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MZAItH= 1980 AHE] 1995 38& EF st
B Y D(Millenials) M T2} 1996 AHE 2004134
ke zAUE ofrlshe Axolg, ©]
< Z1A ok Blaste] ZRAHE, Ao, T
2H Y 5 TRk 2ol AtolE
Aok &, dot, 2022). olH7 Aol=
2 M= o7t ool AARIE
Aolo = A} b Apol7h #EEI ot
g Y TE AlES] A A3 AJAR
o] ¢F 77.1%7} ©1F 7ol Aval SH3IA
on, o= 10d A AIYARe Hlg} F Hy
o} S7Fek AdeolthzkE T o}, 2020). ©f2IFk
Hslol| Bt 7ol Me MZATHE SI7 A=

AEta JAERYR, 2022), °lES A
o2 tgFe d7E AU ke, 4
2022; °|F, DY, 2022). 1A
Adie] E4E 183 A7+ Ao
P Aotk oY@k WA HiE o R
MZA AYPAHE S T o2 8-
$H(demands-abilities fit, D-A fit)©] 34
Tl (task performance) Z 0] A Q] E(turnover
intention)®] " A& &HE AFstuA
ARz, a7t ¥U Rels] 243
YA E A (atomistic) P A&, BYX
Woly ol wWE A o] oo
W3S Thah a3 A A (polynomial regression) 2
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Stiglbauer & Kovacs, 2018).
ZAedon SAT Q1S &
“Hdifference score) S L83+ W0 Bl AHK
o] ¢Ao] A= A Q) O H(Edwards &
Harrison, 1993), ©]& &3l WS 3He] A
HAE AEatA 1Y 5 7] el Bod
Hask sjAo] 7153 HEdwards et al, 2006).
oo ® o2k AN A o 3
(work-life balance, WLB) ¥ ZF2Z|&E3}o] =4
s ART Zolth. EA AR A o
5 o] g A=E o9 glo] A8
T e AAAR 2R o3 He AL
Hatqe] 23 5, 2005, & ATolA= WLB
A= AR golAo]l 879 sHol EYUA
& wo B JFe dFS=A 2ARSIAL
el
7Y TS A or 229 Yibi
o2 o]AAIKim & Ployhart, 2014), ©]&
AZE d8e A AE, AL, wsgdl o
F7F HE&e TAAT)7] WEoHom et al,
2017) TR3ITE °o] F oA o)Ak 9
& AEsA dlESETHTett & Meyer, 1993). ©|
Ho=e Hddly HEo] AU =3
e Uetle AZEEE AREH7]NSaks e
al, 2007), 2% #YA= PP 9 oA
To dFE vAE 8AE Hofdlol dith
Foll IS EF "A=
ZHs T S DA fie©]
3 l"i—?;]’(person—environment fit, P-E
fiy?} ZFE = 9 s3] ddde AR )
EHEA AFoA, DA fir> HAFHTAE A
2 BAZY olFemo= FA #ATE YEbg
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204Gt - 24301 / 2752 2810] MZHKY MRl

(Wang et al, 2011). D-A fie> oPYA| T AJA}
de s & U AFolME AU-AF
e olH oo 54 AAVE AAThEZ
=, 2007). 23 &212007) 2 Wang 5
2019 AT Oh F(2014)9] HWEHEA | X
T R ATe MG o] F g
Ao tig A7hE B AHESAH B AHS

ot F RA BETL SHY A%

=, =Rl

Uoprl B A= A At #3543
of 24& golA DA fied] AAE FAS)
A Frhe AllA o] ATte apEAoIn
OJATMA AdAr e =2 ol tg A
PALEL JRE XA AL I‘ﬂ-(organizational
socialization)E A TSFH S Lk(BEA] 3], WA A,
2016; Allen, 2006; Bauer et al., 2007; Saks et al.,
2007; Wang et al., 2017), T2 Qo1& 93
& TS T FA EARY. H2 24
ol 20t} 30the AAZ BA, AREA <
g, A3, WLB T °F& N9 AA7HAE Tl
A WIBE 7P w2 7R Hrfekslom @
TUEAHRY, 2022, MZAH TFAAE WLB
7} naE AANE 1 TR At
Aoz etk @aidAEes, 22, A
FATINE FARTARS A o8
o FA BARRS 5, 202007F YERU=
wise] F240] =olE1 itk gebd &
?i MZAI) AAARI A HAI= D-A fied]
Zdste HS4E WIB A= AHE &
Qe 1 ENE IASDA Bk

ofrt

Ti4%

3 OOl DXl B Ut Aol 3 TR sl THET

D-A Fite| 7Hd & £F

rlo

P-E fit
o] F&3t= AEE omsiH, 7ilo] mf
© &4 mebA AR A
(person-job fir), 7§ <S1-Z2] F-3h
fir), Mel-Hd 7 d’(person—group fir), 7WQI-2FA
-3 person-supervisor fit) &= TFUYSHA EF
A TK(Kristof-Brown et al., 2003). 7§<-2F H35}
o] 319 A F 3Rl D-A fie JiRlo] B

zAo) A NQle] B4 Ae 3

<N on
%0 oo

&l

% (person-organization

=2

T8 A4, 71, 7Y Tol AFeTE FF
A= AEE YEPA TR (Kristof-Brown et al.,
2005). D-A firo] W& Afolle AR &
o, A 5] AstHe 5 IS =3

REA FAEAJ] 9Fe

DeRue,

Th(Cable &
2002; Greguras & Diefendorff, 2009;
2011). 53] D-A fiee #4530l
o e fye R o 2P e
X Ao 2 UePgtthvan Vianen, 2018). =
W 719 B F371dME ARE Face
o dagt A4 7g, HEE ousk= =7t
Z) I 358 3 Z(national standards,
NC)E A& "o &&= S(=/HF5
HEZE 2022 DA fird T3 FL Q)
o 237wl AUARIAIE D-A fied
T8
D-A

Wang et al.,

competency

S gelzh Qom, wekd AgArel
A fiedl 24 BF A7} Basi

S, DA e THFR AolN 24T &

STk $4 ARERS TeetA gk Auk

Q1 AT Aol el 25k el Ak

5

5

(Cable & DeRue, 2002) 019} E}Eﬂl £4 A

%Ei Aoy XL 0]— E]:(workload) A FEZE A (job
complexity), A8} B A (social interaction) 5°] A
S50 g, vkg]l, 2017; Park et al,
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2012; Park, 2019). AF-Q79} JAsH] F
T2 2 MAAAAE EA 27 2ol ot
OE F dom, oo wt Aelgt A
Bl 4 AtkPark, 2019). 1HEE E
AqME= 54 AN ALY DA fies
stz s, A RehEa AT e
AHE ALty A FskEFS Al
Feflof st Ao S onlsta, A
< 4579 Aa g yge] ok
AEE YA thPark, 2019). ©] F A

& 2ol mlsl FeIgk 7oA Bt
JE dutA el EXAo|thPark et al,
2012). A& S°f, tIHA AF-E S
dYelyt 43
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3} 7S Eola stk

2152 gl sFeh= DA fied 2H 2
ojflol =, 4 WW w3 aysfor It
Edwards 5(2006)°] WZH P-E fie> AHAAZ
(molar) A, EA A (molecular) F, 18121 A
A2 Hde ARstd SAT F Atk A
A HZE A BAo] dAse HEE
ZAste Wiold, x4 A& i #

Aol BUxdts ARE A= dpHoE

O

T AT 2E Qo] Aztste Hitel A%
£ AHASE =3 HEdwards et al.,, 2006).

N

Ad<d D-A fieol g APAFE(Cable &
DeRue, 2002; Greguras & Diefendorff, 2009;
Wang et al, 2011)2 AHZ4 WHS ALE3}
A, olEg e EYX 9 ekl e
Ads AT =+ gtk
d& =i, e,
Cable?} DeRued] HE: “do|A Q7-st= A}

-
ANA e

Ho| ARaTut 2 ZAAAE & 5 itk

e, AEd goe A 3de 2

el 247k 24F &, 52¢ vmse]
s

(Edwards et al., 2006). A2 HITE AMESH
of A3 & O AEAH EH 18
IE ARSHA, il B F ol SHo)
HJolAY RERIA] EYX W 1 w
E 235 ot & Jdon, Aoy 7F
o] AL7A AdaA TR BE Thed
FE AR AT F e Al

THEdwards, 2002; Edwards et al., 2006). ©He}A]
B d7e AR HA2e AHESIA DA fic
3} ApSE el AANY WAS 2AE
1Ak gt

D-A Fitt ZupHof 2|

2E# 2o gt pE fic ]2 wEH,
Fo7F Adedra & Afde e
Ay olgle AF-aTE st 2EHQ
o] Z7ket= & FAZ A3t JaEA YE
W ohEdwards er al, 1998). HFH, 7§QlsE o] 2
FoTEG 2 4% & BY 5 (excess ability)
d w= 7]l wekA Al 7R B A3t
U2 4 AhEdwards et al, 1998). AA, &7
o} S0l LAk AFe A THl &7
Bt o golAAl HE Ao A=rF A
AAHEE Aypase] FEo] dAsA 7A
2 & QITHEdwards et al, 1998). ¢l EA <
& ode ol #YsHol ¢ oy
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olfd JFS v XA Z& w Yepdt
(Edwards, 1996). €8, T8o] FY=H= A=
7V AdeE B Ayt 218 £ g

;{ T

(Edwards et al,, 1998). #Y5H] FAZ 75
o HJ'E‘SH/ElZ—-_]'(interference/depletion) 71l o3k
© F(Edwards, 1996), STHTH FHo| &S
BARET T MY UE s 5
A {71 Wil dets wle
71 o Alo|PhEdwards et al., 1998). A, &
e BE 2AH AR BasD F
AA A7t F74E 4 ATHEdwards et al.,
1998). ol ©] ¥ /X FE(carryover/conservation) 2]
7|7 Fsdhe AR, FYeEs v 2
EAZL Ade RIS vEe] g7l thA
g 4= k= Aoz AW ETKEdwards, 1996).
Hhrd B-ste], FHol 27 Hls|
2 Afde ded Al 7 s F ol
g/mEzL 7A7E BAsE Ao F
ke A3k ek Ahs el etk AR
Z(conservation of resources)©] =0 wW=H <l
o] Ado] = wijs HFER 22 B4
2 A7} AT Hobfoll, 2001). HHH, 7§9l
20| ARaTur B Aveh Zo| A
o] 5% W HRuo] ads 34
A7t YebdthPak, 2019). U9 Be
FATE0] ojn] AYRTo| 2 BHEAS
SR Z AR, £9F 2020; Bauer et
al., 2021; Chong et al., 2020), IY5HI Y
of FAE o] ol&d 7P ZAT old/H
9] 71A7E 282 A= stk Hls:
SHAl, 7Qlel d4fsbrlel Aol ws, B
9 5ol AFeTE 2 BAEE
Zr= 9] X]'Z!(perceived overqualification)
< B dTAE B dFeE <
3 ao] F7ksks Aol I A THErdogan
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& Bauer, 2009; Fine & Nevo, 2008; Hu et al.,
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ST gle Wuk ohel e YT, /1%
B3 BE FE 45T AU} 4ol )
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Fao] AT Fola, 977 FHET 2
AHD < A FYGFHol Ttk AE #A
7} Uehd Aol

H5as G2A olHesE 27 9jRol
FEFE F8sHA esoF . Muchinsky
2} Morrow(1980)2] ©] 2 = & (turnover model)
o w2, ol&d+= AA A 7]3)(economic
opportunity) 281, 7N H(individual) £%1, 18]
1 Y AH(work-related) 2810] FgS wzIc}

o] T AAZA 713 alde dYE ol ®
FEH, A A dRol B frn
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= 237} YEPY O H(Carsten & Spector, 1987),
T OE HEREY dFelAE tiehA AY 7]
3(alternative job opportunity)gl' o|Zlolx o] A
2 BAE R UK Griffeth et al, 2000).
kA A 718l AEA17Gob marken)e] 43
<= WGt olEd AAReES AE B AA
2 gge] oA "AR B e e
HA Yepa vk wEkA =) a8
dgo] AU o)Ak FEFS mA
7Fedol Aty Hel I d¥e EY 1
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A17%(2022)9] ZBAGEAT-ZAR WEH, 2014
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(professional efficacy)®] AFH o2 F7}stHth
(Park, 2019). AHETHS Ao Fho tf
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Z!E‘&?‘—Z]‘%(job demands-resources, JD-R) o]
= ARaToh ~Edel] HAE B

N ge ARAUCl 29T - Ycku 4
SFth(Bakker & Demerouti, 2017). £3], A&A
A8)3, 247 29 5% A 2
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(Bakker & Demerouti, 2017). T34 2.
ol FA F BT e 33
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g, BAY, 2008, A 5, 2005).
WLBE 8l F ol gt Aojal <
Z RujHtes dow 73S o|FE Aol
Fo3H AR, gx=, 2020, 71, 7L
4% 5
O F, AT, 2020. ZEATE DI G4 A
THE A A AFnEy Agnt

o] FoAa, ARHo g Fo] Flet=
Sl BRoA 3AA
EFThA A 5, 2016). Yo7t 7]
= g Ffshe AlZE Al
7h A7l z1Q)gkel w2t wiBell thik =97t
OS5 sz o Qlok old wet 7Gx+

FATFA, BAAESX YA, T8l F7HAY
Aot 2E wiB AEE Adste 5 AHA
e ool A= sy Yehda
JomFE 5, 2020, APZOE DR ©]
25 249 dFME o33 wiB AT7}
ARAPeR ZAgsl= Aol IAFHUThaH

11200
[\)
S
e}
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=

y#stE, 229 wiB A€ MzAY A
Aol Al ARl AFAdow A8d F
At

I8y wiB AEEe] AFEHA BHE
7] M= A= ARgol st 583
ZEsh7h vigro] Eojop kb d, &gw|
2016. WLB AE=w EASHAT A4 A=E
o] gat7] ofg¢H FEAEo7] wEolt
olo] Mz} WiB A= &8-S FZAI= 24
w3} JA Fasith ATl A 2Fo] Al
gt e A= ARG Lol gk 2
@, 2 Fudre i F& VEEAE
F71E ARREAY 2AES 24T A
Abate] ggFo] rhel EFH 7H=E 13}
719k 478 2 2 wATE veRd
AeElFY, $34, 20008 13, A=
B3} o9 = FHYEC] WiB AEE B
o]e] glo] ARRE & Qe E97I7t et
22 WIB A& AMHE-S BASE 2AE
sh= WiBS s 42 a3E US A3 &
T oolUekH A}, gxl=, 2020, sHHOE
TAEEY Aeld d74ES FXIAIRIThel| A,
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d

2o

2A2E FNE 53 249 A
SA o3 WAAoE Ag Tbs
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ZEHOD - 801 / 2753 20| MZAT] AUARS| DiRf
g3t A F e 2HES dApt
oprl ofe} Afle] w2l glo] F41= Y
AT AUALENA 53] F83 Ade] 2
Aotk WA B AFE MzAt AYAYLE
oA WiB A= AL Lol zAMSE =

43to], WIB A= AHE Rol4E YA Azt
%L HEt =4 A4S B¢ 8759 BY
27 AypHSo| v FGoFo] HAast= ¢
3 2AgIW} Yeid Zoz o3t

744 5. WIB A% AHR go|Ao] ye A
ol Mgl & A @ AT, b) AN

By AN 479 5] BAX FE
3} 5ol AT $5G Aok

7Hd 6. WIB AE AME golAo] e 7
ol Hlg] E=2 A @ ALAEE b) AT
B34 2HdolM 279 58 BYA FF

3} olgol o] BAE $5T Zolth
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2 ATE 2 Us 24 AReeAe
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ZEHO - 0l / 27-59 FRI0] MZMIch AUARHC| Tigd4e 51 01& 0| 0|Rl= ¥g: 20t 49 wed AAEse| 2B}
Table 1. Descriptive Statistics and Correlations of Study Variables
Variables 1 2 3 4 5 6 7 8 9
1.  Gender
2. Tenure .04
3. D-WL -.05 17"
4. DJC 04 <.00 41
5. A-WL 01 10 28" 11
6. AJC -05 05 167 19™ 67
7. WILB 01 -.03 -20"" -20™ .06 17"
8. TP 07 .06 22 05 65 59" 11"
9. I 237 .06 26" 357 .04 01 -34™ .06
M 1.71 3.36 3.14 3.31 3.09 3.54 3.46 3.41
SD 0.71 0.79 0.78 0.67 0.74 0.85 0.59 115
a 89 73 85 82 82 86 92

Note. N = 343; D = demands, A = abilities, WL = workload, JC =

work-life balance programs, TP = task performance, TI =

job complexity, WLB = accessibility to

turnover intention; Except for gender and tenure, items

for all variables were rated from 1.00 to 5.00; Gender was coded as a dummy variable (male = 0, female = 1);

Tenure was measured in terms of years.

p < .05 Tp < .01, "p < 001

< .001)7} e
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o1, AF-EZJA Aol A x =3
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Table 2. Results of Polynomial Regression

b A =D =-D
Dimension X R
A D A’ A XD D’ Slope  Curvature  Slope  Curvature

Task Performance

Aok ook

WL 051" <000 016 -0.04 0.04 46" 051" 0167 051 0.24"

ok sk sk sk ook ok

JC 0.48 0.07"  0.03 -0.07 0.13 .38 0.40 0.09 0.55 0.22

Turnover Intention

sk st ok

WL 0.17 030" 0.14 0.12 0.10 09 0.13 0.35 046" 012

sk st stk

JC -0.09 053" 009  -012 0.05 13 0.44 002  -061 0.25
Note. N = 343; b = unstandardized coefficient; D = demands, A = abilities, WL = workload, JC = job

complexity.

p < .05, "p < 01, p < 001

AEstE Aol 5HI 272 B 408l py = 030, 95% CI [-0.21, 1.39}. ZLZX]
el o] Herh P 2A Meske = v 7879 FAE] FAE 2oz AME
= ek 6113 AFEZ[AE 030 1" 19
FA F2HAD = 952 + 61142 A 5 DA e Aol F WA FFo]
ZABIATHE 19 #F). AFE/AL A A
o] F WA FHANE ATt Axe v =

M Ho 2

stk ol A, T AdelAe A
EASAE, 718717 A WEke A4

2

S U gy = 078, 95% CI {015, (7 WA FHo] g a7 sERg & %
Workload D-A Fit & Job Complexity D-A Fit &
Task Performance Task Performance

= 4.50-5.00 4.00
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3.50 =4.00-4.50
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Figure 1. Response Surface Graphs on Task Performance
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Table 3. Key Features of Response Surfaces in Main Effects

First Principal Axis (D = pio + pud) Second Principal Axis (D = py + paA)

Relation 95% (I 95% CI 95% CI 95% CI

Po P pPo T pn T
IL UL IL UL IL UL 1L UL

WL-TP  -1.04 -2837 15.60 -0.16 -0.83 064 952 236 572678  6.11 0.86 2534.15
JCTP -39.50 -40287.09 16.00 -3.35 -10426 041 0.78 0.15 4.08 030 -0.21 1.39
WL-TI  -3.77 -3291.85 249 072 -1.61 1024 -0.16 -342 777  -1.39 -127.06 1.94
JCTI  -3349 -20103.34 -1652 -0.69 -17.51 211 -248 -207.03 -0.85 145 -148 2755
Note. pyy = intercept of first principal axis, p;; = slope of first principal axis, py = intercept of second principal
axis, p» = slope of second principal axis; CI = bias-corrected confidence interval, LL = lower limit, UL = upper

limit; bootstrap sample size = 10,000; WL = workload, JC = job complexity, TP = task performane, TI =

turnover intention.

goz olFsylt TAHOE 1Y 12 B o FUAY, 717t HHoR felsel 7}
W% A A SEe] 878 W3 A3 L weld AMel Aue] Vet
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2S5 Bl volAe AEFS A
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2008 W Aol 31302 AF FIHS

.

S22 D-A fied} oA x| FANA 2}
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Workload D-A Fit &
Turnover Intention
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Figure 2. Response Surface Graphs on Turnover Intention
Al FEAHoRZ a7 Tl vF wle F 000& EFSUOM, p, = -1.04, 95% CI
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7V Eokom, BYAAHAES wet o]Fexrt
APHo R st 977 w4l Hls) &
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Table 4. Moderating Effects of Accessibility to Work-Life Balance Programs on Both
Criteria

WLB b 2 A =D A =-D
Level A D A’ A XD D’ Slope  Curvature  Slope  Curvature

Workload and Task Performance

s sk * ook

Low 0.54™  -0.06 0.06 0.03 0.06 43 0.48 0.15 0.59 0.09

Ak s sk sk ook ok

High 0.46 0.01 0.24™ 0,07 0.04 51 0.46 0.21 0.45 0.35

Job Complexity and Task Performance

ek stk st ok

Low 045™  -002 < 0.00 004  0.09 33 043" 013 0.47 0.06
High  049™ -0.07 -0.01 012" 018" 46™  042™  0.06 0.56™  0.29”
Workload and Turnover Intention
Low  -0.03 0.20 0.25° 0.05 0.15 14" 017 045" 023 0.35
High  -0.30 0.20 0.20 0.18 0.09 08 =010 047" -0.50" 0.10

Job Complexity and Turnover Intention

sk sk sk

Low 0.17 0.49 0.35 -0.30 0.01 21 0.66

sk "

0.06 -0.32 0.65

High  -0.05 0.42™ 0.01 0.1 0.08 .08 N/A N/A N/A N/A

Note. n = 170 in low WLB, a2 = 135 in high WLB; b = unstandardized coefficient; D = demands, A = abilities,
WL = workload, JC = job complexity, WLB = accessibility to work-life balance programs.
p < .05, "p < 01, "p < 001

95% CI {0.13, 2.661, pn = 0.28, 95% CI [-0.06, AHOZ WIB A= AME &o]A0] %5—% %
L151 Ak o2 dWs s wegt &3 ¢ EYAAY 7Lt A oE fFosta
7V GRS E B etaL, MY OE (b = 050, p < .05), FES FSHA Fshtt

o]

o] zAaII} FAFHY7] Wl /M sbE (b = 0.10, os). ¥, WIB A= A 80]A
AR =] A g o AL 187N = 023, 098t FED =
E 49 3hdo] o]F =y} FAMSEY A 035, 0] BF FSHA ookt 17 4 A
b AANEAT oA AgRSEE AdeA oA T oFEe] zfolE AAE] Rl R,
WLB A= AHE go]Ado] v Hehol tisted =& FJooAw 877t 5¥9& 2AY5E
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Table 5. Key Features of Response Surfaces in Moderating Effects of Accessibility to

Work-Life Balance Programs

First Principal Axis (D = piy + pnA)

Second Principal Axis (D = pyo + pnA)

WD 95% Cl 95% Cl 95% C1 95% Cl
Level Po pu P P2
LL UL LL UL IL UL LL UL
Workload and Task Performance
Low 8.88 -15.45 12304.88 1.34 -0.96 15574 -2.27 93481 347 074 -123.92 2.52
High -1.22 -151.89 6.16 -0.17 -0.70 0.67 5.49 1.24  6674.62 6.02 1.85 4295.81
Job Complexity and Task Performance
Low -303.05 -79106.16  -199.24 5.55 1.61 712496 -0.30 -45.92 241 -0.18 -4.49 231
High 34.94 -1.75 1874319 -3.52  -49.01 -0.37  0.52 0.13 266  0.28 -0.06 1.15
Workload and Turnover Intention
Low -0.72 -34.72 12.08 0.24 -2.18 555 -0.14 -7.73 205 420 -1418.96 -1.15
High -5.24  -8882.18 -0.61 0.57 -1.54 8.35 0.66 -1.28 4135  -175 22755 1.77
Job Complexity and Turnover Intention
Low 5.75 179 5941.65 -0.38 -1.04 -0.03  -0.05 -1.52 1.03 2.67 0.64 11.70
High 9.42 312 1559799 -1.86 -384.45 081 -1.98 -1144.93 -0.60  0.54 -2.63 14.05
Note. piy = intercept of first principal axis, pi; = slope of first principal axis, p = intercept of second principal axis, p = slope

of second principal axis; CI =
10,000; WLB = accessibility to work-life balance.
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The Effects of D-A Fit among Young Generation Newcomers:
Organizational Culture Regarding Work-Life Balance as the Moderator

Taeyeon Kim Hyung In Park
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This study investigated the effects of demands-abilities (D-A) fit on task performance and turnover
intention among young generation newcomers. We measured D-A fit in the workload and job complexity
dimensions using the atomistic approach. Furthermore, we examined whether the accessibility to work-life
balance (WLB) programs would buffer the relationships between D-A misfit and the criteria. Data
collected from 343 Korean newcomers aged 35 or under were analyzed using polynomial regressions and
response surface graphs to examine the three-dimensional relationships. Results showed that task
performance decreased in general as demands surpassed abilities, although it slightly increased when
demands surpassed abilities to a great extent. As we expected, turnover intention increased as demands
exceeded abilities. In addition, linear relationships were observed in both criteria along the congruence line
in the job complexity dimension as hypothesized. In the workload dimension, task performance decreased
along the congruence line, but the decrease rate changed showing two different slopes. Additionally,
turnover intention showed a U-shaped relationship. Although the accessibility to WLB programs
moderated the effects of D-A misfit on both outcomes, the buffering effects that we expected were
observed only on turnover intention. Our results suggest that D-A fit and organizational culture
regarding WLB may play important roles in the adjustment of young generation newcomers. Based on

these findings, we discussed academic and practical implications and suggested future research directions.

Key words : demands-abiities fit, newcomer, task performance, turnover intention, work-life balance
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