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SUPPORT, PERCEIVED MEANINGFULNESS OF WORK 
AND ORGANIZATIONAL COMMITMENT
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Abstract 
The pre sent study aims to eva lu a te the re la ti on ships bet we en per ce i ved or ga ni za ti o nal sup-
port, or ga ni za ti o nal cyni cism, me a nin gful work, and or ga ni za ti o nal com mit ment using an in-
teg ra ted, mul ti di men si o nal mo del. The re se arch con firms that a lack of or ga ni za ti o nal sup port 
in cre a ses the li ke li ho od of for ming or ga ni za ti o nal cyni cism. Per ce i ved or ga ni za ti o nal sup port 
plays a sig ni fi cant ro le in ex pla i ning the va ri an ce in cog ni ti ve, emo ti o nal, and be ha vi o ral 
cyni cism sco res. In the re la ti on ship bet we en or ga ni za ti o nal cyni cism and or ga ni za ti o nal com-
mit ment, me a nin gful work ser ves as a me di a tor. The mo re me a nin gful the work is, the lo wer 
the chan ce of de ve lo ping or ga ni za ti o nal cyni cism; al so, the we a ker is the ne ga ti ve im pact of 
or ga ni za ti o nal cyni cism on or ga ni za ti o nal com mit ment. Addi ti o nally, me a nin gful work helps 
ma in ta in the sen se of com mit ment to the or ga ni za ti on, even in the pre sen ce of or ga ni za ti o nal 
cyni cism. The re la ti on ship bet we en or ga ni za ti o nal sup port and or ga ni za ti o nal com mit ment is 
con sis tently me di a ted by two fac tors (or ga ni za ti o nal cyni cism and me a nin gful work) thro ugh 
se ri al me di a ti on. The re sults of the study are anal yzed from the per spec ti ve of con ser va ti on 
of re so ur ces the ory, vi e wing or ga ni za ti o nal cyni cism as a res pon se to per ce i ved or ac tu al re-
so ur ce loss wit hin the or ga ni za ti on. 288 em plo ye es par ti ci pa ted in the study. 

Key words: or ga ni za ti o nal cyni cism, per ce i ved or ga ni za ti o nal sup port, me a nin gful work, or-
ga  ni za ti o nal com mit ment, con ser va ti on of re so ur ces the ory

Intro duc ti on

Prompt re ac ti on to the re qu i re ments of chan ge ab le en vi ron ment and the in tro duc ti on 
of in no va ti ons is a per ma nent ne ces sity for mo dern or ga ni za ti ons. Emplo ye es are of ten 
re sis tant to such chan ges and cyni cally res pond to them. Cyni cism go es vi ral in the or-
ga ni za ti on. It im pe des its ef fec ti ve fun cti o ning, suc ces sful in tro duc ti on of in no va ti ons and 
or ga ni za ti o nal de ve lop ment (Da vis, Evans & Wil ker son, 2008). Des pi te its strong co un ter-
pro duc ti ve ef fect on em plo yee ef fi ci ency, or ga ni za ti o nal cyni cism has be en de vo ted very 
lit tle at ten ti on. 

The con cept of cyni cism is qu i te old. It ori gi na ted in Anci ent Gre e ce in the 5th cen tury 
BC. (De an et al., 1998). In that pe ri od Di o ge nes of Si no pe fo un ded the scho ol of cyni cism 
(Ander son, 1996), they used ob sce ne words and op po sed the wi dely held opi ni ons and 
pub lic in sti tu ti ons in a dra ma tic way (Mack, 1993, ci ted in De an et al., 1998). The cynics 

1 Ia Kutaladze- PhD in Psychology, TSU.
Barbare Butsashvili- Master of Psychology.



82                                                                     Georgian Psychological Journal, Vol.6, Issue 1, 2024.  ISSN 2667–9027

Ia Kutaladze, Barbare Butsashvili

be li e ved that pe op le, in ge ne ral, are not sin ce re (Bedük, 2015). Thro ug ho ut the cen tu ri es, 
the terms ‘cynic’ and ‘cyni cism’ es tab lis hed the ir pla ce in ever yday spo ken lan gu a ge. To-
day, ‘cynic’ de no tes the per son who is al ways cri ti cal and dis sa tis fi ed and full of ne ga ti ve 
tho ughts (To run and Çe tin, 2015, ci ted in Akar, 2019). 

Cyni cism is a wi de- spre ad phe no me non and might be fo und in any co untry, cul tu re 
or or ga ni za ti on (De an et al., 1998). In the la te 1990s re se ar chers star ted to exa mi ne the 
fac tors, cha rac te ris tics and out co mes of cyni cism. The stu di es show that or ga ni za ti o nal 
cyni cism af fects em plo ye es’ per for man ce, in ten ti on to le a ve the job, work ali e na ti on, and, 
li fe sa tis fac ti on, in ge ne ral (Akar, 2019). The pre sent study con cerns or ga ni za ti o nal cyni-
cism. The in teg ra ti ve mo del of the study at tempts to find out which or ga ni za ti o nal fac tors 
con tri bu te to the de ve lop ment of or ga ni za ti o nal cyni cism and what kind of im pact it has on 
the em plo yee re la ti ons and be ha vi or. 

Con cep tu a li za ti on of or ga ni za ti o nal cyni cism

Accor ding to the ear li est and the most in flu en ti al stu di es on or ga ni za ti o nal cyni cism 
(De an et al., 1998; Ander son, 1996; Bran des, 1997), cyni cism is de fi ned as an at ti tu de 
which im pli es that all or ga ni za ti o nal prob lems are ca u sed by ma na ge ment’s per so nal in-
te rests. It is a be li ef that the exis ting con di ti ons are im pos sib le to chan ge (Bedük, 2015).

Orga ni za ti o nal cyni cism is des cri bed as em plo ye es’ ne ga ti ve at ti tu de to the em plo-
yer or ga ni za ti on. It is be li e ved that em plo yer or ga ni za ti ons lack et hi cal in teg rity and that 
the or ga ni za ti on’s be ne fits are mo re im por tant than jus ti ce, ho nesty and sin ce rity (Bedük, 
2015). Cyni cism is dif fe rently con cep tu a li zed in the exis ting stu di es. The pre sent study 
uses a thre e- di men si o nal mo del and in clu des cog ni ti ve, af fec ti ve and be ha vi o ral cyni cism 
which are de fi ned as fol lows: cog ni ti ve cyni cism – ne ga ti ve be li efs and at ti tu des to wards 
the em plo yer; be li ef that the or ga ni za ti o nal lacks in teg rity, jus ti ce and sin ce rity; af fec ti ve 
cyni cism – ne ga ti ve fe e lings abo ut the or ga ni za ti on, such as fe ar, an ger, hat red, em bar-
ras sment; be ha vi o ral cyni cism – em plo ye es’ ne ga ti ve be li efs and fe e lings are ex pres sed 
in be ha vi or such as sar casm, in sin ce re ac ti ons, dis res pect for the or ga ni za ti on’s po licy 
(De an et al, 1998; Akar, 2019). The pre con di ti ons of or ga ni za ti o nal cyni cism co uld be ne-
ga ti ve work ex pe ri en ce as well as in di vi du al dif fe ren ces (Chi a bu ru et al., 2013). Our study 
fo cu ses on the or ga ni za ti o nal pre dic tors of cyni cism and its out co mes. 

Re se arch con duc ted in this fi eld de mon stra tes that the in di vi du als high on or ga ni-
za ti o nal cyni cism sco re low on job sa tis fac ti on, or ga ni za ti o nal com mit ment and job per-
for man ce and are less in vol ved in or ga ni za ti o nal ci ti zen ship be ha vi or (De an et al., 1998; 
Chi a bu ru et al, 2013; Song et al., 2007). Orga ni za ti o nal cyni cism po si ti vely cor re la tes with 
the vi o la ti on of the psycho lo gi cal con tract and stress, is re la ted to per ce i ved or ga ni za ti o-
nal po licy, lack of or ga ni za ti o nal sport and the per cep ti on of or ga ni za ti o nal in jus ti ce (Akar, 
2019). Cyni cism spre ads to the who le or ga ni za ti on and im pe des its de ve lop ment and suc-
cess (Dul nik, 2018; Da vis, Evans & Wil ker son, 2008).
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How can our study con tri bu te to the know led ge ac cu mu la ted in this fi eld of re se arch? 
The an swer to this qu es ti on can be drawn from the des crip ti on of the mo del pre sen ted 
be low. 

The re se arch mo del: the con structs in vol ved and the ir re la ti on ship
The re se arch mo del

The mul ti di men si o nal in teg ra ti ve mo del of the study helps us un der stand how the in-
vol ved con structs (or ga ni za ti o nal sup port, me a nin gful work, or ga ni za ti o nal com mit ment) 
in te ract with or ga ni za ti o nal cyni cism and each ot her, and how the ir in te rac ti on af fects the 
de ve lop ment and out co mes of or ga ni za ti o nal cyni cism. In par ti cu lar, the re se arch mo del 
em pha si zes the ro le of or ga ni za ti o nal cyni cism in the re la ti on ship bet we en per ce i ved or-
ga ni za ti o nal sup port and or ga ni za ti o nal com mit ment. Orga ni za ti o nal sup port is con cep-
tu a li zed as a va ri ab le ex pla i ning or ga ni za ti o nal cyni cism (pre dic tor) and or ga ni za ti o nal 
com mit ment as an out co me va ri ab le. In ad di ti on, me a nin gful work and or ga ni za ti o nal cyni-
cism are me di a tors of the re la ti on ship bet we en or ga ni za ti o nal sup port and or ga ni za ti o nal 
com mit ment. It sho uld be no ted that the stu di es eva lu a ting or ga ni za ti o nal cyni cism and its 
di men si ons using the abo ve va ri ab les are very scar ce. We used the con ser va ti on of re-
so ur ces the ory as a fra me work which em pha si zes the im por tan ce of the ac qu i si ti on, con-
ser va ti on and de fen se of re so ur ces by em plo ye es (Hob foll, Ti ro ne & Hol mgre en, 2016). It 
is a va lu ab le fra me work which helps un der stand the de ve lop ment of cyni cism, its ef fects 
and in flu en ce. The ma jor as sum pti on is that or ga ni za ti o nal cyni cism de ve lops when the 
or ga ni za ti on do es not pro vi de ade qu a te sup port to the em plo ye es. Cyni cism can be re gar-
ded as em plo ye es’ res pon se to the ex ha us ti on of psycho lo gi cal and ot her re so ur ces and 
bur no ut. The in ter pre ta ti on of the re sults gi ven be low is car ri ed out wit hin the fra me work 
of the abo ve the ory. 

Other va ri ab les

In this sec ti on, we dis cuss the in vol ved va ri ab les as well as the pre con di ti ons for the ir 
in clu si on in the re se arch mo del.

Per ce i ved or ga ni za ti o nal sup port is em plo ye es’ ge ne ra li zed per cep ti on of the ex tent 
to which the or ga ni za ti on va lu es the ir con tri bu ti ons and ca res abo ut the ir wel l-be ing (Kur-
tes si et al., 2017). The me a ning of such a per cep ti on is that the re la ti on ship bet we en 
em plo ye es and the com pany brings im por tant be ne fits for both the em plo yers and the 
em plo yed (Sun, 2019). Stu di es show that per ce i ved or ga ni za ti o nal sup port evo kes af fec-
ti ve at tac hment to the or ga ni za ti on and in cre a ses em plo ye es’ ef forts (Ei sen ber ger & Hun-
tin gton, 1986), is po si ti vely re la ted with or ga ni za ti o nal per for man ce (Ei sen ber ger, 2011), 
em plo ye es’ wel l-be ing (Kur tes si et al., 2015) and the per cep ti on of or ga ni za ti o nal com mit-
ment (Wu, 2014; Way ne et al., 2002). The stu di es al so de mon stra te that the per cep ti on of 
or ga ni za ti o nal sup port re sults in or ga ni za ti o nal trust (Chen et al, 2010) and or ga ni za ti o nal 
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iden tity (Edwards, 2009; Fu et al., 2010; Wang & Sun, 2011, ci ted in Sun, 2019). The se fin-
dings le ad to the fol lo wing as sum pti ons: per ce i ved or ga ni za ti o nal sup port dec re a ses the 
risk of or ga ni za ti o nal cyni cism. The stu di es sup port the exis ten ce of ne ga ti ve cor re la ti on 
bet we en the se two va ri ab les (Ka sa lak, 2014; Akar, 2019), ho we ver, in our study this kind 
of re la ti on ship has be en exa mi ned with the in vol ve ment of me di a ting va ri ab les. 

Orga ni za ti o nal com mit ment which is in clu ded in the mo del as a de pen dent va ri ab le is 
des cri bed as (1) a strong be li ef in and ac cep tan ce of the or ga ni za ti on’s go als and va lu es; 
(2) wil lin gness to exert con si de rab le ef fort on be half of the or ga ni za ti on; and (3) a strong 
de si re to ma in ta in mem ber ship in the or ga ni za ti on (Por ter, 1979). A cer ta in le vel of trust 
and be li ef that the or ga ni za ti on will ta ke an em plo ye e’s in te rests in to con si de ra ti on is im-
por tant for es tab lis hing a de ep af fec ti ve at tac hment to the or ga ni za ti on, whe re as mis trust 
con tri bu tes to the for ma ti on of ne ga ti ve at ti tu de to the or ga ni za ti on and re sults in cyni cism 
(Aydin & Akdag, 2016; Au de na ert, 2020). The no velty of our re se arch is in the at tempt to 
ex pla in the abo ve re la ti on ship with the in tro duc ti on of me a nin gful work as a me di a ting va-
ri ab le in the con text of three di men si ons of or ga ni za ti o nal cyni cism. 

Me a nin gful work is de fi ned as em plo ye es’ per cep ti on that the ir ac ti vity at the wor kpla-
ce is use ful and va lu ab le (Bar rick, Mo unt & Li, 2012). It is re la ted to the Self, go al, ne eds 
and the wil lin gness to con tri bu te to im por tant events (Sav vi des & Stav ro u, 2020). The me-
a ning of work which ref lects the wil lin gness to ma in ta in one’s own iden tity is for med on the 
ba sis of three ma jor ne eds: sel f-de ve lop ment, sel f–ef fi cacy and re si li en ce. Sel f-de ve lop-
ment is re la ted with the for ma ti on of a po si ti ve ef fect and cog ni ti ons abo ut one self, sel f-ef fi-
cacy ref lects the be li ef in one’s own abi li ti es and re si li en ce is the per son’s abi lity to en du re 
dif fi cul ti es (Sav vi des & Stav ro u, 2020). Cor res pon dingly, the me a ning of work is de ri ved 
from the per cep ti on of one self in a spe ci fic si tu a ti on /en vi ron ment (in clu ding or ga ni za ti o nal 
en vi ron ment). The per ce i ved or ga ni za ti o nal sup port as a va ri ety of or ga ni za ti o nal en vi ron-
ment sho uld be ref lec ted in the per cep ti on of the me a nin gful work. In ad di ti on, me a nin gful 
work evo kes the sen se of com mit ment which helps the em plo yee per ce i ve the or ga ni za-
ti on as an im por tant mec ha nism in the ac hi e ve ment of the go als that cor res pond to the 
em plo ye e’s va lu es (Kahn, 1990) and iden tity1. Stem ming from the con tent of the con struct, 
we can hypot he si ze that the ro le of me a nin gful work is cru ci al in the de ve lop ment of or-
ga ni za ti o nal cyni cism as well as in the re la ti on ship bet we en or ga ni za ti o nal cyni cism and 
or ga ni za ti o nal com mit ment. 

The sam ple and met hods

The sam ple: Stem ming from the study ob jec ti ves, the ap pli cant’s em ploy ment was 
iden ti fi ed as the ma in se lec ti on cri te ri on. The da ta we re col lec ted thro ugh con ve ni en ce 
sam pling, which can be con si de red a study li mi ta ti on. At the ini ti al sta ge the da ta we re we-
ig hted by gen der 2. Num ber of par ti ci pants was 288.

1 The positive effect experienced by employees might strengthen emotional attachment to one’s 
organization and career (Hackman & Oldham, 1976; Meyer et al., 2002).

2 The data were weighted using the indicators from the National Statistics Office (first half of 2023).
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Fo ur met hods we re used to me a su re the ma in con structs.1 

Methods Significance level 
1. Dean Organizational Cynicism Scale (OCS) (Dean 
et al., 1998)

cognitive: α = 0.84. 
behavioral: α = 0.84, 
affective: α = 0.93;
OCS: α = 0.93

2. Eisenberg perceived organizational support survey 
(1986); two-factor model

support: α = 0.85, neglect: 
α = 0.9

3. Porter organizational commitment questionn aire 
(1974) 

α = 0.8

4. Georgian version of the Work as Meaning Inventory 
(WAMI; Steger, 2012; კუტალაძე, ფარჯიანი, 2021).

α = 0.91

Re sults

Re la ti on ship bet we en the con structs: The hypot he si zed re la ti on ships bet we en 
study va ri ab les and or ga ni za ti o nal cyni cism we re tes ted first, as well as the re la ti on ship 
bet we en its di men si ons. It was con fir med that the lack of or ga ni za ti o nal sup port is as so-
ci a ted with a high sco re on or ga ni za ti o nal cyni cism (r = - 0.717, p < 0.01), and the in cre a-
se in or ga ni za ti o nal cyni cism with the dec re a se in or ga ni za ti o nal com mit ment (r = -0.51, 
p < 0.01)2; in ad di ti on, the in cre a se in per ce i ved me a nin gful ness of work is re la ted to the 
dec re a se in or ga ni za ti o nal cyni cism (r = -.514**, p < 0.01). At the sa me ti me, the per ce i ved 
me a nin gful ness of work is po si ti vely as so ci a ted with or ga ni za ti o nal com mit ment (r = 0.66, 
p < 0.01) and ne ga ti vely with or ga ni za ti o nal cyni cism (r = -0.45, p < 0.01).

The ten den ci es des cri bed abo ve are re ve a led in each di men si on (cog ni ti ve, af fec ti ve 
be ha vi o ral) of OCS. 

The ro le of or ga ni za ti o nal sup port in the de ve lop ment of or ga ni za ti o nal cyni cism. The 
per ce i ved or ga ni za ti o nal sup port and neg lect ex pla in 61% of the va ri an ce in or ga ni za ti-
o nal cyni cism (r2 = 0.61, F(2,285) = 225.2, p < 0.001). 1 stan dard unit in cre a se in sup port 
was as so ci a ted with 0.44 stan dard unit dec re a se in or ga ni za ti o nal cyni cism (β = -0.44, 
p < 0.001), whi le 1 stan dard unit in cre a se in neg lect was as so ci a ted with the 0.42 in cre a se 
in or ga ni za ti o nal cyni cism (β = 0.42, p < 0.001). 

A strong as so ci a ti on was ob ser ved bet we en the or ga ni za ti o nal cyni cism and or ga ni-
za ti o nal com mit ment. Orga ni za ti o nal cyni cism ex pla ins 53% of the va ri an ce in the or ga-
ni za ti o nal com mit ment (r2 = 0.53, F(1,286) = 318.45, p < 0.001). 1 stan dard unit in cre a se 
in or ga ni za ti o nal cyni cism pre dicts 0.73 stan dard unit dec re a se in or ga ni za ti o nal com mit-

1 Part of the methods was adapted within the framework of the given study. The factor analysis was 
conducted, and reliability and other psychometric parameters were assessed. 

2 It should be noted that organizational support and organizational neglect exhibit approximately 
equal strength of relationship (magnitude) with other variables involved in the study; the only 
difference is in the direction of the effect (for example, organizational support has a positive effect 
on organizational commitment, while neglect has a negative effect).
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ment ((β = -0.73, p < 0.001). This kind of re la ti on ship is iden ti cal for all three com po nents 
of the or ga ni za ti o nal cyni cism con struct (see Tab le 1). 

Tab le 1. Di men si ons of or ga ni za ti o nal cyni cism as a pre dic tor of or ga ni za ti o nal                    
com mit ment (re sults of the reg res si on anal ysis)

Cognitive cynicism r2 = 41 %-ს (r2 = 0.41 F(1,286) = 201.64, β = -0.64, p < 0.001. 

Behavioral cynicism r2 = 0.41 F(1,286) = 199.43, p<0.001; β = -0.64, p < 0.001.

Affective cynicism r2 = 0.39, F(1,286) = 201.64, p<0.001;(β = -0.62, p < 0.001

Re la ti on ship bet we en the con structs by de mog rap hic va ri ab les: Sim ple mo de ra-
ti on mo del1 con firms that the sta tus, me a su red by a dic ho to mic va ri ab le (has or do es not 
ha ve a su bor di na te) mo de ra tes the re la ti on ship bet we en the be ha vi o ral cyni cism and the 
or ga ni za ti o nal com mit ment (b = -.30, 95% C.I (LLCI = -.573, ULCI = -.020), t(284) = -2.11, 
p<.05), as well as the re la ti on ship bet we en the cog ni ti ve cyni cism and the or ga ni za ti o nal 
com mit ment (b = -.29, 95% C.I (LLCI = -.574, ULCI = -.006), t(284) = -2.01, p < .05; (b = -
.30, 95% C.I (LLCI = -.573, ULCI = -.020), t(284) = -2.11, p < .05)). This re sult shows that in 
the ca se of in suf fi ci ent or ga ni za ti o nal sup port or or ga ni za ti o nal neg lect, the or ga ni za ti o nal 
cyni cism is most ma ni fes ted by tho se em plo ye es who do not ha ve su bor di na tes. In the 
ca se of a strong or ga ni za ti o nal sup port, the ma na gers with sta tus are mo re cyni cal than 
the ir su bor di na tes. The ma na gers, usu ally, ha ve mo re re so ur ce (hig her sa la ri es, mo re au-
to nomy, in flu en ce, etc.), but they al so hold hig her ex pec ta ti ons which, po ten ti ally, ex pla ins 
a hig her risk of the de ve lop ment of or ga ni za ti o nal cyni cism. 

As for the ef fect of the or ga ni za ti o nal cyni cism on the or ga ni za ti o nal com mit ment, a 
ne ga ti ve ef fect of or ga ni za ti o nal cyni cism on or ga ni za ti o nal com mit ment (re du ced or ga ni-
za ti o nal com mit ment) is mo re evi dent in the em plo ye es wit ho ut su bor di na tes. In this ca se, 
the sta tus (ma na ge ri al po si ti on) ser ves the fun cti on of buf fe ring mo de ra tor in this re la ti on-
ship; in par ti cu lar, even when the cog ni ti ve cyni cism in cre a ses, ma na gers still fe el res pon-
sib le to the or ga ni za ti on which me ans that a high sta tus (i .e., ma na ge ri al po si ti on) re du ces 
a ne ga ti ve ef fect of cyni cism on the or ga ni za ti o nal com mit ment. Sim ple mo de ra ti on mo del 
al so con fir med that wo men are mo re vul ne rab le to the or ga ni za ti o nal neg lect, which me-
ans that gen der is a mo de ra tor in the re la ti on ship bet we en or ga ni za ti o nal neg lect and 
af fec ti ve cyni cism (b = -.11, 95% C.I (LLCI = -.199, ULCI = -.010), t(284) = -2.18, p < .05). 

Me di a ti on anal ysis: As al re ady sa id, the ma in pur po se of the study is to exa mi ne the 
ro le of or ga ni za ti o nal cyni cism in the re la ti on ship bet we en per ce i ved or ga ni za ti o nal sup-
port, per ce i ved me a nin gful ness of work and or ga ni za ti o nal com mit ment. Con se qu ently, 
our study fo cu ses on the in te rac ti on of the se va ri ab les, as well as on the ro le of the se in te-
rac ti ons. Be fo re mo ving to the dis cus si on of the key is su e, we pre sent be low the em pi ri cal 
evi den ce for the re la ti on ship bet we en or ga ni za ti o nal cyni cism, per ce i ved me a nin gful ness 
of work and or ga ni za ti o nal com mit ment. 

1  PROCESS by Andrew F. Hayes (Procedure for SPSS Release 4.2)
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Sim ple me di a ti on anal ysis pro ves that me a nin gful work me di a tes the re la ti on ship 
bet we en the di men si ons of or ga ni za ti o nal cyni cism and or ga ni za ti o nal com mit ment. The 
me di a ting va ri ab le (that is me a nin gful work) we a kens the di rect re la ti on ship bet we en or-
ga ni za ti o nal cyni cism and or ga ni za ti o nal com mit ment; des pi te this, the re la ti on ship still 
re ma ins sta tis ti cally sig ni fi cant (b = -0.27, SE = 0.02, p < 0.001); a par ti al me di a ti on is ob-
ser ved in the ca se of all the three di men si ons of or ga ni za ti o nal cyni cism (see Tab le 2). It 
se ems that when the le vel of or ga ni za ti o nal cyni cism is high, so me ali e na ti on from work 
ta kes pla ce and em plo ye es de ve lop per cep ti on that the job they are do ing is less va lu ab le, 
which has a ne ga ti ve im pact on the or ga ni za ti o nal com mit ment.

Tab le 2. Sim ple me di a ti on mo del: The per cep ti on of the me a nin gful ness                               
of work as a me di a tor of the re la ti on ship bet we en the di men si ons    

of or ga ni za ti o nal cyni cism and or ga ni za ti o nal com mit ment

Dependent variable: Organizational commitment

R² = .58, F(2,285) = 199.81, p < .001

Variables 8 SE T p 9596 CI

Predictor (direct effect): Cognitive cynicism -.59 .05 -10.8 .00 [-.69, -.48]

Mediator: Perceived meaningfulness of work .29 .03 10.81 .00 [.24, .34]

Indirect effect Effect BootSE Boot 95%Cl
Indirect effect: Cognitive cynicism – Perceived 
meaningfulness of work – Organizational com-
mitment

-.24 .04 [-.34, -.17]

R² = .60, F(2,285) = 213.77, p < .001

Variables B SE T p 95% CI
Predictor (direct effect): Behavioral cynicism -.65 .06 -11.53  .00 [-.76, -.54]

Mediator: Perceived meaningfulness of work .29 .03 11.16 .00 [.24, .34]
Indirect effect Effect BootSE Boot 95%CI
Indirect effect: Behavioral cynicism – Perceived 
meaningfulness of work – Organizational com-
mitment

-.25 .05 [-.35, -.16]

R² = .55, F(2,285) = 171.95, p < .001

Variables B SE T p 95% CI

Predictor (direct effect): Affective cynicism -.54 .06 -9.16 0 [-.66, -.431]

Mediator: Perceived meaningfulness of work .29 .03 10.26 0 [.23, .35]

Indirect effect Effect BootSE Boot 95%a
Indirect effect: Affective cynicism – Perceived 
meaningfulness of work – Organizational com-
mitment

-28 .05 [-.39, -.19]

A. F. Hayes 3finet5.58) PROCESS, ammo’) N24; (N = 288)
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The ma in mo del of the study: se ri al me di a ti on: At the next step we tes ted the 
hypot he sis that the se ri al me di a ti on anal ysis wo uld re ve al a cha in bet we en per ce i ved or-
ga ni za ti o nal sup port, per ce i ved me a nin gful ness of work, or ga ni za ti o nal cyni cism and or-
ga ni za ti o nal com mit ment (PROCESS by Andrew F. Ha yes (Pro ce du re for SPSS Re le a se 
4.2; mo del 6).

Va ri ab les in the mo del: in de pen dent va ri ab le (X) – or ga ni za ti o nal sup port; first me di-
a tor (M1) – or ga ni za ti o nal cyni cism; se cond me di a tor (M2) – me a nin gful work; de pen dent 
va ri ab le (Y) – or ga ni za ti o nal com mit ment. We hypot he si zed that the ef fect of the or ga ni za-
ti o nal sup port wo uld be tran smit ted to the or ga ni za ti o nal com mit ment thro ugh two me di a-
tors: or ga ni za ti o nal cyni cism and me a nin gful work (in the se qu en ce des cri bed abo ve). The 
mo del as ses ses how and in what se qu en ce each mo de ra tor af fects the re sult and in what 
way each of them re la tes the in de pen dent va ri ab le to the de pen dent va ri ab le. 

The diagram of serial mediation

In the given study the serial mediation hypothesis was tested as follows: 
– Per ce i ved or ga ni za ti o nal sup port → or ga ni za ti o nal cyni cism → or ga ni za ti o nal com-

mit ment: as ses sment of the in di rect ef fect only thro ugh the me di a ti on of or ga ni za ti o nal 
cyni cism; 

– Orga ni za ti o nal sup port → me a nin gful work → or ga ni za ti o nal com mit ment: in di rect ef-
fect only thro ugh the me di a ti on of per ce i ved me a nin gful work; 

– Orga ni za ti o nal sup port → or ga ni za ti o nal cyni cism → me a nin gful work → or ga ni za ti o-
nal com mit ment: cal cu la ti on of full se ri al me di a ti on ef fect me di a ted by or ga ni za ti o nal 
cyni cism and per cep ti on of me a nin gful work; 

– The ro le of se ri al me di a ti on was con fir med not only when the per ce i ved or ga ni za ti o-
nal sup port was in tro du ced as a pre dic tor (Tab le 3), but al so when the or ga ni za ti o nal 
neg lect was in cor po ra ted in to the mo del as an in de pen dent va ri ab le/ pre dic tor.
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Table 3. Serial mediation. The relationship between organizational support and                            
organizational commitment

 Effect SE LLCI ULCI
Total effect  0.2142 0.0232 0.1697 0.2599
Ind1 – perceived organizational support – 
organizational cynicism – organizational 
commitment

 0.1303 0.0205 0.0904 0.1704

Ind2 – perceived organizational support – 
perceived meaningfulness of work – organizational 
commitment 

 0.0643 0.0140 0.0403 0.0954

Ind3 – perceived organizational support – 
organizational cynicism – perceived meaningfulness 
of work – organizational commitment 

 0.0196 0.0092 0.0029 0.0393

The relationship between organizational neglect and organizational commitment 
(through the transmission of two mediators) is only described as a total effect:

Total effect
Effect SE LLCI ULCI
-0.4592 0.0403 -0.5379 -0.3806

The ma in fin ding of the study: The or ga ni za ti o nal cyni cism, ma inly des cri bed as a 
ne ga ti ve at ti tu de to or ga ni za ti on, mis trust and the sen se of bet ra yal, to get her with the me-
a nin gful ness of work se ri ally me di a tes the re la ti on ship bet we en per ce i ved or ga ni za ti o nal 
sup port and or ga ni za ti o nal com mit ment. In ad di ti on, or ga ni za ti o nal sup port is a strong pre-
dic tor of the de ve lop ment of the or ga ni za ti o nal cyni cism and the me a nin gful ness of work. 

Sum mary and dis cus si on

In this sec ti on the study re sults are anal yzed from the per spec ti ve of the con ser va ti on 
of re so ur ces mo del: the or ga ni za ti o nal cyni cism is con si de red a res pon se to the ac tu al or 
per ce i ved loss of or ga ni za ti o nal re so ur ces. 

Accor ding to the abo ve mo del, in di vi du als try to ob ta in, pre ser ve and pro tect the ir va-
lu ab le re so ur ces (Hol mgre en, Ti ro ne & Ger hart, 2017). The or ga ni za ti o nal sup port is just 
one of such va lu ab le re so ur ces be ca u se it helps em plo ye es to co pe with chal len ges and 
stres sful si tu a ti ons. To free them sel ves from di sap po in tment and ne ga ti ve emo ti ons, ca u-
sed, in this ca se, by an in suf fi ci ent or ga ni za ti o nal sup port, em plo ye es re sort to cyni cism, 
sa bo ta ge and ot her co un ter pro duc ti ve be ha vi or and even de vi ant be ha vi or. 

Cyni cism can be re gar ded as a de fen se stra tegy ai med to re du ce fu tu re frus tra ti on 
and loss of re so ur ces. Accor ding to the con ser va ti on of re so ur ces mo del, an em plo yee 
tri es to pro tect one self and for this pur po se she/ he re du ces ex pec ta ti ons re la ted to the or-
ga ni za ti on, emo ti o nal in ves tment and ef fort. Such an at tempt to con ser ve re so ur ces has, 
cle arly, a ne ga ti ve ef fect on the or ga ni za ti o nal com mit ment. It sho uld al so be ta ken in to 
con si de ra ti on that the ne ga ti ve emo ti ons ca u sed by lack of or ga ni za ti o nal sup port re du ce 
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and ex ha ust psycho lo gi cal and emo ti o nal re so ur ces and, con se qu ently, cre a te a de fi cit of 
re so ur ces ne e ded for job per for man ce (Na se er, 2021). The de fi cit of re so ur ces we a kens 
the or ga ni za ti o nal com mit ment. The re fo re, to get her with the con ser va ti on of re so ur ces, a 
pre con di ti on for we a ke ned or ga ni za ti o nal com mit ment co uld be a de fi cit of re so ur ces in 
the stres sful en vi ron ment mar ked with or ga ni za ti o nal los ses. 

What is the ro le of me a nin gful work in the en ti re pic tu re des cri bed abo ve? Accor ding 
to the con ser va ti on of re so ur ces mo del, pe op le who lo se re so ur ces are mo re sus cep tib le 
to fu tu re los ses (Hol mgre en, Ti ro ne & Ger hart, 2017). Such a cu mu la ti ve loss might in cre-
a se or ga ni za ti o nal cyni cism and ali e na ti on from work. The pre sent study al so con firms that 
a lack of per ce i ved or ga ni za ti o nal sup port and the frus tra ti on ca u sed by the loss of re so-
ur ces con tri bu te to the de va lu a ti on of the me a ning of work and ali e na ti on. The fin dings of 
the study de mon stra te on ce aga in that or ga ni za ti ons play a cri ti cal ro le in how im por tant 
me a nin gful work will be for em plo ye es (Sav vi des & Stav ro u, 2020). 

The me a nin gful work can al so be vi e wed from a dif fe rent per spec ti ve, as an im por tant 
re so ur ce. Such an ap pro ach is sup por ted by a num ber of stu di es ac cor ding to which the 
me a nin gful work has a high va lue for em plo ye es (Sav vi des & Stav ro u, 2020). The em plo-
ye es who per ce i ve the ir work as im por tant are mo re mo ti va ted (Ste ger, 2016). The pre sent 
study al so il lus tra tes that the me a nin gful work is an im por tant re so ur ce be ca u se, as a me-
di a tor, it re du ces a ne ga ti ve ef fect of cyni cism on the or ga ni za ti o nal com mit ment (par ti al 
me di a ti on). To pro tect one self from the loss of re so ur ces and com pen sa te for the loss, an 
em plo yee might lo ok for ot her re so ur ces an d/or start to in vest them. In the si tu a ti on li ke 
this, the me a nin gful work or the em plo ye e’s per cep ti on that his /her ac ti vity is va lu ab le and 
be ne fi ci al for or ga ni za ti on co uld be a sig ni fi cant com pen sa tory re so ur ce. 

The study al so sho wed that the sta tus (ma na ge ri al po si ti on) mo de ra tes the re la ti-
on ship bet we en the or ga ni za ti o nal cyni cism (cog ni ti ve and be ha vi o ral) and com mit ment. 
Emplo ye es with su bor di na tes sco re hig her on or ga ni za ti o nal com mit ment even in the pre-
sen ce of the or ga ni za ti o nal cyni cism. Stem ming from the con ser va ti on of re so ur ces mo-
del, we co uld as su me that the loss of re so ur ces is com pen sa ted by sta tus, i.e., the em plo-
yee knows that she/ he has lost so met hing, but, at the sa me ti me, has re ce i ved so met hing 
from the or ga ni za ti on, which di mi nis hes the ne ga ti ve ef fect of or ga ni za ti o nal sup port (loss 
of re so ur ces) on the or ga ni za ti o nal com mit ment. 

Our study al so sho wed that in the pre sen ce of or ga ni za ti o nal neg lect, the low sta tus 
em plo ye es ma ni fest a hig her le vel of or ga ni za ti o nal cyni cism than ma na gers, which co uld 
be ex pla i ned by the fact that they are mo re sus cep tib le to the loss of re so ur ces than ma-
na gers. Anyway, low sta tus em plo ye es are less pro tec ted be ca u se a smal ler amo unt of 
re so ur ces is ava i lab le for them. Con se qu ently, the pro ba bi lity of or ga ni za ti o nal cyni cism 
as a re ac ti on to po ten ti al loss is hig her. In ge ne ral, ac cor ding to the mo del, the re so ur ce 
loss has a stron ger im pact on em plo ye es than re so ur ce ga in. Ho we ver, the pre sent study 
shows that the re so ur ce ga in along with the re so ur ce loss di mi nis hes a ne ga ti ve ef fect of 
the loss of re so ur ces. 

To con clu de, the or ga ni za ti ons which cre a te stres sful en vi ron ment due to neg lect of 
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the em plo ye es’ in te rests, mo ti va ti on and at ti tu des, con tri bu te to the ex ha us ti on of em plo-
ye es’ re so ur ces and the de ve lop ment of cyni cal at ti tu de. The ex ha us ti on of re so ur ces trig-
gers em plo ye es to use sel f-de fen se stra te gi es, which, ma inly, prec lu des them from the re-
so ur ce con ser va ti on and the in ves tment of emo ti o nal re so ur ces, and, fi nally, re sults in the 
re duc ti on of the or ga ni za ti o nal com mit ment. The study shows that by cre a ting the or ga ni-
za ti o nal sup port cul tu re and of fe ring me a nin gful work to em plo ye es, the or ga ni za ti on can 
re du ce the pro ba bi lity of the spre ad of or ga ni za ti o nal cyni cism an d/or a co un ter pro duc ti ve 
ef fect of or ga ni za ti o nal cyni cism on the or ga ni za ti o nal pro ces ses and em plo yee ef fi cacy. 

Bibliography

AKAR, H. (2019a). A Meta-Analytic Review on the Causes and Consequences of Organiza-
tional Cynicism. International Online Journal of Educational Sciences, 11(2). https://doi.
org/10.15345/IOJES.2019.02.010

Allan Blake. A., Batz-Barbarich, C., Sterling, H. M., & Tay, L. (2019). Outcomes of meaning-
ful work: A meta-analysis. Journal of Management Studies, 56(3), 500–528. https://doi.
org/10.1111/joms.12406

Andersson, L. M., & Bateman, T. S. (1997). Cynicism in the workplace: some causes and 
effects. In Ltd. J. Organiz. Behav (Vol. 18). John Wiley & Sons.

Andersson M. Lynne. (1996). Employee Cynicism: An Examination Using a Contract Viola-
tion Framework. Human Relations, 49(11), 1395–1418.

Atalay, M. O., Aydemir, P., & Acuner, T. (2022). The Influence of Emotional Exhaustion on Orga-
nizational Cynicism: The Sequential Mediating Effect of Organizational Identification and 
Trust in Organization. SAGE Open, 12(2). https://doi.org/10.1177/21582440221093343

Audenaert, M., Van der Heijden, B., Rombaut, T., & Van Thielen, T. (2021). The Role of Feed-
back Quality and Organizational Cynicism for Affective Commitment Through Leader–
Member Exchange. Review of Public Personnel Administration, 41(3), 593–615. https://
doi.org/10.1177/0734371X20923010

Aydin, M., & Akdag, G. (2016). The relationship between Organizational Commitment and 
Organizational Cynicism among hotel employees in southeastern Anatolia Region 
of Turkey. Eurasian Journal of Business and Management, 4(4), 81–89. https://doi.
org/10.15604/ejbm.2016.04.04.008

Barrick, M. R., Mount, M. K., & Li, N. (2013). The theory of purposeful work behavior: The 
role of personality, higher-order goals, and job characteristics. The Academy of Man-
agement Review, 38(1), 132–153. https://doi.org/10.5465/amr.2010.0479

Beduk, A., Eryesil, K., Esmen O. (2015). The Effect of Organizational Commitment and 
Burnout on Organizational Cynicism: A Field Study in the Healthcare Industry. View 
project Kemalettin Eryeşil Sirnak Üniversitesi. https://www.researchgate.net/publica-
tion/312191973

Blau, G. J., & Boal, K. B. (1987). Conceptualizing how job involvement and organizational 
commitment affect turnover and absenteeism. The Academy of Management Review, 
12(2), 288–300. https://doi.org/10.2307/258536



92                                                                     Georgian Psychological Journal, Vol.6, Issue 1, 2024.  ISSN 2667–9027

Ia Kutaladze, Barbare Butsashvili

Brotheridge, C., & Lee, R. (2002). Testing a Conservation of Resources Model of the Dynam-
ics of Emotional Labor. Journal of Occupational Health Psychology, 7, 57–67. https://
doi.org/10.1037/1076-8998.7.1.57

Canboy, B., Tillou, C., Barzantny, C., Güçlü, B., & Benichoux, F. (2023). The impact of 
perceived organizational support on work meaningfulness, engagement, and per-
ceived stress in France. European Management Journal, 41(1), 90–100. https://doi.
org/10.1016/j.emj.2021.12.004

Cartwright, S., & Holmes, N. (2006). The meaning of work: The challenge of regaining em-
ployee engagement and reducing cynicism. Human Resource Management Review, 
16(2), 199 –208. https://doi.org/10.1016/j.hrmr.2006.03.012

Chalofsky, N. (2003). An emerging construct for meaningful work. Human Resource Devel-
opment International, 6(1), 69–83. https://doi.org/10.1080/1367886022000016785

Chernyak-Hai, L., & Rabenu, E. (2018). The New Era Workplace Relationships: Is Social 
Exchange Theory Still Relevant? In Industrial and Organizational Psychology (Vol. 11, 
Issue 3, pp. 456–481). Cambridge University Press. https://doi.org/10.1017/iop.2018.5

Chiaburu, D. S., Peng, A. C., Oh, I. S., Banks, G. C., & Lomeli, L. C. (2013). Antecedents 
and consequences of employee organizational cynicism: A meta-analysis. Journal of 
Vocational Behavior, 83(2), 181–197. https://doi.org/10.1016/j.jvb.2013.03.007

Dean, J. W., Brandes, P., & Dharwadkar, R. (1998). Organizational Cynicism. In Source: The 
Academy of Management Review (Vol. 23, Issue 2).

Doǧru, C. (2022). A Meta-Analysis of the Relationships Between Emotional Intelligence and 
Employee Outcomes. In Frontiers in Psychology (Vol. 13). Frontiers Media S.A. https://
doi.org/10.3389/fpsyg.2022.611348

Dulnik, A. (2018). Coaching leaders through organizational cynicism. Retrieved from https://
www.forbes.com/sites/forbescoachescouncil/2018/11/20/coaching-leaders throu gh-or-
ganizational-cynicism/#7b1e96c14df0

Durrah, O., Chaudhary, M., & Gharib, M. (2019). Organizational cynicism and its impact on 
organizational pride in industrial organizations. International Journal of Environmental 
Research and Public Health, 16(7). https://doi.org/10.3390/ijerph16071203

Eisenberger, R., Huntington, R., Hutchison, S., & So wa, D. (1986). Perceived Organizational 
Support. In Journal of Applied Psychology (Vol. 71, Issue 3).

Ferris, K. R. (1983). A COMPARISON OF TWO ORGANIZATIONAL COMMITMENT 
SCALES’. In PERSONNEL PSYCHOLOGY (Vol. 1983).

Hackman, J. R., & Oldham, G. R. (1976). Motivation through the design of work: Test of 
a theory. Organizational Behavior & Human Performance, 16(2), 250–279. https://doi.
org/10.1016/0030-5073(76)90016-7

Hobfoll, S. (1989). Conservation of Resources: A New Attempt at Conceptualizing Stress. 
The American Psychologist, 44, 513–524. https://doi.org/10.1037/0003-066X.44.3.513

Holmgreen, L., Tirone, V., Gerhart, J., & Hobfoll, S. E. (2017). Conservation of Resources 
Theory In book: The Handbook of Stress and Health: A Guide to Research and Practice 
(pp.443-457), DOI:10.1002/9781118993811.ch27



ქართული ფსიქოლოგიური ჟურნალი, ტ. 6., ნომერი 1, 2024. ISSN 2667–9027                                                    93

ორგანიზაციული ცინიზმის როლი ორგანიზაციული მხარდაჭერის, სამუშაოს მნიშვნელობის...

Kasalak, G. (2014). The Relationship between Perceived Organizational Support and Or-
ganizational Cynicism of Research. Educational Sciences: Theory & Practice, 14(1), 
125-133

Kahn, W. A. (1990). Psychological conditions of personal engagement and disengagement at 
work. Academy of Management Journal, 33(4), 692–724. https://doi.org/10.2307/256287

Kurtessis, J. N., Eisenberger, R., Ford, M. T., Buffardi, L. C., Stewart, K. A., & Adis, C. 
S. (2017). Perceived Organizational Support: A Meta-Analytic Evaluation of Orga-
nizational Support Theory. Journal of Management, 43(6), 1854–1884. https://doi.
org/10.1177/0149206315575554

Lee, T. W., Ashford, S. J., Walsh, J. P., & Mowday, R. T. (1992). Commitment propensi-
ty, organizational commitment, and voluntary turnover: A longitudinal study of or-
ganizational entry processes. Journal of Management, 18(1), 15–32. https://doi.
org/10.1177/014920639201800102

Lepisto, D. A., & Pratt, M. G. (2017). Meaningful work as realization and justification: Toward 
a dual conceptualization. Organizational Psychology Review, 7(2), 99–121. https://doi.
org/10.1177/2041386616630039

McCarthy, A., Cleveland, J. N., Hunter, S., Darcy, C., & Grady, G. (2013). Employee work–life 
balance outcomes in Ireland: A multilevel investigation of supervisory support and per-
ceived organizational support. International journal of human resource management, 
24(6), 1257-1276. https://doi.org/10.1080/09585192.2012.709189

Meyer, J. P., & Herscovitch, L. (2001). Commitment in the workplace: Toward a general mod-
el. Human Resource Management Review, 11(3), 299–326. https://doi.org/10.1016/
S1053-4822(00)00053-X

Mishra, P. (2002). Manual for Organisational Commitment Scale. https://www.researchgate.
net/publication/286926248

Mowday, R. T., Steers, R. M., Porter, L. W., Dubin, R., Morris, J., Smith, F., Stone, E., Van, 
J., Spencer, M. D., Mcdade, T., & Krackhart, D. (1979). The Measurement of Organiza-
tional Commitment. In Journal of Vocational Behavior, Vol. 14

Naseer, S., Raja, U., Syed, F., & Baig, M. U. A. (2021). When and why organizational cyni-
cism leads to CWBs. Personnel Review, 50(1), 90–107. https://doi.org/10.1108/PR-09-
2019-0480

Naus, A. J. A. M. (2007). Organizational Cynicism: on the nature, antecedents, and conse-
quences of employee cynicism toward the employing organization [maastricht universi-
ty]. https://doi.org/10.26481/dis.20071012an

Riggle, R. J., Edmondson, D. R., & Hansen, J. D. (2009). A meta-analysis of the relationship 
between perceived organizational support and job outcomes: 20 years of research. 
Journal of Business Research, 62(10), 1027–1030. https://doi.org/10.1016/j.jbus-
res.2008.05.003

Rosso, B. D., Dekas, K. H., & Wrzesniewski, A. (2010). On the meaning of work: A theoreti-
cal integration and review. Research in Organizational Behavior, 30(C), 91–127. https://
doi.org/10.1016/J.RIOB.2010.09.001



94                                             ქართული ფსიქოლოგიური ჟურნალი, ტ. 6, ნომერი 1, 2024. ISSN 2667–9027

ია კუტალაძე, ბარბარე ბუწაშვილი

Savvides, E., Stavrou, E. (2020). Purpose, Meaning, and Wellbeing at Work. In: Dhiman, S. 
(eds) The Palgrave Handbook of Workplace Well-Being. Palgrave Macmillan, Cham. 
https://doi.org/10.1007/978-3-030-02470-3_36-2

Song, Y.H., Terao, T. and Nakamura, J. (2007). Type A behavior pattern is associated with 
cynicism and low self-acceptance in medical students. Stress and Health: Journal of the 
International Society for the Investigation of Stress, Vol. 23 No. 5, pp. 323-329.

Sun, L. (2019). Perceived Organizational Support: A Literature Review. International Journal 
of Human Resource Studies, 9(3), 155. https://doi.org/10.5296/ijhrs.v9i3.15102

Thundiyil, T. G., Chiaburu, D. S., Oh, I. S., Banks, G. C., & Peng, A. (2014). Cynical about 
change? A meta-analysis of organizational cynicism correlates. 74th Annual Meet-
ing of the Academy of Management, AOM 2014, 783–786. https://doi.org/10.5465/
AMBPP.2014.177

von Devivere, B. (2018). Meaningful work: Viktor Frankl’s legacy for the 21st century. In 
Meaningful Work: Viktor Frankl’s Legacy for the 21st Century. Springer International 
Publishing. https://doi.org/10.1007/978-3-319-89791-2

Weeks, K. P., & Schaffert, C. (2019). Generational Differences in Definitions of Meaningful 
Work: A Mixed Methods Study. Journal of Business Ethics, 156(4), 1045–1061. https://
doi.org/10.1007/s10551-017-3621-4

Wilkerson, J. M., Evans, W. R., & Davis, W. D. (2008). A test of coworkers’ influence on 
organizational cynicism, badmouthing, and organizational citizenship behavior. Journal 
of Applied Social Psychology, 38(9), 2273-2292. doi:10.1111/j.1559-1816.2008.00391.x


