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Abstract

Objectives: The aim of the presented research was to explore the links between complementary and supplementary dimen-
sions of Person-Organization fit (P-O fit), organizational identification (OI) and negative (WHI") versus positive (WHI*)
work-home interactions. It was assumed that both complementary and supplementary P-O fit and OI were positively re-
lated to WHI* and negatively to WHI". Materials and Methods: The study was conducted on a large sample of Polish
blue and white collar workers. The subjects were interviewed by means of questionnaires measuring: supplementary and
complementary dimensions of P-O fit, OI and WHI. General work ability and demographic variables were also controlled
in the study, and statistical analysis of ANOVA, pairwise comparison as well as regression were performed. Results: P-O fit
and Ol differentiated the subjects in terms of WHI. For women supplementary fit was a significant predictor of WHI" and
explained 12% of its variance, for men it was complementary fit with the number of working days per week and the level
of education, which explained 22% of variance. Supplementary fit and OI explained 16% of WHI* variance in women; OI,
tenure at the main place of employment and the level of education explained 8% of WHI* variance in men. Conclusions:
It has been proven that not only are the effects of P-O fit and OI limited to the work environment but they also permeate
boundaries between work and home and influence private life — good level of P-O fit and good OI play facilitating role in
the positive spillover between work and home. Gender differences in the significance and predictive values of P-O fit and OI
for WHI were also found. The innovative aspect of the work is the inclusion of P-O fit and OI in the range of significant
predictors of work-home interaction. The results can serve as rationale for employers that improvement of P-O fit and
employees’ organizational identification should be included in work-life balance programs.
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INTRODUCTION

Model of social roles where public/occupational sphere
was reserved for men, and family sphere for women,
goes into oblivion. It has been replaced by the model of
dual-career relationship where both partners work. Such
situation may lead to interference between the work and
family roles, which in turn can bring both negative and

positive outcomes. Much research effort has been spent
on tracking and analysis of adverse effects related to the
conflicting requirements concerning multiple roles. It was
found that certain work characteristics e.g. work time
schedule, quantitative workload, mental workload, oc-
cupational stress, lack of job autonomy, lack of support
from supervisor or/and coworkers [1-3] and individual
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differences — personality, values, skills, coping styles, self-

evaluation as the factors which affect the relationship

between work and private life [4-7] lead to difficulties in
enacting private activities. In the review of Allen et al. [§]

consequences of conflict between work and home were di-

vided into 3 categories:

- work related - e.g. decrease of job satisfaction, reduc-
tion of organizational commitment, intention to turno-
ver, absenteeism, decline of job performance, etc.;

- non-work related — decrease of life, marital, and family
satisfaction, reduction of family performance;

— stress related — general psychological strain, somatic/
physical symptoms, depression, substance abuse,
burnout.

For more than 10 years now, with the increasing popular-

ity of positive psychology, researchers have been acknowl-

edged that handling multiple roles does not necessary
bring stress or overload, but can be also beneficial. It is
related to spillover or transfer of skills, competences, ex-
periences and behaviors acquired in one role to the other
domain. Moods, emotions and values from one sphere
can be also spread from one domain to the other [9] and
such positive spillover improves the ability of meeting de-
mands of the role from the other domain. In few studies
the effects of positive work-family spillover were explored.

It was found that positive work-family spillover is related

to better physical and mental health [10,11], as well as to

well-being at work and general well-being [12]. It also in-
fluences employees’ work attitudes, e.g. workers who ex-
perience positive spillover are less motivated to change

work [9].

Work-Home Interaction

Complex nature of the relationship between family and
work domains and its consequences is reflected by term
work-home interaction [13]. Based on Job Demands-
Resources Model [14] and Effort-Recovery Model [15],
Bakker and Geurts [16] suggest that the possible effects of

work-home interaction depend on job demands-resources
ratio and possibilities for recovery after work. If job de-
mands do not exceed resources, and there are no obstacles
in recovery process, the worker should experience posi-
tive work-home interaction (WHI*). If resources are not
enough to meet job demands and/or recovery after work
is incomplete, the next day the worker has to make ad-
ditional compensatory efforts to cope with work demands.
In longer perspective such a situation may lead to chron-
ic load reaction and produce adverse health effects and
a negative work-home interaction (WHI) [1].

Person-Organization fit

In this paper we examine whether the work-home inter-
action is affected by the level of Person-Organization
fit (P-O fit). Person-Organization fit is understood as
a match between individuals and employing organization
and is defined as a value [17,18] or goal [19] congruence.
It can be considered in terms of 2 dimensions — comple-
mentary and supplementary fit [20]. Complementary fit
consists of 2 sub-dimensions: demands-abilities fit which
is defined as a state when the individual’s knowledge,
skills and abilities meet environmental needs and needs-
supplies fit — when the individual’s needs meet envi-
ronmental supplies [17,21]. In turn, supplementary fit
is a degree of similarity [20] which can relate to values,
goals, personality traits or attitudes of the person and en-
vironment.

The concept of Person-Organization fit is a part of the
Person-Environment fit theory, which says, that congru-
ence between the individual and the environment has
a profound effect on well-being and human functioning in
work environment [22]. P-O fit is prerequisite for main-
taining well-being at work thanks to its effect on satisfac-
tion, self-esteem, sense of belonging, usefulness and em-
ployees’ identity [18,22-24]. If we take it and the spillover
effect into consideration [25], we find ourselves justified
to presume that the level of P-O fit may enhance positive
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work-home interaction and P-O misfit may intensify nega-
tive work-home interaction.

Organizational identification

Organizational identification, the last variable from the
proposed theoretical model, is the concept that has been
presented in organizational studies literature since 60s of
the XX century. Based on the social identification theo-
ry [26,27] organizational identification can be defined as
a form of social identification based on the sense of be-
longing to an organization as a social group [28,29]. It is
rooted in the cognitive process based on perceived similar-
ities with the members of organization and dissimilarities
with the members of other organization. Employees self-
categorize organizational membership in order to reduce
the level of subjective uncertainty and to gain positive dis-
tinctiveness. Humans, as social beings, pay very much at-
tention to social ties which are developed and maintained
on the basis of perceived similarity between the individ-
ual and other people. Thanks to the social identification
process, people experience basic psychological comfort-
fulfilling affiliation and security needs and thus they gain
sense of existence in a social world and make their effort
meaningful.

Work-Family fit

Searching for the relationships between theoretical
constructs of Work-Home Interaction and Person-Or-
ganization fit is fully justified. Until recently, Person-
Environment fit model was mainly used to study the
relationship between an employee/candidate for work
and work environment, somehow ignoring the fact that
everyone undertakes a variety of social roles. Since
the 90s it has been successfully used in explaining hu-
man functioning in the broader context of profession-
al and private life. It has evolved into the concept of
Work-Family fit which corresponds to the concept
of Work-Life Balance. Extending the scope of insight
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into the P-E fit issue by the aspect of personal and fam-
ily life is indeed reasonable. Definitions of work-family
fit are based on the concepts known from research on
work-life balance. Grzywacz and Bass [11] used it in ex-
plaining human functioning in the broader context of
work and family as a combination of conflict and facili-
tation between work and home. A more recent course
in the study of this issue is set by Voydanoff [30] who
models the relationship between fit and balance where
the fit is the cause and balance is the effect. This ap-
proach is the closest to the authors’ reasoning and it
sets the direction of research hypotheses in this study.
The approach of Person-Environment fit paradigm is
suitable for describing the consequences of stress and
lack of balance between work and private life for 2 rea-
sons. Firstly, because processes of exchanging, strength-
ening and resource draining occur between professional
and private spheres, which is characteristic to demands-
abilities dimension of complementary fit. The second
reason is that it can take into account the individual’s
needs, preferences and capabilities to cope with the
requirements of professional and family roles, which,
in turn, are the components of the needs-supplies sub-
dimension of complementary fit.

Work-family fit comprehended this way and work-family
balance open a vast field of research on the causes of
adaptive and maladaptive functioning in both areas and
the reasons for such a state.

Gender effect on work-home interaction

and person-organization fit

Findings concerning differences in the quality of work-
family interaction are inconsistent [31]. When arguing
the differences between men and women, it is always im-
portant to pay attention to the controlled variables in the
study. The perceived quality of work-family interaction
is affected by many factors. In the majority of research
simplified models with limited number of variables are
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usually tested. Therefore, each research captures only
a part of this phenomenon. Capturing the complexity of
the phenomenon still constitutes a great challenge for
researchers. So far, many of them have reported that
women experience more negative work-home interac-
tion (conflict) than men [e.g. 32]. It is also pointed that
for women combining work, especially highly demand-
ing, with family responsibilities has many negative conse-
quences such as e.g. burnout. In the case of women, at-
tempting to strike a balance is a special challenge which
drains a significant amount of their resources [33]. On
the other hand, there is also some evidence that men and
women do not differ significantly in terms of work-family
conflict (interaction) but they differ in terms of percep-
tion of work-life balance [34,35].

The fit between the person and environment is recog-
nized on many levels and in terms of its various conse-
quences such as —attitudes, organizational commitment,
mental physical well-being, and performance [36]. The
perspective of gender differences, however, is not di-
rectly undertaken in research. Nevertheless, research
concerning the issue of the relationship between P-O fit,
the status in the organization, commitment and gender
showed no direct relationship between the level of fit
and gender of the respondents [37]. Research on the
differences between men and women in terms of expe-
rienced work-home balance as well as P-O fit is doomed
to failure. The fit is determined by too many factors
related to job and work environment characteristics as
well as organizational culture — when not taken into ac-
count, they may lead to wrong conclusions. Our work
may be a contribution to recognition of this issue. We
can only hypothesize, e.g. it is not possible for women
to have a reduced ability to adapt to their work environ-
ment. Worse fit may be caused by factors beyond their
control, such as the “glass ceiling” barrier preventing
them from pursuing their potential and having a job
meeting their standards.

Aim of the study

Although a lot of studies on the sources and consequences
of WHI (especially its negative aspects) have been already
carried out, there is still space for exploration of various
facets of this phenomenon. Our proposal is to have a look
into the relationship between WHI, WHI*, Person-Orga-
nization fit (P-O fit) and organizational identification (OI).
Another point of our interest with regard to antecedents
of WHI is identification with an organization as a social
group. To the best of our knowledge these relationships
have not been recognized yet.

We have set the following hypothesis: complemen-
tary P-O fit is positively related to WHI* and negatively
related to WHI™. At this stage it is hard to develop a di-
rectional hypothesis with regard to the supplementary fit
and organizational identification. In general, employees’
supplementary fit and organizational identification should
be positively related to WHI*. On the other hand, when
being a member of an organization is highly rewarding
for the workers and when identity of employees is deeply
rooted in the sense of belonging and commitment to the
organization, they may tend to sacrifice they private life
for work.

In terms of gender, we hypothesize that there will be no
differences in the level of complementary and supplemen-
tary fit and organizational identification between men and
women. However, there will be differences in predictors of
the quality of work-home interaction.

MATERIAL AND METHODS

Participants

Data have been gathered in a random group of 600 Pol-
ish employees, city dwellers, aged from 19 to 65 years.
The sample was representative for occupationally active
population of citizens in terms of gender, age and city size.
The following exclusion criteria were employed in the
sampling procedure: being on a parental leave, receiving
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disability payment or pension; being a full-time student.
Data were collected at the respondents’ homes. Women
accounted for 52.5% of the group and men for the remain-
ing 47.5%. The mean age for men was 39.28 (SD = 11.06)
and for women - 39.65 (SD = 11.04). People with voca-
tional education were mostly men, whilst with higher edu-
cation women. There were no significant differences in
terms of gender in the groups with primary and secondary
education. Mean tenure at the main place of employment
was: for men - 10.25 (SD = 9.948) and for women — 8.88
(SD = 8.92). The average number of working days
was: 5.31 (SD = 0.68) and 5.18 (SD = 0.68) respectively.

Measures

The following questionnaires were employed in the study.
Person-Organization Fit Questionnaire by Czarnota-
Bojarska [38] - to assess the level of subjective P-O fit. It
consists of 3 scales — supplementary fit, complementary fit
and OL. The higher the score, the better the P-O fit. An
example of a statement from the complementary fit scale:
“It is required from me as much as I can give”; for supple-
mentary fit: “I fit to my organization” and for organiza-
tional identification scale: “I believe that the organization
is important to me”. The respondents” answers were col-
lected on a 6-point scale (from 0 - strongly disagree to 5 -
strongly agree). As the subscales of P-O fit Questionnaire
differ in terms of items number, in order to make them
comparable, subscale scores were recalculated to the
mean for the item in each subscale. Cronbach o coeffi-
cients for complementary, supplementary and identifica-
tion subscales were high (respectively 0.94, 0.96 and 0.86).
To assess positive and negative work home interac-
tions 2 subscales of Survey Work-Home Interaction
Nijmegen (SWING) [13,39] were used: (a) a negative
influence of work on private life (WHI), (b) a positive
influence of work on private life (WHI*). The higher the
score of the respondent, the higher the level of positive
or negative interaction experienced by him/her in the
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given subscale. Psychometric properties of Polish adap-
tation of SWING are comparable to these obtained by
Nijmegen’s research group. Selected items from each
subscale are: “You are irritable at home because your
work is demanding”; “You find it difficult to fulfill your
domestic obligations because you are constantly thinking
about your work” and “After spending a pleasant week-
end with your spouse/family/friends, you have more fun
in your job” or “You fulfill your domestic obligations bet-
ter because of things you have learned on your job”. The
respondents” answers were collected on a 4-point scale
(from 0 - never to 3 — always). The indicators of interac-
tions were the means calculated from the items of each
scale. Cronbach a coefficients for the WHI- and WHI*
were 0.89 and 0.73 respectively.

STATISTICAL ANALYSIS

Statistical analysis was performed with SPSS.19 for Win-
dows. Non-parametric Kruskal-Wallis and Mann-Whitney
tests were used to estimate the significance of range dif-
ferences in WHI- and WHI* between the groups of re-
spondents with different levels of P-O fit. The stepwise
regression analysis (forward) was performed in order to
check the predictive value of P-O fit, OI and demographic
characteristics for estimation of WHI" and WHI"*. Ad-
ditionally, two-way ANOVA in design 2X3 was used to
investigate interaction effects of gender, P-O fit and OI
on the level of WHI- and WHI*. Being aware of already
found antecedents of WHI [4], while testing the predictive
value of P-O fit dimensions and organizational identifica-
tion for positive and negative WHI in regression models,
we also included other variables in the analysis. These
variables were: age, level of education, number of working
days per week, and tenure at the main place of employ-
ment as well as general work ability. General work ability
was measured with a single question taken from the Polish
adaptation [40] of Work Ability Index [41].
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RESULTS

The comparison of men and women in Person-Organiza-
tion fit and WHI indices showed no significant differences.
In order to compare the level of WHI- and WHI*, the
scores in the scales of P-O fit questionnaire were divided
into 3 groups - low, medium and high: range of low scores —
from the minimum value to the mean value minus 0.5 SD;
range of mean scores — from the mean value minus 0.49 SD
to mean value plus 0.49 SD; range of high scores — from the
mean value plus 0.5 SD to the maximum value.
Descriptive statistics of P-O fit, Ol and WHI are presented
in Tables 1 and 2.

The results of non-parametric ANOVA and pairwise
comparison between the groups showed significant
differences in the level of WHI. For complemen-
tary fit it was H = 58.097, p < 0.001; for supple-

(2N = 600)

mentary fit H( = 49.866, p < 0.001; and for OI

2N = 600)

H , = 28.806, p < 0.001. ANOVA analysis also

(2N = 600
showed significant differences in the level of WHI*. For

complementary fit it was H ,  _,, = 37.048, p < 0.001; for
supplementary fit /1, _,, = 41.788, p < 0.001 and for OI
H ) = 45437, p < 0.001.

Results of the pairwise comparison for sub-dimensions
of P-O fit, OI and WHI" are shown on Figure 1 and de-
scribed below.

The level of WHI- was significantly the highest in the
people who obtained low levels of complementary and
supplementary fit, while the lowest WHI- was experienced
by those who reached high levels of complementary and
supplementary fit. Organizational identification also dif-
ferentiated our respondents. The people who identified
themselves with their organizations in the slightest degree
experienced significantly higher level of WHI" in compari-
son with those with medium and strong OI.

Table 1. Descriptive statistic for Person-Organization (P-O) fit and organizational identification (OI)

Men Women
(N = 285) (N =315)
Parameters
min. max M SD average min. max M SD average
range range
Complementary fit 1.00 4,94 3.29 0.72 313.59 0.15 492 3.17 0.77 288.66
Supplementary fit 1.61 4,94 372 0.57 306.15 1.06 4,94 3.68 0.59 295.38
Organizational 0.54 477 3.28 0.71 312.95 0.94 5.00 3.20 0.75 289.24
identification
min. — minimum; max — maximum.
M - mean; SD - standard deviation.
Table 2. Descriptive statistic for the positive and negative work home influence, and work ability
Men Women
(N =285) (N =315)
Parameters
min. max M SD average min. max M SD average
range range

WHI 0 17 5.53 4.210 306.51 0 23 5.43 4.650 291.05
WHI* 0 15 5.71 2.840 295.06 0 15 6.13 3.160 309.05
Work ability 1 10 7.98 1.855 297.02 0 10 7.99 1.915 299.85

WHI - negative work-home interaction; WHI* - positive work-home interaction.

Other abbreviations as in Table 1.

IJOMEH 2014;27(1)
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Fig. 1. Differences in the levels of negative work-home interaction
(WHI') between the groups of different levels of Person-
Organization (P-O) fit and organizational identification (OI)

As regards the level of WHI*, for complementary and sup-
plementary fit the results may be interpreted “in the mir-
ror image” (Figure 2). WHI* was significantly the highest
in the people who obtained high levels of complementary
and supplementary fit, whilst the lowest WHI* was expe-
rienced by those who reached the lowest levels of comple-
mentary and supplementary fit.

Again, Ol differentiated all groups in terms of WHI* (Fig-
ure 2). The people who identified themselves with an or-
ganization the least experienced significantly lower level
of WHI" than those with medium level of identification,
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Fig. 2. Differences in the levels of positive work-home interaction
(WHI*) between the groups of different levels of Person-
Organization (P-O) fit and organizational identification (OI)

who in turn, had significantly lower level of WHI* than
those with strong OI.

The predictive values of P-O fit sub-dimensions and OI
for work-home interaction were tested using regression
models. We have presumed, that gender is a moderator
of work-family interference [35] and for this reason, re-
gression analyses were performed separately for men and
women. The results are shown in Tables 3 and 4.

Taking into account WHI, we obtained interesting re-
sults as regards differences related to gender. In the case
of women, supplementary fit was the only significant

Table 3. Significant predictors of WHI" for men and women - results of the stepwise regression analysis

Step Entered variable® R? A of adjusted R? df F-ratio p
Men

1 complementary fit 0.152 - 277 49.790%** —0.363***

2 number of working days per week 0.199 0.047 276 15.994%% 0.209%**

3 level of education 0.218 0.019 275 6.659** 0.138**
Women

1 supplementary fit 0.123 - 305 42.940%** —0.351***

*Excluded variables: men — work ability, supplementary fit, OI, tenure at main place of employment; women — work ability, OI, level of education,
tenure at main place of employment, number of working days per week, complementary fit.
Adjusted R? - explained variance; A of adjusted R? - change in explained variance; df — degrees of freedom; {§ - standardized regression coefficient.

*p < 0.05.
5 < (.01,
#45p < 0,001,
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Table 4. Significant predictors of WHI* for men and women - results of the stepwise regression analysis

Step Entered variable? Adjusted R* A of adjusted R? df F-ratio p

Men

1 organizational identification 0.050 - 277 14.490%*** 0.189**

2 tenure at the main place of employment 0.064 0.014 276 4.173* 0.140%*

3 level of education 0.082 0.018 275 5.370%* 0.135*
Women

1 organizational identification 0.155 - 305 56.071%* 0.2627%**

2 supplementary fit 0.163 0.008 304 4.743* 0.174*

“Excluded variables: men — work ability, complementary fit, supplementary fit, number of working days per week; women — work ability, complemen-
tary fit, supplementary fit, tenure at the main place of employment, number of working days per week.

Abbreviations as in Table 3.

predictor of WHI", which explained 12% of its variance.
The lower was the level of supplementary fit to an orga-
nization, the higher was the level of experiencing WHI".
In the case of men, the studied relationship turned out
to be more complex. Complementary fit was the stron-
gest predictor of WHI™ and explained alone the highest
percentage of variance — 15%. There were other signifi-
cant factors such as: number of working days per week
and level of education. Together, all these predictors ex-
plained 22% of WHI" variance. The lower the level of
complementary fit, the greater the number of working
days per week, and the higher the level of education and
thus, the higher the level of WHI™ experienced by men.

Organizational identification was a significant predictor
of WHI* both, in the case of men and women. The direc-
tion of this relationship was also the same: the high level
of OI was related to the high level of WHI*, but there
were differences in the percentage of variance (5% for
men and 15% for women) and in the strength of the re-
lationship (p = 0.189; p < 0.001 and f = 0.262; p < 0.001
respectively). Additionally, men who had longer tenure
at the main place of employment and a higher level of
education reported higher WHI*. Together, these 3 vari-
ables with OI explained 8% of variance. In the group of
women, also supplementary fit was a significant predictor
of WHI*, which means that a higher level of OI combined
with a high level of supplementary fit gave the best results

for WHI". Age and work ability have proven to be signifi-
cant predictors neither of WHI nor of WHI".

The interactive effects of gender, dimensions of P-O fit
and OI on WHI* and WHI" were tested by means of two-
way ANOVA.

Only interaction effect of gender and level of OI turned
250 = 2594 p = 0.028
(7 = 0.012), and only one difference between the groups

out to be significant (Figure 3) F,

remained significant (p = 0.002) after post hoc analysis —
women who had a high level of OI experienced a higher
level of positive work-home interaction than men who had
a similar level of OI.

[}

— . & .— men
———— women

Level of positive work-home interaction
B

05

low medium high
Identification with organization

*p<0.0L

Fig. 3. Result of the two-way ANOVA estimation of gender
and organizational identification (OI) on the level of positive
work-home interaction (WHI*)
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DISCUSSION

The general aim of the study was to explore the rela-
tionships between complementary and supplementary
Person-Organization fit, organizational identification and
work-home interaction. Our study showed that the no-
tion that performing many roles leads to stressful over-
load is too simplistic. Instead of thinking about harmful-
ness of performing multiple roles, we should rather look
for facilitators of successful coping with the demands of
performing multiple roles. In the light of the obtained re-
sults, P-O fit and OI seem to have a significant role in de-
creasing negative WHI and strengthening positive WHL
Previous research has indicated, that demands of occupa-
tional and private/family life are connected with the level
of conflict between work and home, whilst resources of
those 2 spheres — with positive spillover [1].

As we mentioned above, there were reasons to consider
the issue of WHI from separate perspectives for men and
women, as experiencing and coping with its negative aspect
is, to some extent, gender determined [4,34,42]. Although
comparison of the levels of experienced WHI- and WHI*
between genders did not show any significant differenc-
es between men and women in the studied sample, such
differences were found to have significance and predic-
tive value of assumed determinants of WHI* and WHI.
In women, both organizational identification as well as
supplementary fit were significant predictors of WHI*.
These constructs are the 2 main regulators of behavior at
work [43]. Supplementary fit is the resource which posi-
tively affects well-being and facilitates social support [44].
It also promotes organizational identification, which in
turn is associated with organization citizenship behaviors,
loyalty, productivity and performance [43]. We assume
that these behaviors are responsible for the sense of emo-
tional well-being at work, which can be transferred into
the private sphere. In the case of men only OI, education
and job tenure at the main place of employment were sig-
nificant predictors of WHI*. It means that well educated

[JOMEH 2014;27(1)

men who reached a stable position in an organization and
identified themselves with the organization as the whole
experience beneficial influence of work on private life ac-
tivities.

In our study, complementary fit proved to be an important
predictor of WHI- for men, and supplementary fit for wom-
en. These differences may be rooted in the value priorities
of women and men. Schwartz and Rubel [45] found that
such values as power, stimulation, hedonism, achievement
and self-direction are preferred by men, while benevolence
and universalism take a higher rank in women’s hierarchy
of values. For men, complementary fit which reflects a good
ratio between efforts, skills and rewards is an important
condition to feel good at work, have a sense of personal ac-
complishment and self-efficacy. Thus, good complementary
fit is a positive experience of satisfying important needs,
strengthening men’s self-confidence which can be trans-
ferred into their private lives. For women, gaining a good
level of supplementary fit is the way of fruition of their core
values in occupational setting, the way to fulfill the need
for affiliation. The sense of belonging and community have
beneficial effect for women’s well-being. Positive emotional
experiences resulting from interpersonal relations at work
seem to bear fruits in private life functioning. We assume
that complementary fit in men and supplementary fit in
women are resources which help to reduce negative effect
of work on private life.

However, it is worth to underline that we still do not know
much about gender related differences in the effects of dif-
ferent dimensions of P-O on individuals’ functioning and
this issue needs further research aimed at unraveling the
relationship between gender, P-O fit and the outcomes like
e.g. work-life balance, life satisfaction and well-being. As it
has been suggested by Demerouti et al. [46], there is also
a need to study the dynamics of these relationships which
may depend on life and career stage demands and resources.
Our results support the statement, that P-O fit is a signifi-
cant predictor of the quality of work-life interaction, but it
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is important to emphasize that different aspects of fit af-
fect the balance between work and family domains in men
and women. Optimal P-O fit can be treated as a resource
which helps to maintain positive work-home interaction
and facilitate positive transfer of benefits from the work
environment to the family environment.

In the light of the presented results, P-O fit and OI seem
to be important factors affecting not only behaviors, at-
titudes at work but also influencing people’s functioning
in private life.

The innovative aspect of the work is the inclusion of P-O fit
and Ol in the range of significant predictors of work-home
interaction.

Strengths and Limitations

A great advantage of the study is exploration of the role
of P-O fit and organizational identification as factors
which have a potential for facilitating positive work-home
interaction and reducing negative WHI. The study was
performed in the large sample of Polish employees repre-
senting various occupations — blue and white-collar work-
ers — which makes the obtained results more universal.
The limitation of the study is its cross-sectional design
which does not allow for drawing cause-effect conclusions.

CONCLUSION

The presented study contributes to expanding the knowl-
edge in the area of Person-Organization fit and Work-
home interaction by connecting those 2 constructs and ex-
amining relationships between them. According to our re-
sults, promoting P-O fit and organizational identification
is beneficial not only for the organization itself but also for
the employees’ families and can be seen as an important
part of work life balance programs developed at the or-
ganizational level. Developing organizational strategy for
maintaining the optimal level of P-O fit can improve both
working and family life quality. The results of the study

can serve as a guidepost for entrepreneurs and managerial
staff wishing to strengthen competitiveness of their busi-
ness and at the same time realize the ideas of corporate
social responsibility.
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