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Honnamane et al., 2024; Beus et al., 2010;
Gyekye, 2006)<} £ A9 J#EA ZAAE
THHOE HESGAT 1 AR, A", 44,
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# 1. Descriptive statistics and correlation among study variables

Variables 1 2 3 4 5
1.  Tenure -
2. Meaningful Work .05 -
3. Professional Pride 19" 657 -
4. Organizational Cynicism -12" -21" -20" -
5. Safety Behavior 177 56" 517 -20" -
Mean - 3.16 3.28 4.00 3.53
Standard Deviation - .68 .87 1.15 .66

=-20, p < ODF FAE = AR U B = 83, p <
bt F2 A 2
Aol ks
29| ojojet RSOl AN XY A e AU
Hef of7i=at 001). =3 Yo

do| om7} AFFol FEFE vA= & oA 0°] EFEHA
& A2 o Iy &It BA

= 3 20 AAES itk 24 A del o mEbd HY AR
o] 3E L] BANA

Aol A 29 AFA ] wifEHE EA%
=
olmE kAT B = 40, p < .o0n°l

# 2. The mediating effect of Professional Pride

p < 01, AW Er = 51, p < oI T HFH JFS w
FHE BYon 24 YirFoes hddlEs(r o] AAHUG =
p
7

AATH
ofu)7} 2l AR
a
=]
Ho g
11—

1A Ao veh} 7p
2e) ol Aa A
oDl FelskA gl g
= Yehdst sl Ay =
TEER I ERC T
B = 17, p <
]

e 7

-

= 95% AFH T

iho B A ARA
2 folshll veh
Ae dof olsh okl
Folg u) Az A%

95% I
v Dv B SE t
LLaa ULCT
Meaningful Work Safety Behavior 407 .05 7.85 .30 .50
Meaningful Work Professional Pride 83" .05 17.33 73 92
Professional Pride Safety Behavior a7 .04 4.16 .09 .25
95% I
Effect SE
Mediating(Indirect) Effect LLCT ULCT
14 .04 .07 21

F.ON =405 p < .05. “p < 01. Tp < 001
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o7h woldsE AR 7t
AAFo] B% Folitk: Mol =

# 3. The moderating mediation effect of Organizational Cynicism by Professional Pride

DV : Professional Pride

95% CI
Variables B SE t
LLcT ULCT
constant 2657 .16 -16.84 -2.96 -2.34
Meaningful Work 84™ .05 17.22 74 93
DV : Safety Behavior
95% CI
Variables B SE r
LLCT ULCT
constant 233" .16 14.26 2.01 2.66
Meaningful Work 38" .05 7.36 .28 48
Professional Pride (A) 20" 04 4.90 12 28
Organizational Cynicism (B) -.03 .02 -1.25 -.08 .02
A X B -05" 02 -2.05 -09 -.00
R’ F
R’ increse by interaction N
.01 4.18

F N =405 "p < 05. "p < .01. p < .00L.
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13 2. The Moderating effect of Organizational

Cynicism
7 Yazeh A AR AABE )
WAE 24T Aol /M 30 AREE
thAl @ W % % gk

teo 2% Yatoe 54 FEA
de] ezt Y ARAL AR ARYF
JFg PlAE 2AR PHESRY FoHL
AZHL W, £ 4o ANE AND 24 3
aFq7t B FEC1 READH} A 2
FEEDOIA BF 2AR B3 ave] AT
2ol 00] TFHo| A YomE FAHOE

50| 20| ofoj7} SO ok

= 9% K Aol

Ao g zAE )

Agg AP v AT 00] EFHo
A7) wizel, =dd wAEL FAHL

2 RS ol e HAE 4+ A3

3 AAENeY, M 4=

B AT A4 A9 Q9 ojnzh ok
B5ol AL GG AFeha, of BANA

R EE DS PSR
HE dolnig s AT

Griffin, 2006; Parker et al., 2001; Hong, 2023,

2932 20223 A3y B Ave= 223t

# 4. Conditional indirect effect at values of Organizational Cynicism

9%
Organizational Cynicism Effect SE
LLCT ULCT
-1SD -1.15 21 .05 12 31
Mean -.00 17 .04 .09 24
+1SD 1.15 12 .04 .04 .20
95%
Index (@) SE
Moderated mediating (indirect) index LLCT ULCT
-04 .02 -.08 .00

F.ON =405 p < .05 “p < .01 Tp < 00
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The Effect of Meaningful Work on Safety Behavior among Field
Workers: The Mediating Role of Professional Pride and the

Moderating Role of Organizational Cynicism

Yoon Young Kong Erisa Lee Eun Kyoung Chung

Kangwon National University

This study examined the effect of meaningful work on safety behavior among field workers, adopting a
promotion focus perspective based on regulatory focus theory. In addition, it investigated the mediating
role of professional pride and the moderating role of organizational cynicism in this relationship. While
previous research on safety behavior has primarily focused on punishment and regulation based prevention
approaches, this study explored the potential for enhancing safety behavior through a promotion-focused
approach that emphasizes meaning and growth. A survey was conducted with 405 field workers,
including production workers, and the mediating, moderating, and moderated mediation effects were
tested using the SPSS PROCESS Macro. The results showed that, first, meaningful work had a positive
effect on safety behavior. Second, professional pride significantly mediated the relationship between
meaningful work and safety behavior. Third, organizational cynicism moderated the relationship between
professional pride and safety behavior, with the positive effect of professional pride on safety behavior
being strengthened when organizational cynicism was low. Finally, the moderated mediation effect of
organizational cynicism was not supported.. This study reconceptualized safety behavior not as a passive
act of accident prevention but as a proactive behavior for personal growth and organizational
development. It also empirically demonstrated the importance of intrinsic motivation-based approaches to
safety management. Based on these findings, practical implications for field safety management and

directions for future research were discussed.

Key words : meaningful work, safety behavior, professional pride, organizational cynicism, regulatory focus theory, field

workers
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