agers scoring lower on TA and managers scor-
ing higher on MA reported higher levels of job
stress (Bs=.19 and -.25, respectively). In addi-
tion managers scoring higher on MA indicated
greater intentions of quitting (B=22).
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Table 7
Material Affluence, Time Affluence and Work
Outcomes
Work Outcomes
Job satisfaction R R2 Change R2 P
Personal demographics 24 .06 .06 .05

Marital status (-.34)
Education level (-.13)
Work situation characteristics .44 .20 14 .001

Organization tenure (.29)
Job tenure (-.27)

Organizational level (.19)
Organizational size (-.18)

Affluence 46 22 .02 NS
Career Satisfaction
Personal demographics 21 .04 .04 NS
Work situation characteristics .29 .08 .04 .05
Affluence .29 .08 .00 NS
ob Stress
Personal demographics .20 .04 .04 NS
Work situation characteristics .26 .07 .03 NS
Affluence 42 17 .10 .001
MA (.25)
TA (-19)
Intent to Quit
Personal demographics .36 13 13 .001
Age (-40)
Education level (.20)
Gender (.16)
Work situation characteristics .39 .16 .03 NS
Affluence 44 .20 .04 .01
MA (.22)

MA, TA and Psychological Well-Being

Table 8 shows the results of hierarchical re-
gression analyses in which four indicators of
psychological well-being were separately re-
gressed on the same three blocks of predictors.
Affluence accounted for a significant incre-
ment in explained variance on three of them
(work-family conflict, psychosomatic symp-
toms, life satisfaction). = Managers scoring
higher on TA indicated less work-family con-
flict and fewer psychosomatic symptoms
(Bs=-.56 and -.29, respectively).

Discussion

Our results provided only partial support for
the hypotheses that guided the research. Meas-
ures of MA and TA were highly reliable and
positively and moderately correlated. In addi-
tion, work hours, job demands, and personal-
ity characteristics associated with greater work

Table 8

Material Affluence, Time Affluence and

Psychological Well-Being

Psychological Well-Being

Exhaustion R R2 Change R2 P

Personal demographics .33 11 11 .001
Gender (.15)

Work situation characteristics .38 14 .03 NS

Affluence .39 15 .01 NS

Work-family conflict

Personal demographics 21 .04 .04 NS

Work situation characteristics .32 .10 .06 .01
Organization size (.23)

Affluence .64 A1 31 .001
Time (-.58)

Psychosomatic Symptoms

Personal demographics 31 .10 .10 .001
Age (.53)

Work situation characteristics .39 .16 .06 .01
Organization size (-.15)
Organizational level (-.18)

Affluence A48 23 .07 .001
Time (-.29)

Life Satisfaction

Personal demographics .24 .06 .06 .05
Marital status (-.37)

Work situation characteristics .28 .08 .02 .05

Affluence .30 .09 .01 .05

investments were found to negative relation-
ships with TA (see Tables 3, 4 and 5) . and lev-
els of TA were associated with some of the
psychological well-being indicators (see Table
7) Our hypotheses regarding the correlates of
MA received less support however. It is not
clear whether this reflects the Egyptian culture,
characteristics of our managerial sample, or the
measure of income that we used. Unfortu-
nately we did not provide enough categories at
the top end of the income scale so several man-
agers were clustered at the highest income level
that was provided.

The results partially replicated US and Turkish
findings however. TA as suggested by Kasser
and Sheldon (2009) emerged as a significant
predictor of psychological well-being ..Al-
though Kasser and Sheldon did not include
work outcomes in their studies, we expected
that MA would be predictive of these as well
as potentially predictive of psychological
health, extending the Kasser and Sheldon work
to another domain. . There was limited sup-
port for these hypothesized relationships.
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Although MA and TA have received very little
research attention to date this work suggests
that both are promising leads to understand-
ing individual satisfaction and health in the
workplace. In addition, as reflects in this study
and our previous research in Turkey (Burke,
Koyuncu, Fiksenbaum & Demirer, 2009), we
endorse Kassser and Sheldon’s call for more
cross-cultural research using these concepts.

Limitations of the research

This research, like most others, has some limi-
tations. 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 making it difficult
to establish causal relationships. 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 sample
of Egyptian managers and professionals in the
manufacturing sector. Fifth, the sample was
relatively young, single and without children;
it is not clear the extent to which these results
would generalize to an older sample having
both children and longer work and organiza-
tional tenure. Sixth, the extent to which these
findings would generalize to respondents
working in other industrial sectors or respon-
dents in other countries is yet to be determined.

Future research directions

Research on MA and TA is just beginning
(Kasser & Sheldon, 2009; Burke Koyuncu, Fik-
senbaum & Demirer, 2009), though it builds on
earlier studies of the role of both money and
time on satisfaction and subjective well-being.
As a consequence, future research is wide
open. We agree with Kasser and Sheldon that
it is important to conduct studies of MA and
TA in various countries and cultures and the
present study moves us in that direction. We
also believe that an emphasis on gender differ-
ences would add to our understanding of MA
and TA. Finally, the inclusion of positive con-
cepts such as optimism, resilience, and joy to
supplement the emphasis on negative concepts
such as exhaustion and psychosomatic symp-
toms would add balance to the research find-
ings (Cameron, Dutton & Quinn, 2003).
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