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ABSTRACT 

Title: Materialism and Postmaterialism as Antecedents of Work-Life Conflict: 
Assessing the Predictive Worth of Two Life Values 

Candidate's Name: Mark D. Promislo 
Degree: Doctor of Philosophy 

Temple University, 2010 
Doctoral Advisory Committee Chair: Robert A. Giacalone, Ph.D. 

 

Conflict between work and home continues to be a source of distress for many 

working people. This research had two major aims: one was to explore whether one’s life 

values are associated with perceived conflict between work and non-work roles. 

Specifically, postmaterialism and materialism were examined to assess their relationship 

to work interference with family, and family interference with work. As hypothesized, 

materialism was positively associated with both directions of work-life conflict. Contrary 

to predictions, postmaterialism was not associated with work-life conflict. The second 

aim was to assess the predictive value of three different conceptualizations of 

materialism-postmaterialism for work-life conflict. Using a strong inference method 

(Platt, 1964), Inglehart’s (1990) unidimensional measure was compared to bidimensional 

(Bean & Papadakis, 1994) and interactional (Giacalone & Jurkiewicz, 2004) 

conceptualizations. Results showed that the bidimensional model explained significantly 

more variance in work-life conflict than the unidimensional model, while the 

interactional model explained little additional variance. This study adds to research 

demonstrating links between materialism and various forms of negative well-being 

(Kasser, 2002). Suggestions are given regarding future research and how companies may 

be able to reduce employees’ work-life conflict by de-emphasizing materialistic values. 
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CHAPTER 1 
INTRODUCTION AND STATEMENT OF THE RESEARCH PROBLEM 

 

1A. Introduction  

Why do individuals experience conflict between their work and home lives? 

Social science researchers have considered this question for over four decades, yet the 

pace of scholarly inquiry is, if anything, intensifying today (Carr, Boyar, & Gregory, 

2008; Ford, Heinen, & Langkamer, 2007; Kossek & Lambert, 2005a). Much of the 

impetus for the study of role conflict is driven by the fact that many people continue to 

find it difficult to achieve balance between work and home. In fact, a recent global survey 

found that the top New Year’s resolution among respondents was a desire for more work-

life balance (Reuters, 2006). 

In addition to scholarly research, media coverage of work-life issues continues 

unabated, much of which concerns working mothers (Anderson, 2006; Belkin, 2006; 

McGinn, 2006). Employment rates of professional women, including those with children, 

have continued to rise over the years (Percheski, 2008). Further, total working hours (for 

all employees) have increased steadily over the last 20 years, adding to an already 

daunting set of demands that people must juggle (Families and Work Institute, 1998). 

The ongoing interest in work-life issues also reflects the fact that such concerns 

have great consequences not only for workers but also for employers. Individuals who 

experience high levels of work-life conflict suffer disproportionately from psychiatric 

disorders and hypertension (Frone, 2000; Frone, Russel, & Cooper, 1997), impaired 
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marital interactions (Hughes & Galinsky, 1994), and lower life and job satisfaction 

(Adams, King, & King, 1996; Kossek & Ozeki, 1998). From an employer’s perspective, 

work-life conflict is associated with reduced organizational commitment, diminished 

citizenship behaviors, and increased absenteeism (Aryee, Srinivas, & Tan, 2005; 

Lambert, 2000; Sturges & Guest, 2004). Further, society as a whole is affected by work-

life conflict due to resulting job stress and increased use of health care resources 

(Gambles, Lewis, & Rapoport, 2006). Because of the range of deleterious outcomes, it is 

important to better understand the dynamics involved in work-life conflict. In this paper I 

argue that the relationship between life values and interrole conflict is an area that can 

provide helpful insights, both in terms of organizational practices and individual initiative 

to change harmful materialistic mindsets. 

Much research attention has been given to potential antecedents of conflict 

between work and home (Frone, Russell, & Cooper, 1992). First, the makeup of 

American households has changed dramatically over the past 30 years, with a majority of 

households now including both parents working outside the home (Coontz, 1997; Moen, 

1992). Moreover, studies have linked many variables to role conflict, such as work time 

commitment (Kinnunen & Mauno, 1998), family demands (Parasuraman, Purohit, 

Godshalk, & Beutell, 1996), and organizational culture (Thompson, Beauvais, & Lyness, 

1999). Recently, researchers have showed an interest in exploring individual differences 

as predictors of work-family conflict. Thus, personality factors such as negative 

affectivity, self-esteem, and locus of control have all received attention in the work-life 

literature (Friede & Ryan, 2005), as has workaholism (Buelens & Poelmans, 2004). 
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The realm of personal values, however, has received less interest as a potential 

source of work-life conflict (Carlson & Kacmar, 2000). Research in various disciplines 

(Hemingway & Maclagan, 2004; Latham & Pinder, 2005) suggests that the values people 

hold in life are an integral part of how individuals define themselves and set goals (Locke 

& Henne, 1986). Logically, therefore, values should influence the choices that people 

make concerning work, family, and other pursuits (Schwartz, 1994). 

Two life values that may be useful in explaining work-life conflict are 

materialism and postmaterialism. Viewed by some researchers as part of a 

unidimensional construct (Abramson & Inglehart, 1995; Inglehart, 1977, 1990), others as 

bidimensional (Braithwaite, Makkai, & Pittelkow, 1996; Macintosh, 1998), and yet 

others as interactional (Giacalone & Jurkiewicz, 2004), these values appear to be 

associated with a wide array of behaviors. For example, materialism, defined as placing 

high importance on income and material possessions (Diener & Seligman, 2004), is 

associated with using people for personal gain (Kasser, 2002), coveting possessions as 

status symbols (Richins, 1994), and compulsive hoarding (Bhojwani & Frost, 2004). 

Postmaterialism, which emphasizes such values as self-expression and affiliation 

(Inglehart, 2000), is connected with increased political participation (Inglehart, 1990), 

environmentalism (Lee & Kidd, 1997), and higher levels of self-

employment/entrepreneurship (Uhlaner & Thurik, 2003).  

The potential relationships between these two values and the work-life interface, 

while still largely untested, are intriguing. For example, early evidence exists to 

document a connection between materialism and work-family conflict (Promislo, 
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Deckop, Giacalone, & Jurkiewicz, in press). Moreover, materialistic values may lead to 

diminished ethical standards at work (Giacalone, Jurkiewicz, & Deckop, 2008). 

Meanwhile, postmaterialism has been linked to greater trust in people (Inglehart, 1997), 

as well as such traits as generativity (concern for the well-being of future generations 

(McAdams, Hart, & Maruna, 1998)) and human spirituality (Giacalone & Jurkiewicz, 

2004). Thus, findings from various studies provide tantalizing clues about how 

materialism and postmaterialism may affect one’s perceptions of the intersection of work 

and non-work domains. 

1B. Statement of the Research Problem 

In assessing the relationships between materialism, postmaterialism, and work-life 

conflict, we are presented with a stark contrast in approach and theory. Inglehart’s (1990) 

assertions about postmaterialism are derived from national-level data and theories 

regarding broad societal cultural shifts. Researchers who study materialism, on the other 

hand, usually examine individual-level data and assess the relationships between 

materialism and such variables as consumer behavior and well-being (Kasser, 2002; 

Richins & Dawson, 1992). Although the values of materialism and postmaterialism are 

clearly related to an extent, the nature of their relationship has been controversial 

(Giacalone & Jurkiewicz, 2004). Thus, taking account of both values in exploring their 

potential relationships to the work and non-work domains can contribute to the work-life 

literature by exploring additional sources of role conflict, and to the values literature by 

helping to clarify the theoretical connections between materialism and postmaterialism. 

This study therefore had two broad goals: (1) to assess the relationships between 
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personal values, specifically materialism and postmaterialism, and perceived work-life 

conflict; and (2) to further explore the question of dimensionality among these two 

constructs, which has been a controversial topic over the past two decades. 

To accomplish this goal, three models of values and work-life conflict were 

constructed and compared, using a process of strong inference (Platt, 1964). First, 

materialism and postmaterialism will be conceptualized as a unidimensional construct, 

consistent with Inglehart’s (Abramson & Inglehart, 1995; Inglehart, 1977, 1990) work. 

Second, the two values are proposed as bidimensional constructs (Bean & Papadakis, 

1994; Macintosh, 1998), allowing for the relationships between each value and work-life 

conflict to be assessed independently. Lastly, since recent studies found that an 

interactional model explained more variance than a bidimensional model (Giacalone & 

Jurkiewicz, 2004; Giacalone et al., 2008), an interactional conceptualization will be 

assessed as well. 

Although personal values are typically viewed as stable and “trans-situational” 

(Latham & Pinder, 2005: 491), Kasser (2002) argues that companies have the ability to 

impact workers’ values through such means as human resource management practices. 

For example, instead of giving monetary bonuses as incentives for high performance, 

firms can offer paid time off, which can be beneficial for one’s well-being and family life 

(Kasser, Vansteenkiste, & Deckop, 2006). Such changes may also serve to lessen work-

life conflict. However, before such bold transformations in organizational policies can be 

endorsed, a better understanding of the relationship between values and the work-life 

interface is necessary. This study aims to help in that regard by exploring how two 
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interrelated value systems may be associated with perceived conflict between one’s work 

and home roles. If, for example, postmaterialistic values are found to be associated with 

lower work-life conflict, companies (and individuals) can take steps to boost such values 

proactively. 
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CHAPTER 2 
REVIEW OF THE LITERATURE 

 

2A. The Work-Life Interface 

The intersection of work and non-work roles (for example, the family role) 

comprises the so-called work-life interface (Grzywacz & Marks, 2000). [Note: the 

conventional term used by many researchers is work-family interface; however, in this 

research I use the wider-ranging term “work-life interface” as discussed more fully 

below]. It is well-recognized that work and home lives overlap to a great extent, and that 

the two domains interrelate with each other in a number of ways (Kanter, 1977). 

Importantly, certain resources such as time are finite and must be shared between the two 

domains (Greenhaus & Beutell, 1985). Further, experiences at work and home tend to 

carry over to the other domain, although the relationships are not necessarily 

symmetrical. For example, Williams and Alliger (1994) found that negative moods 

spilled over from work to family (and vice-versa), though positive moods exhibited little 

spillover. 

Moreover, research has clearly established that the relationships between work 

and home are bidirectional. For example, experiences in one’s job are related to parenting 

skills (Perry-Jenkins, Repetti, & Crouter, 2000), while family events – such as getting 

married and having children – were associated with one’s work values (although there 

were significant gender differences in how these relationships took shape) (Johnson, 

2005). 
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Thus, the work-life interface produces a complex set of relationships that are 

inextricably intertwined and dynamic (Higgins, Duxbury, & Irving, 1992). Given this 

complexity, it is little wonder that achieving balance between the two domains is often 

difficult and that work-life conflict frequently results. The next section explores the 

sources of such conflict. 

2B. Background and Overview of Work-Life Conflict 

A discussion of research on the sources of work-life conflict must begin with a 

consideration of conceptual and definitional issues. Scholars have used a number of 

different terms to represent the intersection of work and family, often in inconsistent 

ways (Huffman, Youngcourt, Payne, & Castro, 2008). The most basic point of 

divergence is a focus on work-life balance vs. work-life conflict. Unfortunately, a clear 

definition of work-life balance has yet to emerge, and scholars disagree about the 

construct conceptually (Grzywacz & Carlson, 2007),   

Perhaps due to the difficulties in conceptualizing work-life balance, along with an 

ingrained perspective that work and non-work roles inevitably clash to some extent 

(Quick, Henley, & Quick, 2004), most studies of the work-life interface have focused on 

conflict rather than balance. Greenhaus and Powell’s (1985: 77) seminal definition of 

work-family conflict was: “a form of interrole conflict in which the role pressures from 

the work and family domains are mutually incompatible in some respect.” Even within 

the role conflict literature, however, definitions have been inconsistent concerning the 

breadth of what is meant by “nonwork.” The majority of work-life studies have used the 
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term “work-family conflict” to represent the discord that can result from navigating both 

work and non-work domains (Byron, 2005).  

Unfortunately, the term work-family conflict implies that family concerns are the 

only worthwhile non-work pursuits. This lack of consideration of other non-work goals, 

such as volunteerism and personal/leisure activities, has constrained work-family 

research (Allen, Herst, Bruck, & Sutton, 2000; Huffman et al., 2008). In contrast, the 

construct of work-life conflict is broader because “life” is viewed as anything that 

happens outside of work. However, the term work-life conflict has seen relatively little 

usage to this point (Boswell & Olson-Buchanan, 2007; Lyonette, Crompton, & Wall, 

2007). 

2C. Role Conflict Theory and the Scarcity Perspective 

The work-life literature has long been dominated by a focus on imbalance, or 

conflict between the two domains, which reflects the scarcity perspective (Clark, 2000; 

Goode, 1960; Quick et al., 2004). According to the scarcity perspective, individuals have 

limited time and mental energies to devote to tasks; when such resources are used in one 

particular domain (e.g. work), these resources become depleted and are no longer 

available for use in another domain (e.g. family). Consistent with this perspective, role 

conflict theory (Kahn, Wolfe, Quinn, Snoek, & Rosenthal, 1964) states that individuals 

can experience conflict between multiple roles due to certain incompatibilities between 

them – for example, competing for time or attention. Role conflict is defined as the 

“simultaneous occurrence of two (or more) sets of pressures such that compliance with 

one would make more difficult compliance with the other” (Kahn et al., 1964: 19).  
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Developing this view conceptually, Greenhaus & Beutell (1985) advanced a 

model for “work-family role pressure incompatibility,” in which they identified three 

factors that can create conflict between work and family roles: (1) time-based conflict, 

which reflects the competition for one’s time and attention; (2) strain-based conflict, 

which occurs when role incompatibility leads to stress and thus poor performance in one 

of the roles; and (3) behavior-based conflict (e.g. aggressive behavior that is successful at 

work but inappropriate at home.) 

Role conflict and the scarcity perspective were subsequently reflected in hundreds 

of work-life studies conducted in the wake of Greenhaus & Beutell’s (1985) article. For 

example, building on the notion of scarcity, researchers have described employees as 

investing in their roles of work and family (Lobel, 1991; Rothbard & Edwards, 2003). 

More recently, organizational interventions, such as flextime, have been studied as 

factors to alleviate perceived work-life conflict (Hornung, Rousseau, & Glaser, 2008; 

Kossek & Lambert, 2005a; Premeaux, Adkins, & Mossholder, 2007). The many 

antecedents of work-life conflict, as well as potential ways to reduce such conflict, will 

be discussed later in the literature review. First, it is necessary to explore the bi-

directionality of work-life conflict in more detail. 

2D. Bi-Directionality of Work-Life Conflict  

For many years, work-life conflict was studied as a unidirectional construct 

(Frone et al., 1992). In other words, conflict was measured without specifying which 

domain purportedly created the conflict (work or home). Most research prior to 1990 

focused on work demands interfering with one’s family responsibilities, particularly with 
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working mothers who experienced conflict between their work and parental roles 

(Gilbert, Holahan, & Manning, 1981; Hall & Gordon, 1973; Pleck, Staines, & Lang, 

1980). However, more recently researchers have differentiated two types of work-life 

conflict based on the direction of interference.1  Even though work interference with 

family (WIF) and family interference with work (FIW) represent separate dimensions of 

work-family conflict, they are reciprocal constructs (Aryee et al., 2005). For example, if 

family demands interfere with one’s work obligations, this conflict can cause problems at 

work that lead to further interference at home (Frone, Yardley, & Markel, 1997). 

The bi-directionality of work-life conflict is important because studies have 

shown that the two paths of interference sometimes have different antecedents (Byron, 

2005; Luk & Shaffer, 2005), as well as different consequences (Kinnunen & Mauno, 

1998). Moreover, people tend to report more work interference with family than family 

interference with work (Gutek, Searle, & Klepa, 1991). Since Frone and colleagues’ 

(Frone et al., 1992; Frone, Yardley et al., 1997) initial work in this area, researchers have 

continued to expand the dimensions of work-family conflict. For example, a 

multidimensional measure of WFC was developed (Carlson, Kacmar, & Williams, 2000) 

that includes all three of Greenhaus and Beutell’s (1985) sources of conflict (time, strain, 

and behavior) along with both directions of conflict (WIF and FIW). 

Despite evidence supporting the distinction in direction of interference, three 

caveats should be mentioned. First, some researchers maintain that role conflict is not 
                                                 
1 As noted, in virtually all studies of work-life conflict, researchers have focused on work-family conflict. 
Thus, the most prevalent terms in the literature are: work interference with family (WIF)/family 
interference with work (FIW) (Frone et al., 1992); and work-to-family conflict (WFC)/family-to-work 
conflict (FWC) (Netemeyer, Boles, & McMurrian, 1996). To avoid confusion, I adopt the terms of WIF 
and FIW throughout this paper. 
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necessarily role-specific in its origin; rather, conflict and strain occur when an 

individual’s total set of demands is overwhelmed (Marks & MacDermid, 1996). From 

this perspective, assigning causality to one particular role may be inaccurate. Second, 

determining the direction of conflict is difficult since such a conclusion can be reached 

only after the employee makes a choice about his/her behavior (Greenhaus & Powell, 

2003; Perry-Jenkins et al., 2000; Poelmans, 2005). For example, a worker may face a 

choice between a work meeting and a family event. If this worker chooses to attend the 

family event, thus making attending the work meeting impossible, then his family role 

has interfered with work (family-to-work conflict). Third, some antecedents (e.g. job 

stress) may affect both directions of work-family conflict simultaneously and so do not 

predict direction of conflict differentially (Byron, 2005). In fact, life values may represent 

variables that are associated with both WIF and FIW (as discussed below.) 

2E. Antecedents of Work-Life Conflict 

According to a meta-analysis of work-life conflict by Byron (2005), sources of 

conflict between work and non-work fall into three broad categories: (1) variables in the 

work domain (such as hours spent at work and job involvement), (2) variables in the non-

work domain (such as spousal employment and caregiving responsibilities), and (3) 

individual/demographic factors like coping style, gender, and income. Some variables, 

such as social support, cut across multiple categories, since one can receive assistance at 

work, at home, or from outside organizations (support groups, etc.). The realm of 

personal values was not discussed by Byron but nevertheless falls into this third general 

category and will be discussed separately. 
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Work Domain Antecedents 

Antecedents in the work domain discovered to be associated with work-life 

conflict include: work demands (Boyar, Maertz Jr, Mosley Jr, & Carr, 2008), daily 

workload (Butler, Grzywacz, Bass, & Linney, 2005; Ilies et al., 2007; van Hooff, Geurts, 

Kompier, & Taris, 2006), time investment in work (Frone, Yardley et al., 1997; Rothbard 

& Edwards, 2003), job involvement (Frone & Rice, 1987), lack of schedule flexibility 

(Hochschild, 1997), job stress (Luk & Shaffer, 2005), work overload (Frone, Russel et 

al., 1997), role ambiguity (Kahn et al., 1964; Parasuraman, Greenhaus, & Granrose, 

1992), work design (Batt & Valcour, 2003), organizational citizenship behaviors (Bolino 

& Turnley, 2005), and nonsupportive work environments (Greenhaus, Bedeian, & 

Mossholder, 1987; Perlow, 1998). Conversely, supervisor/coworker support (Goff, 

Mount, & Jamison, 1990; McManus, Korabik, Rosin, & Kelloway, 2002) and a positive 

work-family organizational culture (Thompson et al., 1999) can attenuate work-life 

conflict. The type of organization in which one works may also affect perceived work-life 

conflict. Compared to workers in large companies, self-employed people have more 

flexibility but, due to the pressures of operating a business, increased work-life conflict as 

well (Parasuraman & Simmers, 2001; Prottas & Thompson, 2006). 

The competing demand for time appears to be a major source of work-life 

conflict, as documented in both quantitative (Major, Klein, & Ehrhart, 2002; Rothbard & 

Edwards, 2003) and qualitative (Daly, 2001; Elvin-Nowak, 1999) studies. Managing 

one’s time is even more difficult for shift workers with unpredictable schedules, who 

must often make complicated arrangements for child and elder care (Hochschild, 1997). 
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Mental energies, as well, can be drained which results in role conflict (this process is 

described in various studies as “engagement” or “involvement” in one’s role) (Frone et 

al., 1992; Greenhaus & Beutell, 1985). 

Family Domain Antecedents 

Sources of conflict emanating from the family domain include such variables as: 

family time commitments (Frone, Yardley et al., 1997), family overload (Byron, 2005), 

family stress (Repetti, 1987), the number of children in one’s household (Carlson, 1999), 

and elder care (Kossek, Colquitt, & Noe, 2001). As with the work domain, certain factors 

such as family support can serve to lessen conflict from family demands (Carlson & 

Perrewe, 1999; Ford et al., 2007). 

Regarding the direction of interference (WIF vs. FIW), work-related time 

commitment, work-related distress, and work overload were found to be primary 

predictors of WIF, while the equivalent family-related factors predicted FIW (Frone, 

Yardley et al., 1997). In a meta-analysis of work-family conflict, Byron (2005) confirmed 

that the antecedents of WIF were strongly related to variables in the work domain, such 

as schedule flexibility and job stress. However, support for distinct antecedents of FIW 

has been less robust (Byron, 2005; Ford et al., 2007). 

Individual/Demographic Antecedents 

Researchers have explored whether certain individual difference variables such as 

personality, or demographic variables such as gender and income, are associated with 

perceived work-life conflict (Gutek et al., 1991). The results concerning gender appear to 



 15

be mixed. Duxbury and Higgins (1991) found gender differences in a number of 

relationships with work-family conflict. For example, high involvement in 

“nontraditional” roles (i.e. men involved in family roles and women involved in work 

roles) predicted work-family conflict. Compared to women, men experienced more work-

family conflict as a result of work expectations. In contrast, family conflict more strongly 

predicted work-family conflict among women. However, in a meta-analysis, Byron 

(2005) concluded that gender appeared to have no significant association with work-life 

conflict. 

Until recently, personality factors received little attention in the work-life 

interface (Friede & Ryan, 2005; Sumer & Knight, 2001; Watanabe, Takahashi, & 

Minami, 1997). However, a number of recent studies have explored whether individual 

difference variables are associated with work-life conflict. For example, Wayne, Musisca, 

and Fleeson (2004) investigated the Big Five personality traits and found that neuroticism 

was positively related to work-family conflict, while agreeableness and conscientiousness 

were negatively associated with conflict. In addition, researchers have established that 

negative affectivity (NA) is positively associated with work-family conflict (Carlson, 

1999; Stoeva, Chiu, & Greenhaus, 2002). Conversely, both an internal locus of control 

and enhanced coping skills have been found to be negatively related to work-family 

conflict (Andreassi & Thompson, 2007; Byron, 2005). 

Further, a number of studies have connected workaholism to work-life conflict 

(Buelens & Poelmans, 2004; Taris, Schaufeli, & Verhoeven, 2005). An excessive 

devotion to work (what some have called work “addiction” (Burke, 2000)) appears to 
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impede personal relationships outside of work and affects the quality of family 

communications and affective involvement (Bonebright, Clay, & Ankenmann, 2000; 

Burke, 2000; Piotrowski & Vodanovich, 2006). The area of workaholism likely 

represents some degree of overlap with materialistic values. 

Lastly, since work-life conflict represents a perception of discord, Friede and 

Ryan (2005) proposed that one’s core self-evaluations may be important in determining 

how individuals perceive conflict. These core self-evaluations include four traits: self-

esteem, self-efficacy, locus of control, and emotional stability/neuroticism. Negative core 

self-evaluations can be related to the work-family interface in three ways: (1) self-

selection into work and family environments that are stressful and filled with conflict; 

(2) a tendency to perceive work and family situations as stressful; and (3) use of 

ineffective coping strategies (Friede & Ryan, 2005). 

In addition to the above individual difference variables, the domain of life values 

has potential relationships with the work-life interface and is the focus of the next 

section. 

2F. Life Values and Work-Life Conflict 

Values are “trans-situational goals, varying in importance, that serve as guiding 

principles in the life of a person” (Latham & Pinder, 2005: 491). The values that we hold 

affect virtually every area of our lives (Brunso, Scholderer, & Grunert, 2004). Values 

help shape career and family choices (Verplanken & Holland, 2002), consumer behavior 

(Freestone & McGoldrick, 2008), charitable contributions (Thompson, Smith, & Hood, 

1993), education preferences (Schneider, Marschall, Teske, & Roch, 1998), and a host of 
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other life activities. The questions of what people aspire to, what they value in life, and 

how they go about attaining their goals, have formed the basis for much research in the 

social sciences (Carver & Scheier, 1998). 

Since one’s personal values help to define one’s goals, it is possible that such 

values create pressures in one domain that make fulfillment of tasks in the other domain 

more taxing. Thus, values such as materialism may be a cause of role conflict due to the 

behaviors and choices that occur due to one’s strong desire for money and other material 

rewards; these behaviors are incompatible to some extent with performing non-work (i.e. 

family) roles. Indeed, Greenhaus and Beutell (1985) suggested that individual values can 

be an important source of behaviors that produce role conflict, and they recommended 

further study in this area. Later work by Greenhaus and Powell (2003) concerning 

specific episodes of work-family conflict, in which an employee is forced to make a 

decision regarding attending two conflicting events, also points to the role that values can 

play in influencing the work-family interface. 

Carlson and Kacmar (2000) conducted a significant work-life study that included 

life values. Their study aimed to discover whether values served as moderators of 

perceived work-life conflict. Life values in this study were measured by: (1) work-family 

role centrality, which “represents a value judgment regarding the relative importance of 

work or family to an individual’s life” (Carr et al., 2008: 247) (respondents were asked to 

distribute a total of 100 points to different life roles); (2) role priorities (respondents 

placed themselves on a scale from one to five, with family at the low end of the scale and 

work at the high end); and (3) role importance (two questions asking about the 
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importance of work and family). Carlson and Kacmar (2000) found that some life role 

values were significant factors in moderating perceived work-life conflict. Specifically, 

for individuals who highly valued their family roles, work antecedents produced greater 

conflict, while for those who highly valued work, family antecedents produced more 

conflict. However, some of the study’s predictions were not supported – for example, life 

role priorities were not significantly related to work-family conflict, Overall, though, 

Carlson and Kacmar demonstrated the importance of including life values in studies of 

the work-life interface. 

Cinamon and Rich (2002) compared work-family conflict among three “profiles” 

of respondents based on their stated importance of work versus family. As predicted, 

individuals who placed greater importance on family reported lower levels of work-to-

family conflict. Carr, Boyar and Gregory (2008) also confirmed role centrality to be a 

moderating variable that affected outcomes of conflict. Namely, they discovered that for 

employees who placed greater importance on family over work, work-family conflict was 

associated with higher job turnover and poorer work attitudes. 

Lobel (1992) explored value-based conflicts in work and family life. She found 

that people experience role conflict when “they express different values in work and 

family roles, when personal values differ from organizational expectations, and when 

individuals feel that external factors have created these discrepancies” (Lobel, 1992: 

249). Thus, Lobel’s focus was in explaining how values may clash and produce work-life 

conflict, not in identifying particular values that could lead to conflict. 

Finally, researchers have examined cross-cultural differences in values, and how 
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such differences may be related to the work-life interface. One study showed that, 

compared to Chinese respondents, Americans experienced higher levels of family 

demands, which were associated with higher levels of  work-family conflict (Yang, Chen, 

Choi, & Zou, 2000). 

2G. Inadequacies in existing value-based research 

Although the above studies confirm the importance of including personal values 

in research on work-life conflict, there remains much to explore. First, variables such as 

role centrality may not be ideal in revealing individuals’ actual motivations at work and 

home. Since men and women often assign different meanings to their life roles, research 

results based on role centrality may not be congruent across the two genders (Perry-

Jenkins et al., 2000). Specifically, men may define their “family” role as the breadwinner 

who provides financial support, while women may view caregiving activities as their 

central family function (Marks, Huston, Johnson, & MacDermid, 2001). Thus, 

interpreting what respondents mean by “work” or “family” roles is often unclear. 

Second, the work-life literature typically assumes that people organize a role 

hierarchy, and thus people are able to rank their role preferences in a meaningful way. 

However, the theory of role balance (Marks & MacDermid, 1996) posits that this 

assumption may be invalid, especially for those individuals who are able to achieve a 

high level of work-life balance. In such instances, forced ranking (or, similarly, a 

distribution of “points”) may impose a distorted framework when studying the work-life 

interface (Marks et al., 2001).   

Lastly, beyond work-family centrality, many other life values may potentially be 
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associated with perceived work-life conflict. Although researchers have proposed various 

sets of values considered central to people’s lives (Kahle, Beatty, & Homer, 1986; 

Rokeach, 1973), Kasser (2002) notes that social scientists do not agree on the number of 

human values that exist (or the exact content of such values). To successfully apply 

values to study of the work-life interface, the task therefore is to identify life values that: 

(1) are highly relevant to people’s behavior and perceptions in both their work and non-

work domains; and (2) possess theoretical connections to the work-life interface such that 

their inclusion provides a solid basis for empirical examination. In the next section I 

argue that the values of materialism and postmaterialism, by serving as links to one’s 

aspirations, satisfy both of these criteria. 

2H. Overview of Materialism and Postmaterialism 

Materialism and postmaterialism are highly relevant to the work-life interface 

because: (1) the two values cut across the domains of both work and home; that is, work 

typically provides the source of most material rewards (Kasser, 2002), while home/family 

typically provides postmaterialist rewards, such as affiliation and self-expression (Moen, 

1992); (2) compelling data exists to purportedly document a shift from materialistic to 

postmaterialistic values over the past thirty years (Inglehart, 2008); this shift, if valid, 

necessarily entails changes in people’s attitudes towards work and non-work activities; 

(3) materialism has been connected to placing a high valence on money and material 

objects, as well as difficulty in maintaining healthy social relationships (Kasser, Ryan, 

Couchman, & Sheldon, 2004) 

Materialism and postmaterialism, however, have been studied in starkly 
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contrasting ways. The research stream developed by Ronald Inglehart and colleagues has 

taken a macro-level approach (emphasizing a reported trend towards postmaterialist 

values) (e.g. Abramson & Inglehart, 1995; Inglehart, 1977, 1990), while another set of 

researchers has focused on individual-level psychological processes (emphasizing the 

sources of materialism and its relationship to variables of interest) (e.g. Deci & Ryan, 

1985; Kasser, 2002; Richins, 1994; Sirgy, 1998). I start with working definitions and 

overviews of the two values. 

Materialism 

Richins and Dawson (1992: 304) stated that “materialists place possessions and 

their acquisition at the center of their lives.” Thus, such individuals value possessions 

more highly than other concerns and activities in life. In addition to this “acquisition 

centrality” (Richins & Dawson, 1992: 304), materialism reflects two other beliefs: that 

acquiring possessions will lead to happiness; and that one’s possessions define ‘success.’ 

Specifically, “materialists tend to judge their own and others' success by the number and 

quality of possessions accumulated” (Richins & Dawson, 1992: 304). 

Notably, individuals who are highly materialistic place less importance on 

interpersonal relationships (Ahuvia & Wong, 1995; Belk, 1985). Further, the notion of 

materialism implies that one seeks to attain possessions based on success at work 

(Kasser, 2002), boosting one’s appearance to others (Kasser & Ryan, 1993), and marking 

a way to “keep score” (Deci & Ryan, 1985).  
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Sources and expressions of materialistic values 

The literature contains insights into both the causes of materialism and its 

reflection in materialists’ behavior. Materialists are highly concerned with the opinion of 

others, and have a tendency to form negative self-evaluations based on such opinions 

(Schroeder & Dugal, 1995; Sirgy, 1998). Such negative evaluations can be produced 

through a number of sources – for example, social comparisons (Richins, 1991) an 

assessment of one’s actual vs. ideal self-image (Michalos, 1985), and product 

advertisements that cause some people to be dissatisfied with their lives (Richins, 1991). 

The ideal images in advertising spur individuals to adopt materialistic values and to make 

purchases consistent with those values (Kasser, 2002; Richins, 1994).  

Materialism also appears to result from certain insecurities growing up, which are 

strongly associated with parental styles (less-nurturing parental styles were associated 

with increased materialism among children) (Kasser, 2002). Children from divorced 

families tend to be more materialistic as well. 

Whatever the source of their values, materialistic people are particularly desirous 

of money, high-priced objects, and social status (e.g. Sheldon & Kasser, 2001; 

Srivastava, Locke, & Bartol, 2001). Such rewards typically are attained through work, 

and so it follows that materialists would tend to devote considerable time and energy to 

their work efforts. In particular, materialists often find themselves climbing a never-

ending ladder of ratcheting expectations (Solberg, Diener, & Robinson, 2004); once a 

first goal is achieved (e.g. earning one million dollars), a new higher goal is quickly 

constructed (e.g. earning ten million dollars) (Kasser, 2002). Again, such efforts to 



 23

produce a positive image based on material possessions lead materialists to be 

preoccupied with work. 

Relationship between materialism and well-being 

Materialistic values have consistently been associated with a plethora of negative 

states of well-being (Diener & Seligman, 2004; Kasser, 2002). Materialism has been 

connected to depression and anxiety (Kasser & Ryan, 1993), risky behavior such as use 

of alcohol and drugs (Kasser & Ryan, 2001; Williams, Cox, Hedberg, & Deci, 2000), 

lower self-actualization and vitality (Kasser & Ryan, 1996; Sheldon & Kasser, 1998), 

greater reports of physical symptoms such as headaches and sore throats (Kasser & Ryan, 

1996), lower quality of day-to-day experiences (Kasser & Ryan, 1996), and lower life 

satisfaction (Sheldon & Kasser, 2001). Materialists who value their accomplishments and 

possessions for reasons of appearance and monetary worth, rather than for enjoyment, 

appear to be at particular risk of diminished well-being (Richins, 1994; Srivastava et al., 

2001). Cohen and Cohen (1996) extended these associations of materialism to a wide 

array of mental disorders, such as attention deficit disorder, narcissism, and paranoia. 

The non-work domain also appears to be negatively affected by materialistic 

values. Materialism appears to “push out” other pursuits that could be focused on family 

and community (Kasser, 2002). For example, materialistic individuals: experience less 

satisfaction in relationships with friends and lovers (Kasser & Ryan, 2001); engage in 

more aggressive behavior with partners (Sheldon & Flanagan, 2001); and feel more 

alienated socially than those who are less materialistic (Kasser, 2002).  

Holding highly materialistic values appears to cause people both to diminish the 
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worth of personal relationships, as well as to spoil the quality of such relationships due to 

a lack of connectedness (Kasser, 2002). Strongly materialistic people tend to treat other 

human beings as objects, exhibit less generosity (Richins & Dawson, 1992), care less 

about others’ viewpoints (Sheldon & Kasser, 1995), express less empathy to others, and 

act in manipulative ways to maximize self-gain (Kasser, 2002; Kasser et al., 2004). 

Inglehart (1997) notes that materialistic values (resulting from economic 

insecurity) contribute to such negative phenomena as xenophobia, an unhealthy devotion 

to strong leadership, and cutthroat competition. Further, threats to survival bolster levels 

of materialism and can lead to strong pressure of conformity, feelings of helplessness, 

and withdrawal. 

Moreover, two recent studies extended the associations of materialism to the 

workplace. One study showed that materialism was associated with lower levels of 

intrinsic and extrinsic satisfaction, job satisfaction, and career satisfaction (Deckop, 

Jurkiewicz, & Giacalone, in press). Another recent study (Promislo et al., in press) found 

that materialism was related to work interference with family (WIF), and that this 

association was partially mediated by work overload. The above findings provide 

indications that materialism may be related to one’s work and non-work roles. 

Materialism and the work-life interface 

The literature reviewed above leads to several key observations concerning 

materialism and the work-life interface. Since money is highly sought after by 

materialists (Grouzet et al., 2005), such individuals will tend to focus more on work, as 

that is the domain which is instrumental to the achievement of this aspiration. Further, 
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since materialistic people will devote relatively more time and mental energies to work, 

the scarcity perspective (Clark, 2000) suggests that these efforts will diminish one’s time 

and energy available to other pursuits. Concerns such as family and community, which 

tend to be fulfilled through one’s non-work life, are less central to a materialist’s values 

(Grouzet et al., 2005). Moreover, materialistic values appear to interfere with positive 

interpersonal relationships that involve nurturing and empathy (Kasser, 2002; Sheldon & 

Kasser, 1995). 

Postmaterialism 

Postmaterialism “describes the degree to which a society places immaterial life-

goals such as personal development and self-esteem above material security” (Uhlaner & 

Thurik, 2003). Inglehart (1990) argues that a gradual but profound change has been 

occurring (and will continue to occur) in advanced industrial nations. Inglehart claims 

that as countries achieve higher levels of economic security, their populations become 

more postmaterialistic; that is, they place greater value on such goals as free speech, self-

expression, and aesthetic beauty, rather than financial and material concerns (Inglehart, 

1977). In fact, Abramson and Inglehart (1992; 1995) conclude that, while the ratio of 

materialists to postmaterialists was four-to-one in 1970, by the mid-1990s this ratio had 

shrunk to four-to-three. Sometime in the early millennium, the number of materialists and 

postmaterialists will be nearly equal (Inglehart, 1997). Inglehart uses data from the 

ongoing World Values Survey (WVS) as evidence of this shift towards postmaterialistic 

values. 

Inglehart and colleagues view the value of postmaterialism much differently from 
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researchers that have focused on materialism. The most apparent divergence concerns the 

level of analysis. In contrast to Deci and Ryan’s (2000) analysis of individual needs, 

Inglehart (1977) has focused on macro-level societal changes to support his assertion of a 

rise in postmaterialist values. In fact, Inglehart (1990: 117) describes his survey items as 

referring to “sociopolitical priorities”. 

Theoretical basis for Inglehart’s research 

Inglehart’s research is founded on two central hypotheses: (1) a scarcity 

hypothesis;, which states that “one places the greatest subjective value on those things 

that are in relatively short supply” (Inglehart, 2000: 220). This hypothesis led to his 

conclusion that, for developing countries that lack economic and/or physical security, its 

citizens will highly value such security relative to other pursuits. Once economic security 

has been attained, however, citizens will value other outcomes – for example, desiring a 

more humane society or giving people more say in government actions (Inglehart, 1977); 

(2) a socialization hypothesis; namely, that people’s values are formed in pre-adult years, 

and typically change little thereafter. Thus, a nation’s values as a whole are slow to 

change because a long time lag occurs as younger birth cohorts enter society and older 

cohorts die (a process termed “generational replacement”) (Inglehart, 2000). 

Importantly, Inglehart’s theory implies a unidimensional view of materialism and 

postmaterialism (Inglehart, 1990). That is, Inglehart views a society progressing from one 

end of a pole (materialism) to the other end (postmaterialism). Such a perspective 

precludes the possibility of an interaction between the two values. 
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Inglehart’s measures of postmaterialism 

Inglehart’s original work on postmaterialism used a four-item measure in which 

respondents were asked to rank four goals in terms of importance. These four statements 

were: 

1. Maintain order in the nation 
2. Give people more say in the decisions of the government 
3. Fight rising prices 
4. Protect freedom of speech 

Items 1 and 3 reflect materialistic goals, while items 2 and 4 tap postmaterialist 

goals. While Inglehart used this scale widely, he later admitted that it had significant 

shortcomings (Inglehart, 1990), among them that certain choices (such as “fight rising 

prices”) may be “excessively sensitive to short-term forces” (Inglehart, 1990: 131). Due 

to the inadequacy of the four-measure scale, Inglehart and colleagues developed a 12-

item index intended to be less subject to short-term effects, as well as more robust in 

avoiding random responses (Inglehart, 1977). 

Criticisms of Inglehart’s work 

Inglehart’s work has been widely criticized on a number of fronts. In fact, 

“virtually every claim about postmaterialism, from its genesis to the trend itself, has been 

contested and debated over the past three decades” (Giacalone & Jurkiewicz, 2004: 

1380). Three major criticisms of Inglehart’s work are that: (1) Inglehart’s postmaterialism 

scale does not measure what it is intended to measure, and thus materialism does not truly 

represent a human value dimension; (2) Inglehart’s theoretical bases are flawed; and 

(3) postmaterialism is a poor predictor of people’s actual attitudes and behaviors. 

Concerning the first criticism above, Davis and Davenport (1999) claimed that 
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Inglehart’s four-item scale produced random responses in the United States. Further, even 

Inglehart’s 12-item materialism-postmaterialism index does not represent a value 

dimension, as shown by weak correlations across the four sub-scales (Davis, Dowley, & 

Silver, 1999) and oversensitivity to current economic conditions (Clarke, Dutt, & Rapkin, 

1997). Secondly, Trump (1991) discovered that economic conditions were not strongly 

related to individual needs or values, a finding that undercuts Inglehart’s scarcity 

hypothesis (Musa, 2006). Lastly, theoretically inconsistent connections between 

postmaterialism and related outcome variables such as environmentalism (Brechin & 

Kempton, 1994) and political affiliation (Bean & Papadakis, 1994; Layman & Carmines, 

1997) have called into question the predictive strength of postmaterialism. 

Recent development of postmaterialism 

Despite criticism of Inglehart’s methods and conclusions, researchers have 

continued to refine the concepts of materialism and postmaterialism (Marks, 1997; Opp, 

1990). This progress has occurred both conceptually and methodologically. For example, 

several studies have concluded that materialism and postmaterialism represent a 

bidimensional construct, rather than Inglehart’s unidimensional conception (Bean & 

Papadakis, 1994; Braithwaite et al., 1996). 

Meanwhile, Giacalone and Jurkiewicz (2004) found that an interactional 

conceptualization of materialism and postmaterialism best explained dimensions of 

personal and social identity (DPSI). They argued that Inglehart’s unidimensional MPMI 

scale is inadequate because it captures postmaterialism only at low levels of materialism. 

In a key methodological advance, their Revised Materialism-Postmaterialism Index (R-
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MPMI) uses ratings, not forced rankings, and is designed to eliminate many of the 

measurement problems noted above. 

Postmaterialism and the work-life interface 

Because postmaterialism has generally been conceived on a macro level 

(particularly in analyzing the perceptions of nations as a whole), most research attention 

has addressed global issues such as political affiliation/action (Bean & Papadakis, 1994), 

environmentalism (Brechin & Kempton, 1994), religious beliefs (Layman & Carmines, 

1997), and willingness to participate in military action (Inglehart, 1990). Thus, relatively 

little is known about the potential relationships between postmaterialistic values and 

many areas of individual functioning. However, some limited research exists to provide 

insights into conflict between one’s work and home domains.  

A study of Spanish students found that postmaterialistic values were associated 

with engagement in certain types of activities termed “postmaterialist leisure” (Aguila, 

Sicilia-Camacho, Rojas Tejada, Delgado-Noguera, & Gard, 2008). Such activities 

consisted of reading books, artistic endeavors, and going to political meetings. The 

motivations behind these activities tended to be personal development and creativity. 

Less postmaterialistic respondents, on the other hand, primarily engaged in “materialist 

leisure” which was short-term focused and competitive in nature. This intriguing study 

suggests that postmaterialistic people may exhibit differences along the work-life 

interface, at least in terms of leisure activities. 

Lewis (2003) argued that employees increasingly tend to integrate their work with 

the rest of their life activities, a process that creates porous borders between work and 
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home lives (Clark, 2000). In and of itself, such a strategy of integration does not 

necessarily produce greater or lesser work-life conflict (Quick et al., 2004). However, 

integrating one’s work and home lives may indicate that an individual values both 

domains and seeks to attain a sense of role balance (Kossek & Lambert, 2005a; Marks & 

MacDermid, 1996). Indeed, some researchers view the process of integration as essential 

to achieving work-life balance (Kossek & Lambert, 2005b). 

Overall, although research on postmaterialism produces insights into its potential 

connection to the work-life interface, these insights are more speculative than the 

conclusions concerning materialism. Most importantly, postmaterialists appear to be less 

concerned with financial and material rewards, instead focusing on such pursuits as 

affiliation and self-expression (Lyon, 1999). Thus, postmaterialists may devote relatively 

less time and energy to work (if they also rate low on a scale of materialism.) More 

attention may be given to family, community efforts (such as volunteerism), and leisure 

activities that promote self-growth and benefit fellow citizens. Moreover, postmaterialists 

may adopt a stakeholder view (Freeman, 1984) by considering the entire range of 

individuals who are affected by their life decisions to a greater extent than do 

materialists. 

2I. Summary/Importance of studying values and work-life conflict 

In sum, research findings for both materialism and postmaterialism have produced 

compelling implications for the study of the work-life interface. Considered in the 

context of role conflict theory (Kahn et al., 1964), these values may be related to work-

life conflict because they help to shape behaviors and perceptions concerning one’s work 
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and non-work roles.  

As stated, values have been little-studied in the work-life conflict literature. 

Further, even when they have been considered, values have not necessarily been viewed 

as sources of role conflict. For example, Carlson and Kacmar (2000) placed values as 

moderators of the relationship between work-family variables and role conflict, since the 

researchers viewed values as moderating people’s perceptions of conflict. 

Values, however, deserve to be studied as direct antecedents of conflict because 

they may help to determine choices and behaviors that lead to discord between one’s 

work and home domains. Since materialistic values are associated with a myriad of 

variables concerning well-being, it is possible that such values also have a relationship 

with the work-life interface. Postmaterialistic values, on the other hand, may enhance an 

individual’s ability to find balance between work and non-work activities. 

Although individual well-being is negatively affected by work-life conflict, the 

importance of finding ways to reduce such conflict reaches far beyond workers 

themselves. As discussed, one’s family members are harmed by work-life conflict, as are 

friends and members of a community. Ultimately, society pays for the consequences of 

role conflict in the form of health costs and loss of productivity.   

Companies may be able to take proactive steps to reduce materialistic values 

among its employees through changes in human resource practices (Kasser et al., 2006). 

Although such efforts are still in their infancy, they may lead to reduced role conflict. 

Further, even though the relationships between postmaterialism and the work-life 

interface are speculative at this point, it is possible that an increase in corporate goals 
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aligned with postmaterialistic values (such as giving employees more say in how a 

company is run) may also help to reduce work-life conflict. These types of deliberate 

value changes are difficult to implement and require a better understanding of their 

connection to the work-life interface. 

The details of this research inquiry, along with hypothesized relationships among 

variables of interest, are the subject of the next chapter. 
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CHAPTER 3 
CONCEPTUAL MODELS AND STUDY HYPOTHESES 

 

Because this proposed research pits three conceptualizations of materialism-

postmaterialism against each other – Inglehart’s (1990) unidimensional form, a 

bidimensional form (Bean & Papadakis, 1994), and an interactional form (Giacalone & 

Jurkiewicz, 2004) – it is necessary to outline three distinct study models.  

3A. Unidimensional conceptualization 

Figure 3.1 shows a conceptual model of work-life conflict based on Inglehart’s 

unidimensional view of postmaterialism/materialism. 

 

Figure 3.1 

Model A – Unidimensional Conceptualization of Materialism/Postmaterialism 
and Work-Life Conflict 

 

It should be noted that Model A’s unidimensional view of 

materialism/postmaterialism implies that low scores represent not just low levels of 

Postmaterialism 
(MPMI) 

Work Interference 
with Family 

Family Interference 
with Work 

- 

- 
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postmaterialism, but also high levels of materialism (the default situation from analyzing 

a construct using a single dimension.) As discussed, this perspective has been challenged 

by a number of researchers (e.g. Braithwaite et al., 1996) who maintain that the two 

values are structurally independent and should be measured separately.   

As shown in Model A, postmaterialism is predicted to affect both dimensions of 

work-life conflict – WIF and FIW. Individuals high in postmaterialist values are expected 

to experience lower WIF due to two factors: (1) the fact that postmaterialists place less 

value on the material rewards from work and thus will tend to spend less time and effort 

on work pursuits. The scarcity perspective suggests that this will leave postmaterialists 

with more time to devote to non-work tasks. Whether due to self-selection into particular 

job sectors (e.g. for-profit, public sector) (Friede & Ryan, 2005), or to management of 

boundaries between work and non-work roles (Perlow, 1998), postmaterialists will be 

less likely to perceive that work is interfering with family; (2) the concept of role balance 

(Marks & MacDermid, 1996) discussed earlier applies to postmaterialists, whom 

according to Inglehart (1990) have satisfied their basic material needs and are now 

looking to achieve a broader range of goals outside of money and status. Thus I speculate 

that postmaterialists are more likely to give equal weight to each of their life roles. 

One possible exception to the above prediction is if a postmaterialist works in a 

sector that serves to further goals that are consistent with postmaterialist issues (for 

example, in a nonprofit organization that benefits the community.) In this case, it is true 

that a postmaterialist may invest considerable time and effort into his work. Still, because 

he highly values his family as well as his work (unlike a materialist), he will seek to 
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attain a healthy balance between the two domains.  

Moreover, postmaterialists will perceive less family interference with work (FIW) 

because, even though they value the non-work domain and invest time into it, the valence 

placed on material rewards from work is substantially lower (Inglehart, 1990). Thus 

family and other non-work efforts will likely not be seen as “interfering” with work; 

rather, effort and time will be put into non-work concerns for the pure enjoyment and 

importance attached to such endeavors (Deci & Ryan, 1985). 

Thus, I predict that there will be a negative relationship between postmaterialism 

(as measured by the MPMI) and both forms of work-life conflict. In other words, the 

higher one’s postmaterialism score, the lower the degree of perceived work-life conflict. 

Model A Hypotheses 

Hypothesis 1a: Higher levels of postmaterialism will be associated with lower 

levels of work interference with family (WIF). 

Hypothesis 1b: Higher levels of postmaterialism will be associated with lower 

levels of family interference with work (FIW). 

3B. Bidimensional conceptualization 

Model B reflects a bidimensional conceptualization of postmaterialism and 

materialism, a view that has been advocated by Bean and Papadakis (1994), among 

others (e.g. Braithwaite et al., 1996). In this model, the relationships between materialism 

and postmaterialism on work-life conflict can be assessed separately. 
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Figure 3.2 

Model B – Bidimensional Conceptualization of Materialism/Postmaterialism 
and Work-Life Conflict 

 

In this model, postmaterialism is predicted to be associated with the two outcome 

variables – FIW and WIF – in the same way as in Model A. Namely, there will be a 

negative relationship between postmaterialism and both FIW and WIF. At this point, 

further discussion is needed to clarify the relationship between materialism and both 

directions of work-life conflict. 

Concerning FIW, as discussed materialists highly value work since it provides the 

means to attaining material rewards such as money, possessions, and status (Kasser & 

Ahuvia, 2002). Obstacles to such attainment are likely to be viewed as a source of 

conflict. Therefore, a materialist will tend to view family and other non-work demands as 

interfering with work, particularly if (s)he does not place much value on family and 

connectedness (Kasser, 2002). 

Second, regarding WIF, materialists will invest relatively more time and effort 
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into work than do non-materialistic individuals. Based on the scarcity hypothesis (Quick 

et al., 2004), time is finite; thus time spent on work is forever lost to other pursuits. For 

example, Rothbard and Edwards (2003) showed that time invested in one’s work role led 

to reduced time devoted to one’s family. Even though materialists may not necessarily 

value their family role (in which case they would not feel guilty for spending a lot of time 

at work), they will still experience demands placed on them from other family 

members/friends. Indeed, specific items on scales measuring WIF account for just such a 

phenomenon – e.g. “My family/friends dislike how often I am preoccupied with my work 

while I am at home.” Materialism has also been found to be positively associated with 

work overload (a perception that there is too much work to be done and not enough time 

to do it) (Promislo et al., in press). Work overload, in turn, is a proven predictor of WIF 

(Frone, Yardley et al., 1997). 

Model B Hypotheses 

Hypothesis 2a: Higher levels of postmaterialism will be associated with lower 

levels of work interference with family (WIF). 

Hypothesis 2b: Higher levels of postmaterialism will be associated with lower 

levels of family interference with work (FIW). 

Hypothesis 2c: Higher levels of materialism will be associated with higher levels 

of work interference with family (WIF). 

Hypothesis 2d: Higher levels of materialism will be associated with higher levels 

of family interference with work (FIW). 

Hypothesis 2e: The separate materialism and postmaterialism scores 
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(bidimensional) will explain more variance in both measures of work-life conflict (WIF 

and FIW) than the unidimensional materialism-postmaterialism score alone. 

3C. Interactional conceptualization 

Lastly, Model C represents an interactional conceptualization of postmaterialism 

and materialism. Giacalone and Jurkiewicz (2004) found that the interaction between the 

two values explained significant variance in predicting aspects of dimensions of personal 

and social identity (DPSI). This result was due to the fact that Inglehart’s “...structurally 

unidimensional MPMI measures postmaterialism only at low levels of materialism” 

(Giacalone & Jurkiewicz, 2004: 1382). When materialism was high, Inglehart’s MPMI 

did not appear to capture changing levels of postmaterialism. 
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Figure 3.3 

Model C – Interactional Conceptualization of Materialism/Postmaterialism 
and Work-Life Conflict 

 

With this interactional model, the relationships between postmaterialism and both 

forms of work-life conflict are expected to occur in the same direction as with Models A 

and B. However, placing materialism as a moderator of the relationship between 

postmaterialism and WIF/FIW will serve to make the connections more clear. 

Specifically, the association between postmaterialism and work-life conflict will only be 

seen when materialism is low. This prediction corresponds to previous research that 

determined that postmaterialism was significantly related to dimensions of personal and 

social identity (DPSI); however, these relationships were significant only under 

conditions of low materialism (Giacalone & Jurkiewicz, 2004). When materialism levels 

were high, the relationship between postmaterialism and DPSI was not significant. 
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Therefore, if this prediction is valid, the interaction of materialism and 

postmaterialism will be significant, and Model C will produce greater predictive value of 

postmaterialism and materialism on work-life conflict than either Models A or B. 

Model C Hypotheses 

Hypothesis 3a: Materialism will moderate the relationship between 

postmaterialism and WIF, such that increases in postmaterialism will be associated with 

lower levels of WIF when materialism is low. However, when materialism is high, there 

will be no relationship between postmaterialism and WIF. 

Hypothesis 3b: Materialism will moderate the relationship between 

postmaterialism and FIW, such that increases in postmaterialism will be associated with 

lower levels of FIW when materialism is low. However, when materialism is high, there 

will be no relationship between postmaterialism and FIW. 
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CHAPTER 4 
RESEARCH DESIGN AND METHODOLOGY 

 

Chapter Four describes the sample and data collection, research measures used, 

control variables, and structure of the data analysis. The study employed a web-based 

survey through Zoomerang/MarketTools. 

4A. Sample 

The sample for this study was a set of adults in the U.S. who were working full-

time or part-time. Respondents were obtained through a panel called “ZoomPanel” 

maintained by Zoomerang/MarketTools, an online survey company that provides 

appropriate individuals who meet specified criteria and have indicated a willingness to 

complete surveys for research purposes. ZoomPanel is “an actively managed online 

community of more than 3 million members dedicated solely to supporting market 

research. The panel has been in existence since October 1999 and is rigorously managed 

to maintain quality and to deliver consistent, reliable results” (MarketTools Inc., 2009). A 

fee was paid to Zoomerang/MarketTools for access to the survey respondents. 

Besides actively working, the other criterion for respondents was that they were 

either: (1) married/living with a partner, (2) had children, or (3) were both married/living 

with a partner and had children. This criterion was added to ensure that respondents had 

some degree of family responsibilities, as such demands are typically considered integral 

to studies of work-life conflict (Aryee et al., 2005; Kossek & Ozeki, 1998; Rotondo, 

Carlson, & Kincaid, 2003) 
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4B. Data Collection 

Respondents were emailed a letter by Zoomerang/MarketTools containing an 

invitation and consent form to participate in the study. The letter included information 

about the research, instructions on completing the survey, confidentiality assurances, and 

a consent form that was approved by the Institutional Review Board at Temple 

University. Appendix A shows a copy of the letter/consent form that was emailed to 

potential respondents. 

Data were collected in two waves, which were separated in time by about 6 

weeks. Wave 1 included measures on materialism, postmaterialism, social desirability, 

and demographic variables. Wave 2 included data on the criterion variables, specifically 

the measures of work-life conflict. 

4C. Measures 

The following measures were included in the study. All measures have been 

previously used and validated in other research. Appendix B shows all of the items from 

the various scales, while Appendix C shows the coding for the demographic (control) 

variables. 

Materialism-postmaterialism 

For the unidimensional measure of postmaterialism-materialism, I used 

Inglehart’s 12-item MPMI. This instrument utilizes a ranking format, in which 

respondents are presented with three sets of social goals in sequence; each set contains 

four different statements concerning priorities for the nation. The three sets of goals 
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contain both postmaterialist statements such as “Protecting freedom of speech” and 

materialist statements such as “Maintaining a high rate of economic growth.” For each set 

of four statements, respondents are asked to select the most important goal of the four, 

and then the next most important. Scores range from zero (none of the five 

Postmaterialist items was given high priority) to five (all five of the Postmaterialist items 

were given high priority) (Inglehart, 1997)2. This 12-item measure is the longer version 

of Inglehart’s MPMI; Inglehart has stated that it marks a significant improvement over 

his original 4-item measure (Inglehart, 1977). 

For the bidimensional measures of materialism and postmaterialism, I used two 

different scales. Materialism was measured with the Material Values Scale (Richins, 

2004), a 15-item revised version of the original 18-item scale (Richins & Dawson, 1992). 

A sample item is: “The things I own say a lot about how well I’m doing in life.” For 

postmaterialism, I used Giacalone and Jurkiewicz’s (2004) Revised-MPMI (R-MPMI). 

The R-MPMI postmaterialism scale consists of 11 items that reflect an emphasis on 

caring for others and on personal growth and contentment. A sample item is “Caring and 

compassion are essential to a business setting.” Respondents rated each statement on a 1 

(strongly disagree) to 5 (strongly agree) scale. The R-MPMI postmaterialism scale was 

shown to have a reliability of .84 (Giacalone & Jurkiewicz, 2004), while the Richins 

materialism scale had a reliability of .86 (Richins, 2004). 

Family interference with work and work interference with family 

                                                 
2 Inglehart found that one of the items on his scale did not distinguish between postmaterialist and 
materialist goals, and is not used in scoring. Thus, the maximum score on this measure is five, not six (see 
Appendix B for details). 
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For these measures I utilized an 18-item scale developed by Carlson, Kacmar, and 

Williams (2000) that assesses the extent to which an employee’s work demands interfere 

with family/non-work responsibilities (WIF), and the extent to which family/non-work 

demands interfere with work (FIW). A sample WIF item is “When I get home from work 

I am often too frazzled to participate in family activities/ responsibilities.” A sample FIW 

item is “I have to miss work activities due to the amount of time I must spend on family 

responsibilities.” Scale responses ranged from 1 = strongly disagree to 5 = strongly agree. 

Carlson et al. found that the coefficient alpha of their scale ranged from .78 to .87. 

Social desirability 

Recognizing that stated life values may be influenced by perceived socially 

desirable responses, the study controlled for social desirability using a 6-item short 

version (Fischer & Fick, 1993) of the scale originally developed by Crowne and Marlowe 

(1960). Respondents selected either “True” or “False” for these items; a sample item 

reads “I am always courteous, even to people who are disagreeable.” The coefficient 

alpha for this scale was reported to be .76 (Fischer & Fick, 1993). 

Other control variables 

Besides social desirability, it was important to control for other variables that may 

be correlated with the independent and dependent variables such that their exclusion may 

result in biased coefficient estimates. The full set of other control variables included in 

the study were: age, gender, marital status, number of children living at home, age of 

youngest child at home, work status, household income, number of hours worked per 
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week, current position level, job sector, and education level. Age is related to 

postmaterialistic views according to Inglehart’s (1990) theorized process of generational 

replacement. As noted previously, studies have reported mixed results for the relationship 

between gender and work-life conflict (Byron, 2005; Duxbury & Higgins, 1991; Johnson, 

2005), and so it seemed prudent to control for gender. Further, individuals’ family 

demands can vary due to their marital status, number of children living at home, and the 

age of their youngest child at home (Frone, Yardley et al., 1997; Rothbard, Phillips, & 

Dumas, 2005).  

Moreover, one’s income may affect the development of postmaterialist views, as 

such goals tend to become important only after basic living needs are satisfied (Inglehart, 

1990). One’s work status (part–time or full-time), number of hours worked per week, and 

position level likely affect the total level of one’s work demands (Rothbard et al., 2005; 

van Rijswijk, Bekker, Rutte, & Croon, 2004). Concerning job sector, one study showed 

that individuals working in non-profit organizations faced more mandatory overtime and 

inflexible schedules than did those in the private sector (Golden & Wiens-Tuers, 2005). 

Appendix C lists the control variables and their coding. 

4D. Data Analysis 

The data analysis consisted of a strong inference framework (Giacalone & 

Jurkiewicz, 2004; Platt, 1964) that compared the predictive power of the three 

conceptualizations of materialism/postmaterialism on perceived work-life conflict. Platt 

(1964: 347) outlined the notion of strong inference as follows: 

“Strong inference consists of applying the following steps to every 
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problem in science, formally and explicitly and regularly: 

1) Devising alternative hypotheses; 

2) Devising a crucial experiment, with alternative possible 

outcomes, each of which will, as nearly as possible, exclude one or more 

of the hypotheses; 

3) Carrying out the experiment so as to get a clean result; 

1') Recycling the procedure, making subhypotheses or sequential 

hypotheses to refine the possibilities that remain; and so on.” 

Although Platt’s discussion of strong inference was intended for experimental 

methodologies in fields such as biology and physics, social science researchers have 

adopted the notion of testing alternative hypotheses (e.g. Balkundi & Harrison, 2006; 

Giacalone & Jurkiewicz, 2004). Thus the proposed research embraced the spirit of Platt’s 

idea by allowing for alternative explanations of how values are associated with work-life 

conflict (unidimensional, bidimensional, and interactional). Thus, if the bidimensional 

model explains more variance in WLC than the unidimensional model, then the 

unidimensional conceptualization may be excluded. If the interactional model explains 

yet more variance than the bidimensional model, then the bidimensional 

conceptualization can be excluded. 

All statistical analysis was conducted using SPSS software, version 17. First, 

SPSS produced summary statistics, including means, standard deviations, frequency 

tables, and reliability estimates. Next, correlational analysis was conducted to ascertain 

whether correlations between variables generally support study hypotheses. 
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Multiple regression was then employed to study the strength of each hypothesized 

relationship among study variables. Separate regressions were run on the two outcome 

variables, Work Interference with Family and Family Interference with Work. The 

predictor variables were added in steps, consistent with study hypotheses, as follows: 

• Step 1 included only the control variables.  

• Step 2 added Inglehart’s 12-item MPMI (unidimensional). 

• Step 3 added the Material Values Scale and the Revised-MPMI 

postmaterialism scale, in order to produce separate measures of materialism 

and postmaterialism (bidimensional). 

• Step 4 added the postmaterialism x materialism interaction term (interactional).  

The regression analyses were used to determine which model explained the 

most variance in predicting both directions of work-life conflict (FIW and WIF). 

Specifically, the change in R2 (over and above the control variables) was analyzed to 

show how much variance Inglehart’s unidimensional measure explained (Step 2). 

Next, the change in R2 (over and above the control variables, plus Inglehart’s MPMI) 

was analyzed to show how much variance the bidimensional measures explained 

(Step 3). Finally, in Step 4, the change in R2 was analyzed to see how much variance 

the postmaterialism x materialism interaction explained (over and above the control 

variables, Inglehart’s MPMI, and the two bidimensional measures.) 

Thus, consistent with the methodology of strong inference, evaluations of the 

three models’ predictive power of work-life conflict were based on changes in 

variance explained. This sequential method of entering the variables enables strong 
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inference to be used because, in each step, an alternative hypothesis can be either 

excluded or held for further consideration. 
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CHAPTER 5 
RESULTS 

 

This chapter describes the procedures used to analyze the survey data and presents 

the results of the analyses. As stated, both correlational and regression techniques were 

employed in data analysis. Sample sizes ranged from 209-217 due to missing data. First, 

the results of preliminary data analysis are presented, and then the detailed results of 

hypothesis testing. 

5A. Details of respondent sample  

The original goal was to collect a total of 300 usable surveys. However, due to a 

combination of attrition and unusable surveys, a total of 217 respondents completed both 

waves of the survey. Of the final set of 217 respondents, 55% were male and 45% 

female. The respondents represented a wide range of ages: 11% were between 18 and 25 

years old, 24% between 26-35 years old, 23% between 36-45 years old, 26% percent 

between 46-55 years old, and 16% were over the age of 55. 

For marital status, 65% of respondents were married or living with a partner, 24% 

were single, and 11% reported being divorced or widowed. About half of the respondents 

reported they had children living at home; of the respondents with children at home, half 

had 1 child at home, 35% had 2 children at home, 11% had 3 children at home, and 5% 

had four or more children at home. In terms of the youngest child at home (for those 

respondents with at least one child at home): in 24% of cases the youngest child was over 

18 years of age, in 22% of cases the youngest was between 13-18 years of age, in 23% of 
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cases the youngest was between 6-12 years of age, and for 32% of respondents their 

youngest child at home was under 6 years of age. 

Regarding work status, 71% of respondents were working full-time while 29% 

worked part-time. Approximately 42% of respondents worked in the public sector, 47% 

in the private sector, and 10% in non-profit organizations. The mean number of hours 

worked per week was 37. Concerning household income, the mean on the ordinal scale 

presented to respondents was 3.94, which corresponds most closely to the range of 

$60,000 - $79,999 annual household income (the survey did not ask respondents for their 

exact income). Appendix D shows frequency tables for the sample. 

A comparison of the study sample to MarketTools’ statistics on its Zoomerang 

respondent panel (ZoomPanel) showed that in most respects the sample was a good 

representation of the overall ZoomPanel. However, the sample skewed somewhat 

towards those respondents with families, as that was the population of interest in this 

study. Further, the sample was younger than the overall ZoomPanel, again due to the goal 

of including people with children living at home. Specifically, 49% of ZoomPanel’s 

respondents are male (MarketTools Inc., 2009); in this study, 55% were male. Among 

ZoomPanel’s respondents overall, 52% are between the ages of 18 and 44, while in this 

study 58% were in that age range. Similarly, 29% of ZoomPanel respondents are over the 

age of 55; in this study only 16% were over 55. Concerning children in the household, 

36% of ZoomPanel respondents have one child or more at home, while in this study that 

number was 49%. Comparing household income levels is more difficult, since the 

ZoomPanel income brackets are different from those used in this study, but the sample 
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seemed to have somewhat higher income than the average for ZoomPanel, in which 42% 

have household income below $35,000. 

5B. Preliminary data analysis 

First, sample statistics for each study variable were computed, including means 

and standard deviations. Cronbach’s Alpha was calculated to assess reliability levels for 

the multi-item scales used in the research. Reliabilities were high except for the short-

form social desirability scale. The Richins’ Material Values Scale had an Alpha of .86, 

while the Revised Postmaterialism scale had an Alpha of .87. The Work Interference with 

Family and Family Interference with Work measures both had an Alpha of .90. However, 

the short-form social desirability scale had a Cronbach Alpha of only .50. Since 

reliabilities above .70 are considered acceptable in basic research (Nunnally, 1978), the 

reliability for the social desirability scale fell short in this regard. 

An inspection of the correlation matrix, shown in Table 5.1, reveals that several 

variables were significantly correlated. Among the control variables, Social Desirability 

was significantly (negatively) correlated with Family Interference with Work, Work 

Interference with Family, and Richins’ materialism measure. Further, gender showed a 

highly significant correlation with the Revised Postmaterialism measure (positive 

correlation). Since gender was coded as 1=male and 2=female, this correlation suggests 

that the females in this study tended to score higher on postmaterialism than did male 

respondents. 
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Table 5.1: Pearson correlations and descriptive statistics 

 

 Mean s.d. 1 2 3 4 5 6 7 

  1. Age 3.13 1.25        

  2. Marital status 0.65 0.48 .18       

  3. No. children at home 1.85 1.05 -.08 .20      

  4. Youngest child at home 2.34 1.55 -.11 .27 .69     

  5. Work status 1.71 0.46 -.04 .17 -.06 .02    

  6. Work hours 37.04 12.56 -.05 .24 -.04 .09 .66   

  7. Income 3.94 2.18 -.01 .35 .09 .05 .29 .28  

  8. Public 0.43 0.50 -.03 .13 .09 .16 -.06 -.02 -.08 

  9. Private 0.47 0.50 .08 -.06 -.13 -.18 .02 -.02 .12 

10. Current position level 3.89 1.42 -.10 -.07 -.04 -.13 -.03 -.07 -.19 

11. Gender 1.45 0.50 -.04 -.05 .20 .12 -.15 -.12 .09 

12. Social desirability 1.52 0.25 .14 .06 .09 .00 .01 -.03 .01 

13. Inglehart MPMI 2.04 1.21 -.15 -.22 -.12 -.10 -.02 -.09 -.06 

14. Materialism 2.58 0.58 -.21 -.06 -.01 -.03 .02 .02 .12 

15. Postmaterialism 3.67 0.63 .16 .08 .02 .06 -.10 -.10 .12 

16. Work interference with family 2.71 0.81 -.16 .02 .00 .06 .13 .12 -.06 

17. Family interference with work 2.35 0.73 -.12 -.13 -.02 -.04 .00 -.06 .00 

 

Correlations > .13 are significant at the p<.05 level; correlations > .17 are significant at the p<.01 level  
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Table 5.1 (continued): Pearson correlations and descriptive statistics 
 

 
 

 8 9 10 11 12 13 14 15 16 

  1. Age          

  2. Marital status          

  3. No. children at home          

  4. Youngest child at home          

  5. Work status          

  6. Work hours          

  7. Income          

  8. Public          

  9. Private -.82         

10. Current position level .17 -.20        

11. Gender -.01 -.08 .10       

12. Social desirability .01 -.03 -.04 -.05      

13. Inglehart MPMI -.19 .14 -.14 .05 -.06     

14. Materialism .12 -.08 -.10 -.05 -.21 -.04    

15. Postmaterialism -.06 .06 -.03 .28 .11 .03 -.17   

16. Work interference with family .05 -.03 -.01 -.11 -.19 .02 .33 -.02  

17. Family interference with work -.05 .08 -.13 -.03 -.14 .06 .31 -.07 .63 

 

Correlations > .13 are significant at the p<.05 level; correlations > .17 are significant at the p<.01 level 
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Age was negatively correlated with Inglehart’s MPMI and Richins’ materialism 

measure, but positively correlated with the R-MPMI postmaterialism scale. Age was also 

negatively correlated with Work Interference with Family (meaning that the older the 

respondent, the lower his/her perception that work interfered with family). Work status 

was positively correlated with Work Interference with Family (working full time was 

associated with higher WIF); however, work status was not significantly correlated with 

the other direction of conflict, Family Interference with Work. Interestingly, several 

control variables (in addition to those already mentioned) were significantly correlated 

with Inglehart’s MPMI measure: marital status (negative correlation), public sector 

(negative correlation), private sector (positive correlation), and position level (negative 

correlation). Concerning other control variables, neither the number of children at home, 

the youngest child at home, work hours, nor income were significantly correlated with 

either the independent or dependent variables in the study. Some of these findings are 

consistent with Inglehart’s work, while others are not. For example, the negative 

correlation between age and MPMI is consistent with Inglehart’s theory of generational 

replacement. Marital status is also consistent since Inglehart’s MPMI is associated with 

the statement that “marriage is an outdated institution” (Inglehart, Basanez, & Moreno, 

1998). Inglehart’s postmaterialism measure should be associated with having smaller 

families (fewer children) and higher income, but those associations were not indicated in 

this study. 

Among the main variables of interest in this research, Inglehart’s MPMI 

(unidimensional measure of postmaterialism) did not show a significant correlation with 
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either Family Interference with Work or Work Interference with Family. In contrast, 

Richins’ materialism measure was highly correlated with both forms of work-family 

conflict (.33 for WIF and .31 for FIW). However, the Revised postmaterialism index was 

not significantly correlated with either WIF or FIW. Lastly, the correlation between WIF 

and FIW themselves was quite high (.63), suggesting that many respondents tended to 

experience both of these forms of work-family conflict. This strong relationship between 

WIF and FIW has been documented repeatedly (Byron, 2005). 

5C. Analyses for hypothesis testing  

The regression analyses included four different steps, in order to compare the 

amount of variance explained by each theoretical model. First, each step was run for 

Work Interference with Family as the dependent variable, and then each step was 

repeated for Family Interference with Work as the dependent variable. The regression 

results are shown in Table 5.2 and 5.3. 

Work Interference with Family as Dependent Variable 

In Step 1, only the control variables identified in Chapter 4 were used as 

predictors. Results from Step 1 show that three variables were significant predictors of 

WIF: social desirability, age, and income. In terms of R-squared, Step 1 accounted for 

14% of the variance in Work Interference with Family. Step 2, which added Inglehart’s 

postmaterialism measure, did not explain a significant amount of additional variance. 

Inglehart’s scale produced a beta weight close to zero. Thus, Hypothesis 1a, that higher 

levels of Inglehart’s MPMI (postmaterialism) would be associated with lower levels of 
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Work Interference with Family, was not supported. 

Step 3, which added the bidimensional measures of materialism and 

postmaterialism, accounted for an additional eight percent of variance explained in WIF. 

A closer inspection of the analysis shows that this large increase in R-squared was 

primarily due to materialism, which was a strong predictor of Work Interference with 

Family (p < .001), in the expected direction. However, postmaterialism was not 

significantly related to WIF, nor was (again) Inglehart’s MPMI. In this step of the 

regression, the control variables of social desirability, income, and education level were 

significant predictors. Thus, Hypothesis 2a, that higher levels of postmaterialism would 

be associated with lower levels of Work Interference with Family, was not supported. On 

the other hand, Hypothesis 2c, that higher levels of materialism would be associated with 

higher levels of WIF, received strong support. Because Step 3 produced a significant 

increase in R-squared for WIF, Hypothesis 2e was tentatively supported (pending results 

for FIW as the dependent variable), as the separate measures of materialism and 

postmaterialism accounted for more variance explained than did Inglehart’s 

unidimensional measure of postmaterialism. 
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Table 5.2: Regression results on Work Interference with Family 
 
 
 
 Step 1 Step 2 Step 3 Step 4 
  coeff.  s.e. coeff.  s.e. coeff.  s.e. coeff.  s.e. 

Constant 3.87 *** (.57) 3.87 *** (.61) 1.81 ** (.77) .86  (1.46) 

Control variables                     

  Social desirability -.68 ** (.22) -.68 ** (.22) -.49 * (.21) -.47 * (.22) 

  Age -.10 * (.05) -.10 * (.05) -.07  (.05) -.06  (.05) 

  Marital status .07  (.13) .06  (.13) .11  (.13) .11  (.13) 
  Number of 

children at home .01  (.07) .01  (.07) .00  (.07) .00  (.07) 

  Youngest child .02  (.05) .02  (.05) .03  (.05) .04  (.05) 

  Work status .21  (.16) .21  (.16) .22  (.15) .23  (.15) 

  Work hours .00  (.01) .00  (.01) .00  (.01) .00  (.01) 

  Income -.07 * (.03) -.07 * (.03) -.09 ** (.03) -.09 ** (.03) 

  Public .06  (.20) .06  (.20) -.01  (.19) -.01  (.19) 

  Private .00  (.20) .00  (.20) .00  (.19) .01  (.19) 

  Current position -.01  (.04) -.01  (.04) .02  (.04) .02  (.04) 

  Education .06  (.04) .06  (.04) .07 * (.04) .07 * (.04) 

  Gender -.19  (.12) -.19  (.12) -.19  (.12) -.19  (.12) 

Inglehart MPMI    .00  (.05) .01  (.05) .02  (.05) 

Materialism       .42 *** (.10) .78  (.47) 

Postmaterialism       .10  (.09) .34  (.33) 

Postmat x Mat          -.10  (.13) 

             

R2 .14   .14   .22   .22   

Model F 2.44 **  2.25 **  3.40 ***  3.23 ***  

             

∆ R2    .00   .08 ***  .00   

p-value for  ∆ R2    .990   .000   .447   

             

N 209   209   209   209   

 
 
 
Note: Values are unstandardized coefficients; * p < .05; ** p < .01; *** p < .001 
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Table 5.3: Regression results on Family Interference with Work 
 
 
 
 Step 1 Step 2 Step 3 Step 4 
  coeff.  s.e. coeff.  s.e. coeff.  s.e. coeff.  s.e. 

Constant 3.84 *** (.51) 3.86 *** (.55) 2.83 *** (.70) 2.82 * (1.33) 

Control variables                     

  Social desirability -.53 ** (.19) -.53 ** (.19) -.35 * (.20) -.35 * (.20) 

  Age -.07 * (.04) -.07 * (.04) -.04  (.04) -.04  (.04) 

  Marital status -.16  (.12) -.16  (.12) -.12  (.12) -.12  (.12) 
  Number of children 

at home .02  (.07) .02  (.07) .00  (.07) .00  (.07) 

  Youngest child -.01  (.05) .-01  (.05) .00  (.04) .00  (.04) 

  Work status .08  (.14) .08  (.14) .08  (.14) .08  (.14) 

  Work hours -.01  (.01) -.01  (.01) -.01  (.01) -.01  (.01) 

  Income -.02  (.03) -.02  (.03) -.03  (.03) -.03  (.03) 

  Public -.02  (.18) -.02  (.18) -.09  (.17) -.09  (.17) 

  Private .01  (.18) .01  (.18) .00  (.17) .00  (.17) 

  Current position -.07 * (.04) -.07 * (.04) -.05  (.04) -.05  (.04) 

  Education .04  (.04) .04  (.04) .06  (.04) .06  (.04) 

  Gender -.09  (.10) -.09  (.11) -.03  (.11) -.03  (.11) 

Inglehart MPMI    .00  (.04) .01  (.04) .01  (.04) 

Materialism       .30 *** (.09) .30  (.43) 

Postmaterialism       -.09  (.08) -..08  (.30) 

Postmat x Mat          .00  (.11) 

             

R2 .11   .11   .17   .17   

Model F 1.90 *  1.76 *  2.48 **  2.32 **  

             

∆ R2    .00   .06 **  .00   

p-value for  ∆ R2    .914   .001   .991   

             

N 209   209   209   209   

 
 
 
Note: Values are unstandardized coefficients; * p < .05; ** p < .01; *** p < .001 
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Step 4, which added the Postmaterialism x Materialism interaction term, added 

little to variance explained in WIF. In this regression, only social desirability, income, 

and education level were significant predictors of WIF. Thus, Hypothesis 3a, that 

materialism would moderate the relationship between postmaterialism and WIF (such 

that increases in postmaterialism would be associated with lower levels of WIF only 

when materialism was low) was not supported. 

Family Interference with Work as Dependent Variable 

Results from analyses using Family Interference with Work as the dependent 

variable largely mirrored results seen with WIF. Results from Step 1 show that three 

variables were significant predictors of FIW: social desirability, age, and current position 

level. In terms of R-squared, Step 1 accounted for 11% of the variance in FIW. As with 

analyses for WIF, Step 2 (adding Inglehart’s MPMI postmaterialism) did not explain a 

significant amount of variance in FIW. Thus, Hypothesis 1b, that higher levels of 

Inglehart’s MPMI would be associated with lower levels of Family Interference with 

Work, was not supported. 

Step 3, which added the bidimensional measures of materialism and 

postmaterialism, accounted for an additional six percent of variance explained in FIW. As 

was the case with WIF, this significant increase in R-squared was largely due to 

materialism, which was a strong predictor of Family Interference with Work (p < .001), 

in the expected direction. However, the revised postmaterialism index was not 

significantly related to FIW. In this step of the regression, the only other significant 
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predictor of FIW (in addition to materialism) was the control variable of social 

desirability. Thus, Hypothesis 2b, that higher levels of postmaterialism would be 

associated with lower levels of Family Interference with Work, was not supported. 

However, Hypothesis 2d, that higher levels of materialism would be associated with 

higher levels of FIW, received strong support. Lastly, because Step 3 produced a 

significant increase in R-squared for FIW (which occurred with WIF as noted 

previously), Hypothesis 2e was fully supported – the separate measures of materialism 

and postmaterialism accounted for more variance explained than did Inglehart’s 

unidimensional measure of postmaterialism. 

Step 4, which added the Postmaterialism x Materialism interaction term, again 

added little variance explained in FIW. Thus, Hypothesis 3b, that materialism would 

moderate the relationship between postmaterialism and FIW (such that increases in 

postmaterialism would be associated with lower levels of FIW only when materialism 

was low) was not supported. 
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CHAPTER 6 
DISCUSSION AND IMPLICATIONS FOR THEORY AND PRACTICE 

 

This study sought to determine whether individual values are associated with 

perceived conflict between one’s work and non-work domains. Materialism and 

postmaterialism were chosen to be examined because they represent values for which a 

theoretical connection can be made to the work-life interface. Further, since researchers 

have hotly debated the dimensions of these two values, this current research presented an 

opportunity to contribute to the ongoing question concerning the dimensionality of 

materialism and postmaterialism. 

The results of this research supported three out of the nine study hypotheses. 

Specifically, the two hypotheses concerning the association between materialism and 

both forms of work-family conflict (WIF and FIW) were strongly supported. In addition, 

the study found support for the hypothesis that a bidimensional conceptualization of 

materialism and postmaterialism would explain more variance in work-life conflict than 

Inglehart’s unidimensional postmaterialism measure. However, hypotheses related to the 

association between postmaterialism – both Inglehart’s unidimensional measure and the 

revised postmaterialism index – and work-life conflict received no support. Further, the 

interaction between materialism and postmaterialism was not significant for either WIF 

or FIW. Interpreting these findings is important to put this study in proper context, as 

well as to provide directions for future research. 

Overall, this study adds to the body of work on materialism by linking it to 

another state of negative well-being – namely, work-life conflict. It also builds on 
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burgeoning research in the work-life literature that is just beginning to address the issue 

of values and their relationships with the work-life interface (Carlson & Kacmar, 2000). 

Results of this study suggest that the theory of role conflict (Greenhaus & Beutell, 1985; 

Kahn et al., 1964), the underpinning of most work-life conflict research, can be enhanced 

by recognizing values as predictors of conflict. One important topic to be addressed 

regarding values and work-life conflict is whether such values should be viewed as 

antecedents of conflict (as in this study), or rather as moderators of conflict that is caused 

by other factors (Carlson & Kacmar, 2000). This issue will be addressed further in 

Chapter 7. Another important theoretical implication is examining how the motivations 

behind values such as materialism and postmaterialism actually translate to specific 

behaviors and decisions in the workplace and at home. In addition to such 

theoretical/research implications, the findings from this study also have practical 

implications. First, however, the relationship between materialism and work-life conflict 

will be considered in light of this present research and previous work on the work-life 

interface. 

6A. Relationship between materialism and work-life conflict 

Consistent with study hypotheses, materialism was shown to have a strong 

association with both work interference with family and family interference with work. 

Thus, placing a high value on money and other material rewards was connected with 

conflict between work and other pursuits such as family. This finding helps to extend 

previous work on materialism that has shown connections to a host of negative outcomes, 

including lower well-being (Kasser, 2002), reduced vitality and satisfaction (Kasser & 
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Ahuvia, 2002), and mental disorders (Cohen & Cohen, 1996). 

In terms of the direction of conflict, the link between materialism and family 

interference with work seems clear. Materialistic individuals are likely to focus more of 

their time and efforts into work because that is where they are rewarded with money and 

possessions. Such extrinsic rewards are highly prized by materialists and will serve to 

drive their behaviors at work and home. Thus, materialists will tend to be particularly 

protective of their work time, and may be very sensitive to impediments to that work. 

This perception of interference with their work is further heightened because materialistic 

people tend to de-value other areas of their lives (Kasser, 2002). In fact, materialistic 

values directly conflict with other value sets (such as collectivism), which creates 

psychological tension (Burroughs & Rindfleisch, 2002). Events and opportunities in 

one’s home life such as quality family time (Daly, 2001), experiences that non-

materialistic people would welcome with enthusiasm, may therefore be seen as intrusive 

to those high in materialism. 

The association between materialism and work interference with family is less 

straightforward (even counterintuitive) and deserves further consideration. A perception 

among materialists that work is interfering with family seems unlikely at first blush. One 

could argue that if a highly materialistic person chooses to focus a lot of time and effort 

into work due to the value placed on money and possessions, how can this behavior be 

perceived as interfering with family (especially because materialists value family and 

community relationships less than other people do)? Yet a careful consideration of the 

processes involved reveals that materialism can be related to perceptions of WIF for the 
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following reasons (Promislo et al., in press): 

(1) materialistic individuals may sense that their work is interfering with other 

parts of their lives, such as family, but feel helpless to do anything about it. For example, 

in workplaces that emphasize monetary rewards and long work hours (e.g. investment 

banking, venture capital firms), a strong corporate culture can exist that makes it difficult 

to escape from an all-consuming work schedule (Hochschild, 1989). Thus, while 

recognizing the work-life conflict, an individual may feel helpless to reduce it because he 

still desires the tangible rewards that work offers.  

(2) work-life conflict, as discussed previously, can result from three different 

types of conflict – time, strain, and behavior-based (Greenhaus and Beutell, 1985). Time 

is finite, and so materialistic people are likely to experience time conflict due to their 

commitment to work. They may simply run out of time for other pursuits. Strain-based 

conflict can occur if materialistic people are too stressed due to work to engage in non-

work activities (again, assuming they recognize that work is causing them strain). Lastly, 

behavior-based conflict may arise, particularly if materialistic people attempt to engage in 

aggressive, competitive behaviors (Kasser et al., 2004) that are incompatible with 

positive functioning at home. 

(3) perceiving conflict between work and home does not mean that an individual 

necessarily cares about that conflict, or wants to take any actions to reduce it. Hochschild, 

in her book “The Time Bind” (1997), discusses how work can take the place of family for 

some employees. Specifically, work offers certain opportunities for socialization and 

achievement that may not exist at home. According to Hochschild, many individuals 



 65

choose to stay at work longer because they feel more empowered there and attain great 

satisfaction (and acknowledgement) from their work accomplishments. Again, an 

individual may recognize the ensuing work-life conflict but choose not to change his/her 

behavior to mitigate it. 

The relationship between materialism and work-life conflict is consistent with an 

earlier study that linked extrinsic work orientation, defined as “the traditional pursuit of 

success by advancing up the organizational hierarchy to achieve prestige, status, and high 

income” (Watts, 1992: 51) to WIF (Vansteenkiste et al., 2007). This current research also 

confirms a recent study (Promislo et al., in press) in which materialism predicted both 

forms of work-life conflict. In that study, the relationship between materialism and WIF 

was mediated by work overload, suggesting that materialism serves to create conditions 

that produce an overload of perceived work demands. These demands then result in 

conflict between one’s work and non-work domains. A further exploration of potential 

mediators of the relationship between materialism and work-life conflict is one of the 

topics discussed for future research in Chapter 7. I now turn to a consideration of another 

theory that may help to elucidate the findings from this study. 

Self-Determination Theory and the link between materialism and work-life conflict 

Although not examined specifically in this study, self-determination theory (Deci 

& Ryan, 2000) can provide additional insights into why materialism was strongly 

associated with perceived conflict between work and non-work domains. This theory 

proposes that both the content and the purpose underlying one’s goal pursuits (the “what” 

and “why” (Deci & Ryan, 2000: 227)) matter in shaping one’s life satisfaction, level of 
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happiness, and overall well-being. In other words, the substance of one’s aspirations is 

important, but so are the motivations that drive those aspirations (Deci & Ryan, 1985; 

Kasser & Ryan, 2001). 

In the context of the work-life interface, the “what” of goal pursuits refers to 

either: (1) material rewards such as money, high-priced objects, and social status, which 

tend to be attained through work; or (2) non-material rewards such as affiliation and 

nurturing, which typically are attained through non-work activities (particularly through 

one’s family.) The “why” refers to whether the pursuit of those rewards is driven by 

extrinsic or intrinsic motivations. Extrinsically motivated activities are those in which 

“people’s behavior is controlled by specific external contingencies” (Deci & Ryan, 2000: 

236). Thus, extrinsic motivations are triggered by outside pressures – for example, from 

one’s boss or the corporate culture. In contrast, intrinsically motivated activities “concern 

active management with tasks that people find interesting and that, in turn, promote 

growth” (Deci & Ryan, 2000: 233). The pursuit of intrinsic goals enables what Sheldon 

and Elliot (1999) term “self-concordance,” a state of integrated functioning (Kuhl & 

Fuhrmann, 1998). Compared to extrinsic motivations, intrinsic motivations are associated 

with enhanced well-being and performance (Benware, Benware, & Deci, 1984; Sheldon 

& Elliot, 1999; Valas & Sovik, 1993). 

Closely related to motivations, self-determination theory posits that certain innate 

human needs are critical in determining whether people experience intrinsic motivations, 

and consequently growth and well-being. The most important of these human needs are 

competence, autonomy, and relatedness (Deci & Ryan, 1985). If an individual’s activities 
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are fueled by intrinsic motivations, such activities can serve as “nutriments” (Deci & 

Ryan, 2000: 229) to satisfy their competence, autonomy, and affiliation needs. For 

activities that are extrinsically motivated, however, those needs are less likely to be met. 

Researchers have argued that materialistic individuals, because they tend to focus on 

extrinsic rather than intrinsic motivations, are less able to satisfy their innate human 

needs (Deci & Ryan, 2000; Kasser & Ahuvia, 2002; Kasser & Ryan, 2001). 

Particularly germane to the work-life interface, materialists do not satisfy 

relatedness needs well (Kasser, 2002; Kasser, Ryan, Zax, & Sameroff, 1995). For 

example, materialists are less empathetic, more competitive, and more likely to objectify 

friends (Kasser, 2002; Kasser et al., 2004). All of these tendencies likely serve to produce 

work-life conflict among materialists because their non-work relationships suffer. 

Specific suggestions for integrating self-determination theory into future studies 

of work-life conflict are given in Chapter 7. First, however, the relationship (or lack 

thereof) between postmaterialism and work-life conflict is explored.  

6B. Relationship between postmaterialism and work-life conflict 

Contrary to hypotheses, neither Inglehart’s MPMI nor the revised postmaterialism 

index had a significant relationship with either form of work-life conflict. While these 

results were surprising, the potential links between postmaterialism and the work-life 

interface were admittedly more speculative than the links concerning materialism. In 

large part, this is because the basis for much of the literature on postmaterialism is the 

World Values Survey, which is used to make comparisons between countries and to 

assess global trends in values (Inglehart, 1977, 1990). As discussed, Inglehart’s 



 68

postmaterialism measure, and his macro-level conclusions based on that concept, have 

been attacked on a number of fronts (Davis & Davenport, 1999). Yet other research on 

postmaterialism, using the revised postmaterialism index, has produced findings 

consistent with expectations. For example, postmaterialism was positively associated 

with human spirituality and consumer sensitivity to corporate social performance 

(Giacalone & Jurkiewicz, 2004). Beyond the limitations of the current research 

(discussed in Chapter 7), five possibilities exist for the lack of association between 

postmaterialism and work-life conflict in this study: 

(1) postmaterialism, which emphasizes caring and compassion for others, self-

expression, and providing a more “human” face to business may not result in less work-

life conflict because the set of demands faced by postmaterialistic individuals does not 

actually decrease. In fact, postmaterialists may encounter a widening range of demands 

because of their collectivist values and desire to connect with other people. Even if work 

is given somewhat lower priority, efforts to help others and to pursue one’s own passions 

in life may quickly consume any time savings. Concern for one’s family, community, and 

co-workers can involve efforts such as volunteering and mentoring. These types of 

endeavors can be time-consuming and stressful (although certainly rewarding as well). 

(2) another possibility is that a certain number of postmaterialists also score high 

on materialistic values (a scenario which contradicts Inglehart’s unidimensional view of 

materialism/postmaterialism.) If this is the case, then such individuals can easily be 

overwhelmed by a surplus of desires and conflicting motivations. How can a 

postmaterialistic person support values of compassion in the workplace yet at the same 



 69

time strive for material rewards of possessions and money? One solution may be to work 

even harder to attain material rewards but also to spend as much time as possible with 

family and friends. Conflict between work and home is likely to result from such 

attempts to “have it all” (Burroughs & Rindfleisch, 2002). 

(3) perhaps the concept of postmaterialism is simply flawed or is not capable of 

producing theoretically consistent relationships with criterion variables of interest. As 

discussed, many researchers have criticized Inglehart’s MPMI measure for showing 

inconsistencies and random responses (Bean & Papadakis, 1994; Clarke et al., 1997; 

Trump, 1991). If research cannot consistently demonstrate positive links between 

Inglehart’s postmaterialism and such expected behavior as environmentalism and 

political affiliation (Davis, 2000), perhaps it is not surprising that the measure cannot be 

linked to outcomes in the work-life interface. 

However, this study included not only Inglehart’s MPMI measure, but also the 

revised postmaterialism index by Giacalone and Jurkiewicz (2004). Compared to 

Inglehart’s scale, the revised index is a “methodologically more rigorous individual-level 

measure” (Giacalone & Jurkiewicz, 2004: 1382) that is based on rating scales, not forced-

rankings. In this study, the revised postmaterialism index also failed to show any 

significant relationship to work-life conflict. Thus, this third explanation seems less likely 

because postmaterialism was captured using two very different measures, encompassing 

both macro and. micro perspectives. 

(4) one’s postmaterialistic values may simply not be strong enough to 

demonstrate relationships with work-life conflict. As discussed, the implications for a 
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materialistic mindset seem more clear; every day a plethora of advertising and media 

reinforce people’s desires for material objects, money, and extrinsic rewards (Richins, 

1991). Once material values are incubated, individuals must seek these rewards through 

work! (where else can one hope to attain them, short of winning the lottery or receiving a 

large inheritance?). While materialistic values often “push out” other facets of life such as 

family and community (Kasser, 2002), can postmaterialistic values similarly push out 

competitive, materialistic mindsets? On this question, the evidence is unclear (and 

untested). 

An individual high in postmaterialism still has to work and provide for his/her 

family. Postmaterialistic values may not be able to overcome materialistic desires, 

particularly within a corporate culture – or within a household of materialistic people – 

that makes it difficult to do so. For example, a materialistic spouse may spur a 

postmaterialist to focus more energy on work than she truly wishes to. Meanwhile, a 

person high in materialism can effectively shut out other parts of his life besides work, or 

at least minimize them. A materialist can choose to ignore family activities by staying 

late at work or working on weekends, but a postmaterialist cannot simply decide to 

ignore work altogether. Non-work activities are often viewed as more expendable, a point 

reinforced by the finding that often, when one’s work and family “collide” (Greenhaus & 

Powell, 2003), work wins out (Hochschild, 1997). 

(5) lastly, postmaterialistic values, because they are people-oriented, apply both at 

work and at home, where humanistic concerns can occur. For example, a postmaterialist 

would likely infuse his/her values into work, community, family, and overall quality of 
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life. So perhaps there are no differences in work-life conflict because postmaterialistic 

values are embedded in both work and home life. In contrast, the value of materialism 

applies much more clearly to work settings, not home, because work is where people can 

attain tangible material rewards. This explanation is consistent with researchers who 

argue that some individuals (not all) experience a higher quality of life at work versus 

home (Hochschild, 1997). Specifically, some workers satisfy relatedness needs better at 

work than they do with their families. 

6C. Interaction between materialism and postmaterialism 

The predicted interaction between the two values of materialism and 

postmaterialism did not occur in this study. Thus, the interaction provided no predictive 

value for work-life conflict. Previous research on the issue of interaction between the two 

values has been inconsistent; in one study, the interaction term was significant in 

predicting purpose in life, human spirituality, consumer sensitivity to corporate social 

performance, and generativity (Giacalone & Jurkiewicz, 2004). Specifically, the authors 

found that “only those with concurrently low materialism scores coupled with 

postmaterialist values had more socially desirable characteristics...” (Giacalone et al., 

2008: 486). However, this same two-way interaction was non-significant in a study that 

examined the relationships between materialism/postmaterialism, ethics, and social 

responsibility orientations (Giacalone et al., 2008).  

Thus, the importance of examining the interaction between materialism and 

postmaterialism is still unresolved. One possibility is that the interaction may be a factor 

in predicting certain variables but not others. This discussion of a potential interaction 



 72

between materialism and postmaterialism is connected with the larger issue of 

dimensionality of these values, which is addressed below. 

6D. Consideration of the dimensionality of materialism and postmaterialism 

Tentative conclusions can be drawn from this study on the fundamental questions 

of whether materialism and postmaterialism represent two separate dimensions, and if so, 

whether an interactive conceptualization serves to explain more variance in outcomes of 

interest. In predicting work-life conflict, the bidimensional conceptualization explained 

the most variance by far. In fact, the unidimensional model explained very little 

additional variance in either WIF or FIW beyond the variance explained by control 

variables. As noted, the interactional conceptualization also explained no significant 

additional variance. 

Does this mean that both Inglehart’s unidimensional postmaterialism measure and 

Giacalone and Jurkiewicz’s (2004) interactional model should be discarded? Certainly 

not, for several reasons. One is that, as discussed, the significance of the interaction term 

may depend on which variables are selected as outcomes. Also, Inglehart’s studies did 

not address outcomes such as work-life conflict, and it is only recently that researchers 

have applied his measures to a broader array of micro-level variables. More research is 

needed to expand and test both Inglehart’s unidimensional measure, as well as the 

interactional model. Still, based on the findings of both this study and previous research 

(Brechin & Kempton, 1994), it seems that including Inglehart’s measure alone is 

insufficient – rather, studies should include the bidimensional values and also test for the 

presence of an interaction. 
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6E. Practical Implications of the Research 

The findings from this study have clear implications for practitioners, especially 

human resource professionals. Organizations are beginning to recognize the costs and 

challenges associated with work-life conflict among their employees. The emergence of 

“family-friendly” policies and strategies such as flextime have been a response to 

growing awareness of the prevalence of work-life conflict (Hammer, Neal, Newsom, 

Brockwood, & Colton, 2005). However, formal programs alone are not enough to solve 

the problem of work-life conflict (Batt & Valcour, 2003; Berg, Kalleberg, & Appelbaum, 

2003; Evans, 2005; Polach, 2003). In fact, some researchers question whether such 

programs can be truly effective in alleviating role conflict (Sutton & Noe, 2005). 

If organizations cannot successfully address issues of work-life conflict through 

formal “family-friendly” programs, perhaps change must emanate from a shift in 

corporate culture and the values emphasized through such practices as compensation. The 

prevalence of materialistic values is embedded in our society and is reinforced by a 

continual stream of advertising and media (Kasser, Cohn, Kanner, & Ryan, 2007). 

Organizations will face many obstacles in trying to combat messages of materialism, yet 

they may be able to attenuate levels of employee materialism (or at least minimize the 

damage it causes) by making changes in their corporate culture (Kasser, 2002). For 

example, reward systems can be overhauled so that extrinsic rewards are less important – 

and that pay is not the only way the “score is kept” (Kasser et al., 2006). If intrinsic 

rewards are promoted more, employees could be offered such incentives as greater 

autonomy, more vacation time, and responsibility instead of just money and material 
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rewards (Hackman & Oldham, 1980; Kasser, 2002). Such rewards help to promote time 

with family and pursuits of other interpersonal activities, thus potentially reducing work-

life conflict (specifically work interference with family). 

Kasser (2002) asserts that individuals can change their materialistic outlook, 

much like some people decide to quit smoking or alter their eating habits. For example, 

he recommends that people pursue activities that are intrinsically satisfying: 

“By engaging in new, intrinsically oriented behaviors, two important things are 

likely to happen. First, you will have more experiences that satisfy your needs. 

Thus, your happiness and well-being should rise. Second, by having such 

experiences, you will probably begin to see the value of intrinsic pursuits. As 

such, the healthier part of your value system will be strengthened, and the 

importance of materialism should begin to wane” (Kasser, 2002: 104). 

In terms of other aspects of corporate culture, organizations can downplay 

messages of social status as much as possible. By rewarding employees with such perks 

as the “corner office” and lavish benefits, companies reinforce materialistic mindsets and 

reduce opportunities for intrinsic enjoyment of work. Such pronouncement of social 

status also can lead to work-life conflict if the employees keep striving for more and 

more status. 

Regarding postmaterialistic values, organizations also have an opportunity to 

bolster employees’ desire to help others and have more say in how the organization is 

run. For example, charitable donations made by a company, particularly those that are 

ongoing, send a strong message that the company is interested in more than just profits. 

Whole Foods is one such company that donates 5% of net profits to local charities every 

year, and this commitment was established at the time of the company’s founding 
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(http://www.wholefoodsmarket.com/values). Whole Foods also limits executives’ pay 

and emphasizes work through self-directed teams. These types of values can resonate 

among employees and support postmaterialistic goals. These values may also create an 

environment in which employees can better balance responsibilities at work and home, 

since they support the notion of caring for multiple stakeholders in one’s life.  

Organizations can also give employees “credit” for work done in local 

communities, since such endeavors are part of postmaterialistic aims. The benefit a 

postmaterialist would get from having just one more hour a week to devote to community 

affairs could be very meaningful. Meanwhile, the company might gain through increased 

employee loyalty, organizational citizenship behaviors, and lower turnover if their 

employees perceive a good “fit” between their personal values and those of their 

company. 
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CHAPTER 7 
LIMITATIONS OF THE RESEARCH AND SUGGESTIONS FOR 

FUTURE RESEARCH  
 

7A. Limitations  

The results of this research are not without limitations. First, the cross-sectional 

design of the study does not allow for causal inferences. The relationships among 

variables of interest were based on theoretical linkages, but as with other cross-sectional 

research there can be no definitive determination of the correct direction of influences. 

Further, as with all studies that use a self-report, questionnaire-based methodology, 

common method variance is a concern. However, in this study collection of the 

independent and dependent variables occurred at two different times, separated by over a 

month. This time split alleviated (but cannot eliminate) worries about cognitive carryover 

among scales (Harrison & McLaughlin, 1993). 

Since the respondents in this study were recruited from a sample panel maintained 

by a third party, it is not possible to know the full range of organizations that the 

individuals worked for. Thus, we cannot determine the extent to which specific 

contextual variables might affect the relationships among materialism, postmaterialism, 

and work-life conflict. Further, this sample included only individuals working in the U.S., 

so generalizability to other countries is not possible. 

7B. Suggestions for future research 

The findings from this study point to the need for future research in a number of 

areas. Because the subject matter is multidisciplinary (sociology, psychology and 
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management), research can benefit from collaborative work that across these disciplines, 

as well as studies that employ a range of methodologies. 

First, it is important to recognize that a bidimensional conceptualization of 

materialism and postmaterialism (supported in this study) implies that four quadrants of 

values are possible: (1) high materialism, high postmaterialism; (2) high materialism, low 

postmaterialism; (3) low materialism, high postmaterialism; and (4) low materialism, low 

postmaterialism. Research that investigates the nature of individuals who fall into these 

quadrants would be useful in further distinguishing the dimensions of the two values. 

Such studies may also be able to draw conclusions on outcomes associated with each 

quadrant “type”. For example, is it harmful (i.e. reduced well-being) to be highly 

materialistic if one is also highly postmaterialistic? What exactly are the goals associated 

with being low on materialistic values and low on postmaterialistic values? By better 

understanding the dimensions of these values, research may be able to demonstrate 

connections to a wider range of consequences such as work-life conflict. 

Second, a fuller investigation into the types of conflict (time, strain, and behavior) 

created by values such as materialism and postmaterialism is warranted. As noted 

previously, values may create certain conditions or actions that produce work-life 

conflict, but the mechanisms behind this process are little understood. For example, it 

may be that time conflict is paramount among materialistic people, but that strain is more 

prevalent among postmaterialists (due to their desire to connect more with family and 

community). Once this information is obtained, organizations can put programs and 

policies in place to better address specific types of work-life conflict. 
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Third, a key issue is whether values should be viewed as moderators of the 

relationship between work-life antecedents and perceived conflict (e.g. Carlson & 

Kacmar, 2000), or as antecedents of conflict (as in this study). This distinction is 

important. The theoretical underpinning of the current research suggests that one’s values 

drive behaviors and decisions in one’s work and non-work roles. This view is consistent 

with the dozens of studies completed on materialism and postmaterialism (e.g. Inglehart, 

1990; Kasser, 2002; Sheldon & Kasser, 1998) – namely that people’s values cause them 

to act in certain ways or to form beliefs about various issues. Future research can test for 

this question of antecedent vs. moderator by using a range of values to predict work-life 

conflict. 

Fourth, another area for future research is an exploration of how values may affect 

the process of work-family enrichment (also termed “positive spillover”) (Greenhaus & 

Powell, 2006; Rothbard, 2001). Work-family enrichment is “the extent to which 

experiences in one role improve the quality of life in the other role” (Greenhaus & 

Powell, 2006: 73). Given that postmaterialism did not predict work-life conflict in this 

study, one enticing question is whether postmaterialistic values might facilitate 

enrichment between work and home. For example, values focused on collectivist ideas 

could transfer well from home to some workplaces (or vice versa). However, it seems 

less likely that materialists would experience such a process of enrichment. Because 

family and community pursuits are less important to materialistic individuals (Kasser, 

2002), they are less inclined to apply skills learned at work or home to the other domain. 

Fifth, self-determination theory offers exciting avenues to further explore work-
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life conflict. For example, research can explore whether differences in extrinsic vs. 

intrinsic motivations lead to work-life conflict. Values such as materialism reflect 

aspirations for external rewards such as status and money. However, self-determination 

theory emphasizes the motivations behind such aspirations. In fact, one study found that 

one’s motives behind placing importance on money (such as social comparison, seeking 

power, and showing off) were the true cause of lower well-being among materialists 

(Srivastava et al., 2001). Further, although self-determination theory has been applied to 

the concept of materialism in a number of studies over the past two decades, 

postmaterialism has been virtually absent. Here, the field seems wide open to develop 

conceptual links between types of motivation (along the continuum between extrinsic and 

intrinsic) and postmaterialistic values. Within this development, work-life conflict should 

be an outcome of interest in studies that include SDT measures as well as materialism 

and postmaterialism. 

In summary, conflict between work and home is a pressing concern that may be at 

least partly driven by individual values. An examination of how work-life conflict 

emanates from one’s values and aspirations would be useful for theoretical development 

in management research, as well as for developing strategies for enabling employees to 

reduce their conflict. If Inglehart’s conclusions are correct – that society is moving 

inexorably to one dominated by postmaterialistic values – companies should begin to 

change to match those values. Much of that change involves creating more flexible 

working conditions that can accommodate people who wish to achieve balance between 

work and home. One disturbing finding concerning women who supposedly “opt out” of 
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the workplace is that they are actually “pushed out” due to a lack of flexible options. 

Kathleen Christensen of the Alfred P. Sloan Foundation stated that: 

“A workplace that requires full-time, full-year work, with 
minimal opportunities for time off or for flexible career paths, 
subverts the needs of many in today’s diverse workforce. Many 
do not want to work full- time, full-year, year in and year out, on 
a rigid lock step career path for their entire lives. But right now 
they have little choice. The rigidity of the workplace is 
profoundly mismatched with the needs of the changing 
workforce” (as quoted in Maranto, 2003: 6-7). 
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Appendix A: Consent Form Emailed to Respondents 
 

TITLE OF STUDY: Values, workplace attitudes, and well-being 
 
Principal Investigator: Robert A. Giacalone, Ph.D., and Mark D. Promislo (Student 
Investigator), Temple University, Fox School of Business, Department of Human 
Resource Management. Phone: 215-204-7038. 
 
We are currently engaged in a study of values, workplace attitudes, and well-being. To 
help us gain further insights into this area, we will ask you to complete an online survey, 
which is administered at two different times. After completing Part 1 of the survey, you 
will be asked to complete Part 2 about 30 days later. 
 
The data you will provide will be recorded anonymously and your participation and 
anything you type during the online session will be held in the strictest confidence. 
Zoomerang/MarketTools, the online survey company, is responsible for maintaining the 
confidentiality of your responses. The data we receive from Zoomerang will be 
anonymous and will contain no personally identifiable information whatsoever. The 
privacy policy for Zoomerang/MarketTools can be found at: 
http://www.markettools.com/privacy. 
 
We welcome questions about the research at any time.  Your participation in this study is 
on a voluntary basis, and you may refuse to participate at any time without consequence 
or prejudice. You may contact Dr. Giacalone at the phone number listed at the top of this 
form with any questions. 
 
Questions about your rights as a research subject may be directed to Mr. Richard Throm, 
Office of the Vice President for Research, Institutional Review Board, Temple 
University, 3rd Floor Hudson Building (555-00), 3425 North Carlisle Street, 
Philadelphia, PA, 19140, (215) 707-8757. 
 
Signing your name below indicates that you have read and understand the contents of this 
Consent Form and that you agree to take part in this study.   
 
_________________________________________________________________  
Participant's Signature        Date  
 
 
_________________________________________________________________  
Investigator's Signature       Date 
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Appendix B: Measures Used in Study 
 

Materialism/Postmaterialism Index (MPMI)    

Source: Inglehart (1997) 
 
Instructions: “There is a lot of talk these days about what the aims of our country should be for the 
next 10 years.  Listed are some of the goals which different people would give top priority. Which 
one of these do you, yourself, consider the most important?” 
 
When the respondent has chosen one from the list, he/she is asked: “Of the remaining items from 
this list, which would be the next most important?” 
 

A. Maintaining a high level of economic growth   

B. Making sure this country has strong defense forces   

C. Seeing that people have more to say about how things are done at their jobs and in 
their communities  

D. Trying to make our cities and countryside more beautiful 
 
The above instructions are repeated for the next two lists of goals. 
 

E. Maintaining order in the nation   

F. Giving people more say in important government decisions   

G. Fighting rising prices   

H. Protecting freedom of speech 
 

I. A stable economy    

J. Progress toward a less impersonal and more humane society   

K. Progress toward a society in which ideas count more than money  

L. The fight against crime  
 

Items C, F, H, J, and K tap postmaterialist goals; 
Items A, B, E, G, I, and L tap materialist goals. 
Inglehart found that Item D does not distinguish between postmaterialist and materialist 
goals and so is not used in scoring. 
 

 



 107

Revised Material Values Scale 

Source: Richins (2004) 

Instructions: “Different people value different kinds of things. Listed below are a number of things 
working people think are important. For each item, indicate the extent to which you agree with 
each statement using the listed scale.” 

1.   I admire people who own expensive homes, cars, and clothes. 

2.   Some of the most important achievements in life include acquiring material 
possessions. 

3.   I don’t place much emphasis on the amount of material objects a person owns as a 
sign of success (R) 

4.   The things I own say a lot about how well I’m doing in life. 

5.   I like to own things that impress people. 

6.   I try to keep my life simple, as far as possessions are concerned. (R) 

7.   The things I own aren’t all that important to me. (R) 

8.   Buying things gives me a lot of pleasure. 

9.   I like a lot of luxury in my life. 

10.  I put less emphasis on material things than most people I know. (R) 

11.  I have all the things I really need to enjoy life. (R) 

12,  My life would be better if I owned certain things I don’t have. 

13.  I wouldn’t be any happier if I owned nicer things. (R) 

14.  I’d be happier if I could afford to buy more things. 

15.  It sometimes bothers me quite a bit that I can’t afford to buy all the things I’d like. 

 

(R) indicates the item is reverse-scored
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Revised Materialism–Postmaterialism Index (R-MPMI) 

Source: Giacalone & Jurkiewicz (2004) 
 
Instructions: “Different people value different kinds of things. Listed below are a number of things 
working people think are important. For each item, indicate the extent to which you agree with 
each statement using the listed scale.” 
 

Postmaterialist items 

1. Caring and compassion are essential to a business setting. 

2. Managers should design jobs that improve employees’ quality of work life. 

3. We are all responsible for each others’ well-being. 

4. Spiritual values must drive business. 

5. Employees should be allowed to engage in work that is aligned to their spiritual 
values. 

6. Managers should encourage their employees to search for meaning in their jobs. 

7. Intangibles such as honesty, openness, courage, conviction, personal fulfillment, 
caring, cooperation, and justice should be significant forces that guide our business 
decisions. 

8. We should provide employees with an opportunity to contribute meaningfully to 
family, community, and society. 

9. A firm’s major priority should be employee morale. 

10. Having inner peace and contentment is an essential part of life. 

11. Being able to give help, assistance, advice, and support to others is what life is all 
about. 
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Work Interference With Family and Family Interference With Work  

Source: Carlson, Kacmar, & Williams (2000) 
 
Instructions: “Indicate the extent to which you agree with each statement using the listed scale.” 
 

1. My work keeps me from my family activities more than I would like. 

2. The time I must devote to my job keeps me from participating equally in household 
responsibilities and activities. 

3. I have to miss family activities due to the amount of time I must spend on work 
responsibilities. 

4. The time I spend on family responsibilities often interfere with my work 
responsibilities. 

5. The time I spend with my family often causes me not to spend time in activities at 
work that could be helpful to my career. 

6. I have to miss work activities due to the amount of time I must spend on family 
responsibilities. 

7. When I get home from work I am often too frazzled to participate in family activities/ 
responsibilities. 

8. I am often so emotionally drained when I get home from work that it prevents me 
from contributing to my family. 

9. Due to all the pressures at work, sometimes when I come home I am too stressed to 
do the things I enjoy. 

10. Due to stress at home, I am often preoccupied with family matters at work. 

11. Because I am often stressed from family responsibilities, I have a hard time 
concentrating on my work. 

12. Tension and anxiety from my family life often weakens my ability to do my job. 

13. The problem-solving behaviors I use in my job are not effective in resolving 
problems at home. 

14. Behavior that is effective and necessary for me at work would be counterproductive 
at home. 
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15. The behaviors I perform that make me effective at work do not help me to be a better 
parent and spouse. 

16. The behaviors that work for me at home do not seem to be effective at work. 

17. Behavior that is effective and necessary for me at home would be counterproductive 
at work. 

18. The problem-solving behavior that work for me at home does not seem to be as useful 
at work. 

 
 
Items 1, 2, 3, 7, 8, 9, 13, 14, 15  measure work interference with family. 

Items 4, 5, 6, 10, 11, 12, 16, 17, 18  measure family interference with work. 
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Social Desirability Scale 

Source: Fischer & Fick (1993) 

Instructions: “Read each item and decide whether it is true (T) or false (F) for you:” 
 

1. I have never intensely disliked anyone. 

2. I am always courteous, even to people who are disagreeable. 

3. I sometimes feel resentful when I don't get my way. (R) 

4. There have been times when I felt like rebelling against people in authority even 
though I knew they were right. (R) 

 
5. There have been times when I was quite jealous of the good fortune of others. (R) 

6. I am sometimes irritated by people who ask favors of me. (R) 

 
(R) indicates the item is reverse-scored 
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 Appendix C: Control Variables Used in the Study 
 
 

Control Variable Coding 

Social Desirability Scored measure (see Appendix B) 

Age 

1 = 18 to 25 yrs old 
2 = 26 to 35 yrs old 
3 = 36 to 45 yrs old 
4 = 46 to 55 yrs old 
5 = over 55 yrs old 

Gender 1 = Male, 2 = Female 

Marital status 
1 = single 
2 = married or living with partner 
3 = divorced/widowed 

Number of children living at home 

1 = 0 
2 = 1 
3 = 2 
4 = 3 
5 = 4 or more 

Age of youngest child at home 

1 = no children at home 
2 = youngest child over 18 years old 
3 = youngest child 13-18 years old 
4 = youngest child 6-12 years old 
5 = youngest child < 6 years old 

Position level 

1 = top level management  
2 = mid-level management  
3 = lower level management  
4 = supervisory  
5 = non-supervisory 

Education 

1 = Less than high school 
2 = High school or GED 
3 = Some college 
4 = Associate's degree 
5 = Bachelor's degree 
6 = Graduate degree 
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Household income 

1 = < $20,000 
2 = $20,000 - $39,999 
3 = $40,000 - $59,999 
4 = $60,000 - $79,999 
5 = $80,000 - $99,999 
6 = $100,000 - $119,999 
7 = $120,000 - $139,999 
8 = $140,000 - $159,999 
9 = > $160,000 

Job sector 
1. Public sector 
2. Private sector  
3. Non-profit sector 

Average hours worked per week Exact number of hours 

Work status 
1. Part-time 
2. Full-time 
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Appendix D: Frequency Tables for Sample of Respondents 

 

Age Frequency Percent 

18 to 25 23 10.6 

26 to 35 52 24.0 

36 to 45 50 23.0 

46 to 55 57 26.3 

Over 55 35 16.1 

Total 217 100.0 
 

Marital Status Frequency Percent 

Single 52 24.0 

Married/ Living with Partner 142 65.4 

Divorced/Widowed 23 10.6 

Total 217 100.0 
 

Number of Children at Home Frequency Percent 

0 110 50.7 

1 52 24.0 

2 38 17.5 

3 12 5.5 

4 or more 5 2.3 

Total 217 100.0 
 

Age of Youngest Child at Home Frequency Percent 

None at home 106 48.8 

Over 18 years old 27 12.4 

13-18 years old 24 11.1 

6-12 years old 25 11.5 

Under 6 years old 35 16.1 

Total 217 100.0 
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Work Status Frequency Percent 

Part-time 64 29.5 

Full-time 153 70.5 

Total 217 100.0 
 

Household Income Frequency Percent 

Less than $20,000 20 9.2 

$20,000 - $39,999 50 23.0 

$40,000 - $59,999 35 16.1 

$60,000 - $79,999 39 18.0 

$80,000 - $99,999 27 12.4 

$100,000 - $119,999 17 7.8 

$120,000 - $139,999 7 3.2 

$140,000 - $159,999 11 5.1 

Over $160,000 11 5.1 

Total 217 100.0 
 

Job Sector Frequency Percent 

Public 91 41.9 

Private 101 46.5 

Non-profit 21 9.7 

Total 213 98.2 

System Missing 4 1.8 

Total 217 100.0 
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Current Position Level Frequency Percent 

Top level management 19 8.8 

Mid level management 30 13.8 

Lower level management 24 11.1 

Supervisory 24 11.1 

Non-supervisory 117 53.9 

Total 214 98.6 

System Missing 3 1.4 

Total 217 100.0 
 

Education Level Frequency Percent 

Less than high school 2 0.9 

High school or GED 37 17.1 

Some college 71 32.7 

Associate’s degree 22 10.1 

Bachelor’s degree 58 26.7 

Graduate degree 27 12.4 

Total 217 100.0 
 

Gender Frequency Percent 

Male 120 55.3 

Female 97 44.7 

Total 217 100.0 

 
 


