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The antecedents and outcomes of work stress among casino 
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ABSTRACT
The casino workforce faces some unique issues (e.g. emotionally fluctuat
ing gamblers) while sharing common features with other hospitality 
sectors. This study aims to investigate the antecedents of casino dealers’ 
work stress and the relevant outcomes. We used data collected from 590 
casino dealers working for Macao’s six gaming operators for structural 
equation modelling analysis. The results validated that job insecurity and 
work-to-family conflict are two main antecedents of work stress among 
casino dealers, which in turn generate burnout and depression. Job 
mobility has a negative moderating effect on the relationship between 
work stress and burnout. This study draws attention to the health out
comes of work stress and the moderating effect of job mobility on the 
negative outcomes of work stress.
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Introduction

Work stress is a widely recognized global issue for organizations (Cedstrand et al., 2021). Work 
stress and its formation mechanism vary across sectors. The literature on work stress has focused on 
healthcare (McVicar, 2016), tertiary education (Usman et al., 2011), banking (Giorgi et al., 2017), 
and various hospitality sectors such as food service (Jung & Yoon, 2014), airlines (S. Kim et al.,  
2022), and gaming (P. Y. K. Wan, 2013). Among hospitality employees, casino dealers’ work stress 
is worthy of scholarly attention because of their frequent encounters with unhappy gamblers (for 
losing money), regardless of their service quality (Manian et al., 2023). The stress level of casino 
dealers is so high that some of them resort to substance abuse and casual sexual behaviours (Shi & 
Liu, 2010). These situations necessitate the investigation of casino dealers’ work stress, together with 
its antecedents and outcomes.

Hospitality businesses such as casinos and hotels share two common workplace characteristics, 
namely long weekly working hours and the three-shift rotation system. These characteristics might 
lead to work-to-family conflict, a stressor for casino dealers. Work stress among employees is also 
closely linked to ongoing changes in the work environment and the job market (Cedstrand et al.,  
2021). The changing macroeconomic environment can reinforce casino dealers’ perceptions of job 
insecurity. In short, the work stress of casino dealers might be partly attributable to both work – 
family conflict and job insecurity (Z. Li et al., 2023; Minnotte & Yucel, 2018Nauman et al., 2020).

Previous studies on the consequences of work stress have focused on work outcomes such as 
ineffective job performance, counterproductive behaviours, job dissatisfaction, and turnover 
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intention (Al-Romeedy & Khairy, 2024; Duffour et al., 2021; Universari & Harsono, 2021). In 
contrast, the health outcomes of work stress have received less scholarly attention. Investigating the 
health consequences of work stress is also of practical importance, as many hospitality employees 
suffer from mental health problems (Yu et al., 2021). Work stress leads to anxiety, tension, burnout, 
depression, sleep disturbances, and other mental health symptoms (Krishnan & Balaji, 2022). 
Among such health outcomes, burnout and depression have been investigated as a result of factors 
such as customer incivility or emotional labour (Karatepe & Ehsani, 2012; H. J. Kim & Kang, 2017); 
however, the relationships between work stress and burnout and between work stress and depres
sion among hospitality employees await further investigation. Üngüren et al. (2024) investigated the 
link between work stress and burnout among hotel employees; however, they did not examine 
depression.

Job mobility refers to workers’ ability to change occupations or career paths (Bergin, 2011). 
Employees will have a greater sense of control when perceiving a high job mobility. It can be 
considered a resource for employees to cope with any potential challenges in careers. In the gaming 
context, the perceived job mobility of casino dealers is believed to have a mitigating effect on the 
negative outcomes of work stress, namely burnout and depression. However, this potential mod
erating effect has received little attention in the hospitality and gaming literature. Existing studies 
concentrate on the roles of personal-level factors (e.g. Anasori et al., 2021) and organizational 
support (e.g. H. Chen & Eyoun, 2021). Job mobility is rather related to career and job as well as 
personal cognition.

This study draws on conservation of resources (COR) theory (S. E. Hobfoll, 2001; S. Hobfoll 
et al., 2018) to investigate the interrelationships among the concepts discussed above. COR theory 
suggests that the loss of a person’s psychological resources results in various stressors, which can 
eventually cause health problems. In the hospitality literature, scholars have used COR theory to 
explain employees’ psychological responses and emotional outcomes (H. Chen & Eyoun, 2021; 
Zhou et al., 2018). Due to the loss of resources such as job security and work – life balance, 
employees may experience work stress, which can result in mental and behavioural issues. To the 
best of our knowledge, no hospitality studies using COR theory have discussed the moderating 
effect of job mobility on health outcomes. Casino dealers’ perceptions of job mobility can be treated 
as a conditional resource (S. E. Hobfoll, 2001).

Based on the discussion above, our study has three objectives: first, to validate two main 
antecedents of casino dealers’ work stress, namely job insecurity and work-to-family 
conflict; second, to examine the health consequences of casino dealers’ work stress, namely burnout 
and depression; and third, to investigate the moderating effect of job mobility on the negative 
outcomes of work stress (i.e. burnout and depression).

Literature review

Conservation of resources theory

COR theory explains the sources of stress and coping mechanisms (S. Hobfoll et al., 2018), arguing 
that individuals strive to obtain various resources from their environment (Lin et al., 2022). The 
theory categorizes individual resources into material, energy, and social factors, including housing, 
cars, time, money, cognitive knowledge, and family and work conditions (Guan et al., 2022). In our 
study, we use job insecurity and work-to-family conflict to illustrate employees’ resource losses and 
stressors.

COR theory further suggests that negative environments lead to stress, resulting in mental and 
psychological problems (S. E. Hobfoll, 2001; S. Li et al., 2023). For example, in the workplace, work 
stress can cause burnout and depression. Workplace burnout, a typical consequence of employees’ 
loss of psychological and conditional resources (leading to job insecurity and work-to-family 
conflict), manifests itself as emotional exhaustion or a failure to deploy emotional coping skills (J. 
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Lee & Ok, 2014), or as a “fundamental resource depletion syndrome” (Neveu, 2007, p. 23). 
Depression can occur as a prolonged mental health problem when burnout and negative emotions 
cannot be effectively alleviated (S. E. Hobfoll, 2001). In the following sections, we review the 
concept of work stress, its antecedents (namely job insecurity and work-to-family conflict as 
stressors), and its outcomes (namely burnout and depression). We also discuss and theorize the 
interrelationships among these factors.

Work stress in hospitality

In the field of organizational behaviour or human resource management, work stress is pervasive 
among employees, thereby creating operational and management problems for organizations (Al- 
Romeedy & Khairy, 2024; Cedstrand et al., 2021). Hospitality is no exception (O’Neill & Davis,  
2011); work environments in the hospitality sector are highly stressful, with frontline employees 
expected to work in states of high tension and emotion (Teoh et al., 2019). These stressful 
conditions can be further intensified in the event of service failures or guest complaints (Koc,  
2019). Today, the adoption of advanced technologies can also lead to work stress among hospitality 
employees, as many employees are not accustomed to using these technologies effectively (Chadee 
et al., 2021). These work stressors and psychological challenges also apply to the work environment 
in casinos (P. Y. K. Wan, 2013). While some studies have identified similar stressors in the gaming 
sector as compared to other hospitality sectors, other studies have reported unique features of 
gambling environments such as poor air quality, excessive and unnatural noises, and impolite 
gamblers (Tiyce et al., 2013). Thus, when discussing work stress, particular attention is needed to 
specific hospitality sectors.

Antecedents of casino dealers’ work stress

Three antecedents are common in the literature on work stress, regardless of the nature of the work 
(e.g. back office vs. frontline), but reflect different circumstances in the gaming sector: job 
insecurity, work-to-family conflict, and role ambiguity (Tharmalingam & Bhatti, 2014). Job inse
curity refers to employees’ perceptions of job uncertainty and discontinuity, particularly in a volatile 
labour market and in a sector sensitive to economic and social variations (Z. Li et al., 2023). Given 
concurrent job and career concerns, job insecurity becomes a significant stressor in studies across 
multiple disciplines, including hospitality (Näswall, 2004; Yoo, 2022). Job insecurity was not 
a concern for dealers when the gaming industry was growing in the first two decades in Macao. 
However, the hospitality landscape has changed dramatically due to the COVID-19 pandemic and 
the resulting uncertainties in the broader economic and social environment (Abbas et al., 2021). 
Today, job insecurity is a real concern among casino dealers, given the vulnerable nature of the 
hospitality sector and the different types of crises that the gaming sector may face (e.g. changes in 
the regulatory environment and automation in casino operations).

Work – family conflict is another natural antecedent of work stress, regardless of the sector of 
activity (Nauman et al., 2020, Parent-Lamarche & Boulet, 2021). Among employees working in 
different hospitality sectors, flight attendants and casino dealers typically experience work – family 
conflict (Chau, 2019; Tang et al., 2020). Shift changes and irregular working hours make their rest 
time incompatible with that of their family members, friends, and relatives. Unsocial work sche
dules can add to the stress of casino dealers and other hospitality employees. The bidimensional 
concept of work – family conflict describes the inter-role conflict that arises when work and family 
interact: work-to-family conflict, which refers to the conflict when work matters and problems 
interfere with family time, and family-to-work conflict, which refers to the conflict when family 
issues affect the work (Huang et al., 2004). Work-to-family or family-to-work conflicts are ante
cedents of work stress (C. F. Chen & Kao, 2011). Our study focuses on work-to-family conflict and 
sets aside family-to-work conflict, which is derived from the personal domain. Our discussion of the 
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antecedents of work stress focuses on the work domain. Work-to-family conflict reflects the 
interference of casino employees’ work duties with their commitment to their family roles, leading 
to work – life imbalance (Netemeyer et al., 1996).

Role ambiguity is another antecedent of work stress. In the context of tertiary education, role 
ambiguity leads to work stress (Usman et al., 2011). In the gaming sector, mid-level supervisors in 
casinos are likely to experience role ambiguity as a stressor (Y. K. P. Wan, 2013, 2010). However, the 
story for dealers is different. The localization of management positions (especially mid-level 
management) in recent years (CJT, 2021) has significantly alleviated cross-cultural communication 
issues. The localization of mid-level management helps to reduce role ambiguity arising from cross- 
cultural communication between dealers and their immediate supervisors.

Previous studies have investigated some specific stressors for frontline casino employees. Wu 
and Wong (2008) validated job monotony and job meaningfulness, respectively, as positive and 
negative antecedents for the work stress of dealers. However, the two job characteristics might not 
be at the same level of importance as salient factors represented by job insecurity in terms of their 
influence on work stress. Furthermore, the relatively high income of gaming employees, including 
dealers, might compromise the influence of job monotony on work stress. Fong et al. (2018) found 
that casino hosts (customer relationship management professionals) perceived customer relation
ships as a stressor. A third study, using a qualitative approach, reveals that casino supervisors’ work 
stress is derived from a series of stressors, including role ambiguity, overwhelming workloads, 
subordinates’ poor performance, and so on (P. Y. K. Wan, 2013). However, the stressors of casino 
hosts and supervisors are not necessarily applicable to dealers due to their different duties.

Considering the above discussion, this study focuses on job insecurity and work-to-family 
conflict as salient work stressors for today’s casino dealers. According to COR theory, these two 
stressors represent the primary sources of work stress for casino dealers, as dealers experience a loss 
of treasured psychological and conditional resources. Therefore, we propose the following two 
hypotheses:

H1: Job insecurity leads to work stress among casino dealers.

H2: Work-to-family conflict leads to work stress among casino dealers.

Consequences of casino dealers’ work stress

Work stress leads to various negative consequences. A recent review of the literature on work stress 
revealed that its primary consequences are job-related, including burnout, job (dis)satisfaction, and 
turnover intention (Universari & Harsono, 2021). Counterproductive work behaviours are also 
negative outcomes of work stress (Al-Romeedy & Khairy, 2024). The literature on work stress has 
also investigated health problems such as anxiety and depression, burnout, and maladaptive 
behaviours (Giorgi et al., 2017). A study of casino dealers found that they suffered from burnout 
and depression because of their stressful workplace (H. J. Kim & Kang, 2017).

In line with COR theory, burnout represents a type of emotional exhaustion (Neveu, 2007). The 
measurement of burnout can be unidimensional or multidimensional if people’s dysfunctional 
behaviours and additional psychological effects are considered (Meng & Choi, 2021). Depression 
refers to a depressive disorder over an extended period and is typically characterized by a range of 
psychological and behavioural symptoms such as depressed mood, pessimism, and loss of interest 
(Cassano & Fava, 2002). COR theory suggests that burnout and depression are health problems 
triggered by stressful environments (S. E. Hobfoll, 2001). Sustained burnout can lead to depression 
and sadness, as evidenced by Meng and Choi (2021) in the hotel context. A similar cause-and-effect 
relationship between burnout and depression may also exist among casino dealers. Accordingly, we 
propose the following three hypotheses:
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H3: Work stress among casino dealers leads to burnout.

H4: Work stress among casino dealers leads to depression.

H5: Burnout among casino dealers leads to depression.

The moderating role of job mobility

The consequences of work stress are also contingent on factors such as job mobility, which refers to 
a job holder’s ability to change their current job or profession (Bergin, 2011). This change can occur 
within an occupation, within a sector, or across sectors (DiPrete & Nonnemaker, 1997). In our 
study, perceived job mobility can translate into casino dealers’ perception of opportunities in the 
job market (Awal et al., 2020). Previous studies have revealed the moderating effect of job mobility 
on the relationship between abusive supervision and job dissatisfaction (Pyc, 2011) and on the 
relationship between job dissatisfaction and intention to quit (Wheeler et al., 2007). These studies 
have shown that high perceived job mobility may decrease negative outcomes, whereas low 
perceived job mobility may increase negative outcomes for employees. The moderating effect of 
job mobility may apply to the relationship between casino dealers’ work stress and health outcomes, 
namely depression and burnout.

The hospitality literature applying COR theory has identified numerous coping mechanisms and 
factors related to stress. Personal-level factors include job satisfaction and engagement (Anasori 
et al., 2021; Yousaf et al., 2020; Zhou et al., 2018), emotional intelligence (J. Lee & Ok, 2014), self- 
efficacy (Zhou et al., 2018), and attachment to family and colleagues (Meng & Choi, 2021). 
Organization-level factors include organizational support (H. Chen & Eyoun, 2021) and empower
ment (Zhou et al., 2018). According to COR theory (S. E. Hobfoll, 2001), job mobility can also serve 
as a conditional resource that hospitality employees, and casino dealers in our study, can use to 
mitigate the effects of work stress on health outcomes, namely burnout and depression. Therefore, 
we propose the following two hypotheses:

H6: Job mobility negatively moderates the relationship between work stress and burnout.

H7: Job mobility negatively moderates the relationship between work stress and depression.

Conceptual framework

Figure 1 presents our research model. Job insecurity and work-to-family conflict are two stressors 
generating work stress among casino dealers. Work stress leads to burnout and depression among 
casino dealers. Meanwhile, job mobility influences the relationship between work stress and 
burnout and that between work stress and depression.

Methodology

Research instruments

The measures for all of the constructs were based on or adapted from the literature. Specifically, we 
used five items to measure job insecurity (Benjamin & Samson, 2011; Nauman et al., 2020; Richter 
et al., 2020), such as “I am worried about the possibility of being fired.” Work-to-family conflict was 
measured using five items (Hwang & Jung, 2021, Nauman et al., 2020); a sample item is “The time 
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I can spend with my family is not sufficient due to work.” Work stress was measured using four 
items (Clouser et al., 2018; Judge et al., 2012; Taormina & Kuok, 2009), such as “My work 
environment is fast-paced.” Burnout was measured using five items (Kristensen et al., 2005), such 
as “I feel worn out at the end of a shift.” Depression was measured using four items (J. M. Lee et al.,  
2022; Wilson & Liss, 2023); a sample item is “I felt depressed over the past two weeks.” Job mobility 
was measured using four items (Awal et al., 2020; Tepper, 2000), such as “If I were to quit my job, 
I could find another job with a similar salary.” We adopted a 7-point Likert scale (1 = strongly 
disagree, 7 = strongly agree) to measure all of the constructs.

Data collection

We recruited five employees from the gaming sector to conduct the survey in December 2023 in 
Macao. They were also fourth-year undergraduate students enrolled at the university with which 
the first and third authors are affiliated. Their industry background ensured that they had sufficient 
contact with the target population. We adopted snowball sampling for the survey (Brunt et al.,  
2017). Using their networks, the five survey administrators distributed the questionnaire to 707 
casino dealers and received 601 responses, for a response rate of 85%. The respondents were 
employed by all six of Macao’s casino operators, representing a diversity of management styles.

Data analysis

After data screening, we removed 11 invalid questionnaires from the sample (each row with 
a standard deviation less than 0.25; see ResearchWithFawad, 2024). We found no other quality 
issues and then used the remaining 590 valid questionnaires for further data analysis. We adopted 
SmartPLS 4 for partial least squares structural equation modelling (PLS-SEM) analysis, including 
testing the measurement model and the structural model.

Results

Sample profile

Regarding the profile of the respondents, approximately 73.9% of the respondents were between 40 
and 65 years old. Women (51.2%) made up a slightly larger proportion of the sample than men 

Burnout

Work-to-

family conflict

Work 

stress

Job 

insecurity

Depression

Job 

mobility

H1

H2 H4

H3

H7

H6

H5

Figure 1. Research model.
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(48.8%). Majorities of the respondents did not hold a degree (77.9%), were married (60.7%), and 
had work experience of more than 10 years (81.7%). The demographic characteristics of the sample 
in terms of age, education level, and marital status were broadly consistent with those of two 
previous surveys of Macao’s casino dealers (Chan, 2018; Chau, 2019). Our sample’s gender 
distribution fell between the results of these surveys, with female respondents accounting for the 
majority (68%) of the sample in the study by Chau (2019) and the minority (31%) of the sample in 
the study by Chan (2018).

Measurement model

Before performing confirmatory factor analysis, we tested common method bias adopting 
Harman’s single-factor test (Podsakoff et al., 2003). The factor analysis results showed that the 
variance explained by the single factor was 32.4%, far less than 50%, showing that common method 
bias was not a concern in our study. All of the retained questionnaire items had factor loadings 
greater than .70 (see Table 1). The Cronbach’s alpha and composite reliability values of each 
construct were greater than .70, indicating the reliability of all scales. The AVE values for all 
constructs were greater than .50, confirming convergent validity. The results of the discriminant 
validity tests are presented in two subsequent tables. The square root of the AVE was higher than 
the correlation coefficients in accordance with the Fornell – Larcker criterion (see Table 2), and the 
HTMT ratios were also less than .90 (see Table 3). These test results showed that discriminant 
validity was confirmed.

Structural model

Table 4 presents the results of testing the structural model. Both job insecurity (β = .458, p  
= .000) and work-to-family conflict (β = .356, p = .000) were antecedents of work stress, 
supporting H1 and H2. The paths from work stress to burnout (β = .713, p = .000) and to 

Table 1. Confirmatory factor analysis.

Construct/Item Loading Mean SD α CR AVE

Job insecurity 0.900 0.938 0.834
Worry about the possibility of unemployment 0.934 4.22 1.300
Worry about the shame of unemployment 0.890 4.11 1.282
Worry about the future of unemployment 0.915 4.33 1.315
Work-to-family conflict 0.912 0.944 0.850
Insufficient time for family 0.937 4.99 1.172
Lack of energy for housework 0.907 4.98 1.128
Unsocial working hours 0.922 4.71 1.371
Work stress 0.840 0.903 0.757
Fast-paced environments 0.829 5.45 0.890
Feeling tense 0.883 5.46 0.902
Demanding job 0.897 5.55 0.858
Job mobility 0.879 0.913 0.725
Able to find another job with a similar salary 0.884 3.10 1.238
Able to find an acceptable job 0.820 3.34 1.192
Perception of available new jobs 0.838 3.29 1.157
Perception of external opportunities for development 0.863 3.16 1.122
Burnout 0.884 0.945 0.896
Worn out at the end of a shift 0.946 5.53 0.873
Burnt out because of work 0.947 5.44 0.900
Depression 0.910 0.937 0.787
Feeling depressed 0.894 3.36 1.501
Feeling of disappointing others 0.929 3.09 1.461
Feeling worthless to others 0.821 2.79 1.316
Feeling hopeless 0.902 3.21 1.505

SD: Standard deviation; α: Cronbach’s alpha; CR: Composite reliability; AVE: Average variance extracted
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depression (β = .325, p = .000) were significant, which supported H3 and H4. The path from 
burnout to depression (β = .307, p = .000) was also significant, supporting H5. Regarding the 
indirect effects of the two antecedents on the two outcomes, the paths from job insecurity to 
burnout (β = .326, p = .000) and to depression (β = .250, p = .000) were significant, as were 
the paths from work-to-family conflict to burnout (β = .254, p = .000) and to depression (β  
= .195, p = .000).

The negative moderating effect of job mobility (β = −.067, p = .000) on the relationship between 
work stress and burnout was significant, supporting H6. As Figure 2 shows, when job mobility 
increase, the slope of burnout predicted by work stress decrease. However, the proposed moderat
ing effect of job mobility on the relationship between work stress and depression was not significant 
(β = .027, p = .446), rejecting H7.

The R2 results indicate that the two stressors (i.e. job insecurity and work-to-family conflict) 
explain 47.7% of the variance in work stress. In addition, 62.6% of the variance in burnout and 
37.1% of the variance in depression were explained by their antecedents in the structural model. 
These statistics suggest the high explanatory power of the model in consumer and hospitality 
research (Hair et al., 2011).

Conclusion and implications

This study validates two salient antecedents of casino dealers’ work stress, namely job insecurity and 
work-to-family conflict, and two health outcomes of work stress, namely burnout and depression. 
Our results also show that job mobility moderates the relationship between work stress and 

Table 2. Fornell – Larcker criterion.

1 2 3 4 5 6

1. Burnout .946
2. Depression .574 .887
3. Job insecurity .622 .596 .913
4. Job mobility −.384 −.283 −.453 .852
5. Work stress .781 .576 .614 −.356 .870
6. Work-to-family conflict .558 .683 .445 −.156 .558 .922

The square roots of the AVE values are on the diagonal; the HTMT ratios are presented in parentheses.

Table 3. Heterotrait – monotrait (HTMT) criterion.

1 2 3 4 5 6

1. Burnout
2. Depression .633
3. Job insecurity .696 .650
4. Job mobility .404 .274 .485
5. Work stress .895 .646 .700 .379
6. Work-to-family conflict .622 .744 .488 .145 .631

Table 4. Structural model testing.

Path VIF β f2 t-statistic Sig.

H1: Job insecurity → Work stress 1.247 .458 0.320 9.917 .000
H2: Work-to-family conflict → Work stress 1.247 .356 0.194 8.025 .000
H3: Work stress → Burnout 1.250 .713 1.098 21.781 .000
H4: Work stress → Depression 2.623 .325 0.065 5.512 .000
H5: Burnout → Depression 2.688 .307 0.058 5.31 .000
H6: Job mobility × Work stress → Burnout 1.413 −.067 0.014 2.03 .042
H7: Job mobility × Work stress → Depression 1.433 .027 0.002 0.762 .446

VIF: Variance inflation factor.
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burnout. Specifically, the greater the job mobility perceived by a casino dealer, the weaker the 
relationship between work stress and burnout. Overall, our study fulfils its three objectives.

Theoretical implications

This study contributes to the understanding of the work stress of frontline casino employees. This 
workforce faces some unique challenges, such as emotionally volatile customers and poor air 
quality. Casinos are particularly vulnerable to economic contractions, and meanwhile their employ
ees may suffer from psychological problems (Lam et al., 2019). Our results show that work stressors 
are job-specific. In the gaming sector, the two stressors of job insecurity and work-to-family conflict 
play an important role in causing work stress among casino dealers. Using COR theory, our results 
show that job security and work-family balance are two major work-related conditional resources 
lost by employees in the casino environment (Guan et al., 2022). Job insecurity is a common factor 
contributing to work stress. Tian et al. (2014) found that casino dealers’ job insecurity reduces their 
organizational commitment and increases their counterproductive behaviours. Our confirmation 
of job insecurity as a stressor contributes to the understanding of the mechanism of formation of 
work stress among casino dealers. Work-to-family conflict is another critical contributor to casino 
dealers’ work stress, which is consistent with the study of Chau (2019) conducted five years ago. 
This lasting effect implies that the factors underlying work-to-family conflict, namely long weekly 
working hours and shift work, have remained constant over time.

Our study also reveals that burnout and depression are consequences of work stress. Building on 
COR theory, we offer theoretical insights by emphasizing that these two factors demonstrate 
phenomena of emotional exhaustion (J. Lee & Ok, 2014) and resource depletion (Neveu, 2007) 
among hospitality and casino employees. Our finding is consistent with the results of previous 

Figure 2. Slope analysis of burnout predicted by work stress.
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studies that frontline employees in the hospitality sector can easily suffer from exhaustion and 
depression (Karatepe & Ehsani, 2012). For example, casino dealers may suffer from burnout and 
depression because of their emotional labour (Chan, 2018; H. J. Kim & Kang, 2017). Our validation 
of burnout and depression as two outcomes of work stress suggests that scholarly attention should 
be given to the specific context of casino dealers’ workplaces. A previous study found that casino 
dealers were engaged in maladaptive practices of excessive drinking, smoking, playing video games, 
using addictive substances, and gambling (Hu et al., 2013). Our findings of burnout and depression 
as consequences of the work stress of dealers can help to understand the why of these deviant 
behaviours.

Our findings further suggest that job mobility has a negative moderating effect on the relation
ship between work stress and burnout. Job mobility is a psychological resource and source of capital 
that casino dealers can use to curb the effects of work stress on burnout. This finding is consistent 
with the results of Liljegren and Ekberg (2009), who revealed the association between job mobility 
and health as well as burnout. On the one hand, work stress leads to negative outcomes such as 
burnout and depression, which can affect casino dealers’ performance. On the other hand, our 
validation of the negative moderating role of job mobility in the relationship between work stress 
and burnout suggests an approach that can reduce casino dealers’ perceptions of burnout by 
increasing their perceptions of job mobility.

However, we do not find a moderating effect of job mobility on the relationship between work 
stress and depression. In other words, an increase in job mobility does not reduce casino dealers’ 
perceptions of depression associated with work stress. This finding is different from previous 
studies that validate a moderating effect of job mobility on negative outcomes, such as job 
dissatisfaction and turnover intention (Pyc, 2011; Wheeler et al., 2007). Unlike the job-related 
consequences of work stress, all social, psychological, and biological issues may contribute to 
depression, and people who have experienced difficult lifetimes are more likely to suffer from it 
(WHO, 2023). Our finding implies the existence of complex factors between work stress and 
depression. Depression reflects a prolonged accumulation of negative emotions, sadness, and 
hopelessness, which do not fade easily (Cassano & Fava, 2002; Wells & Sturm, 1995).

Practical implications

Our results confirm that job insecurity is a stressor for casino dealers. Based on this finding, we 
suggest that casinos or the government of gaming destinations (e.g. the government of Macao) 
provide transferable skills training to casino dealers, which will enable these employees to take 
alternative positions within a casino or even work outside the gaming sector (e.g. hotels). 
Furthermore, gaming companies can provide incentives (e.g. tuition sponsorship) for participating 
in continuing education, which will improve dealers’ employability or perceived job mobility.

Our results also validate work-to-family conflict as another stressor for casino dealers. This 
factor is linked to casino dealers’ long weekly working hours and the three-shift rotation system, 
which leads to an imbalance between work and family. We recommend that casinos adopt the five- 
day work week and reduce the number of weekly working hours to the cross-industry standard 
(40 hours). Furthermore, the introduction of temporal flexibility into human resource management 
also helps to decrease work-to-family conflict. Adopting such a family-friendly policy could reduce 
work-to-family conflict, thereby reducing the stress and burnout levels of casino dealers.

Limitations and future research

This study has two limitations, paving the way for future research. First, this study focuses on job 
insecurity and work-to-family conflict as two antecedents of casino dealers’ work stress, thus 
leaving aside other latent antecedents. For instance, customers or gamblers can be a source of 
work stress for casino dealers. Gamblers’ emotional fluctuation or incivility associated with 
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gambling results may add to the stress of dealers. Future research is recommended to investigate the 
influence of customer-related factors on dealers’ work stress. Second, we found that casino dealers’ 
work stress led to depression; however, the proposed moderating effect of job mobility on the 
relationship between work stress and depression was not significant. Future research could test 
other moderators, such as job satisfaction, organizational support, and personal resilience, to 
understand how the causal relationship between work stress and depression (or burnout) is 
influenced or mitigated.

Acknowledgements

This work was supported by the Macao Polytechnic University under Grant number RP/CJT-01/2022.

Disclosure statement

No potential conflict of interest was reported by the author(s).

Funding

The work was supported by the Macao Polytechnic University [RP/CJT-01/2022].

Notes on contributors

Libo Yan is an Associate Professor in the Centre for Gaming and Tourism Studies at Macao Polytechnic University, 
Macao, China. His research interests include hospitality management and gaming management.

Jing Xu is a Senior Lecturer in the College of Professional and Continuing Education at The Hong Kong 
Polytechnic University, SAR China. His research interests include tourism psychology and hospitality 
management.

Changbin Wang is Professor and Director of the Centre for Gaming and Tourism Studies at the Macao Polytechnic 
University, Macao, China. His research focuses on gaming law and regulation.

ORCID

Libo Yan http://orcid.org/0000-0002-8677-4159
Jing (Bill) Xu http://orcid.org/0000-0002-6473-8683

Data availability statement

The data that support the findings of this study are available from the corresponding author upon reasonable request.

References

Abbas, M., Malik, M., & Sarwat, N. (2021). Consequences of job insecurity for hospitality workers amid COVID-19 
pandemic: Does social support help? Journal of Hospitality Marketing and Management, 30(8), 957–981. https:// 
doi.org/10.1080/19368623.2021.1926036  

Al-Romeedy, B. S., & Khairy, H. A. (2024). Organizational politics and employee job performance in the tourism and 
hospitality industry: Workplace stress and counterproductive work behavior. Tourism Review, 79(8), 1457–1473.  
https://doi.org/10.1108/tr-06-2023-0428  

Anasori, E., Bayighomog, S. W., De Vita, G., & Altinay, L. (2021). The mediating role of psychological distress 
between ostracism, work engagement, and turnover intentions: An analysis in the Cypriot hospitality context. 
International Journal of Hospitality Management, 94, Article 102829. 102829. https://doi.org/10.1016/j.ijhm.2020. 
102829  

598 L. YAN ET AL.

https://doi.org/10.1080/19368623.2021.1926036
https://doi.org/10.1080/19368623.2021.1926036
https://doi.org/10.1108/tr-06-2023-0428
https://doi.org/10.1108/tr-06-2023-0428
https://doi.org/10.1016/j.ijhm.2020.102829
https://doi.org/10.1016/j.ijhm.2020.102829


Awal, M. R., Kumar, B., Saha, P., & Saha, A. (2020). Employees’ job satisfaction, job alternatives and turnover 
intention: A case of private banks in Bangladesh. Economic Insights-Trends and Challenges, 3, 67–76. https://www. 
researchgate.net/profile/Amitav-Saha/publication/349365308 

Benjamin, O. A., & Samson, B. S. (2011). Effect of perceived inequality and perceived job insecurity on fraudulent 
intent of bank employees in Nigeria. Europe’s Journal of Psychology, 7(1), 99–111. https://doi.org/10.5964/ejop. 
v7i1.107  

Bergin, A. (2011). Job mobility and measurement error [Unpublished doctoral dissertation]. National University of 
Ireland Maynooth.

Brunt, P., Horner, S., & Semley, N. (2017). Research methods in tourism, hospitality and events management. Sage.
Cassano, P., & Fava, M. (2002). Depression and public health: An overview. Journal of Psychosomatic Research, 53(4), 

849–857. https://doi.org/10.1016/s0022-3999(02)00304-5  
Cedstrand, E., Nyberg, A., Sanchez-Bengtsson, S., Alderling, M., Augustsson, H., Bodin, T., Alvesson, H., & 

Johansson, G. (2021). A participatory intervention to improve the psychosocial work environment and mental 
health in human service organisations. A mixed methods evaluation study. International Journal of Environmental 
Research and Public Health, 18(7), Article 3546. 3546. https://doi.org/10.3390/ijerph18073546  

Chadee, D., Ren, S., & Tang, G. (2021). Is digital technology the magic bullet for performing work at home? Lessons 
learned for post COVID-19 recovery in hospitality management. International Journal of Hospitality Management, 
92, Article 102718. 102718. https://doi.org/10.1016/j.ijhm.2020.102718  

Chan, S. T. M. (2018). A work-individual-family inquiry on mental health and family responsibilities of dealers 
employed in the Macau gaming industry. Journal of Family Therapy, 40(3), 428–446. https://doi.org/10.1111/ 
1467-6427.12168  

Chau, S. L. (2019). The impact of work-family conflict on work stress and job satisfaction among Macau table game 
dealers. International Journal of Tourism Sciences, 19(1), 1–17. https://doi.org/10.1080/15980634.2019.1592298  

Chen, C. F., & Kao, Y. L. (2011). The antecedents and consequences of job stress of flight attendants-evidence from 
Taiwan. Journal of Air Transport Management, 17(4), 253–255. https://doi.org/10.1016/j.jairtraman.2011.01.002  

Chen, H., & Eyoun, K. (2021). Do mindfulness and perceived organizational support work? Fear of COVID-19 on 
restaurant frontline employees’ job insecurity and emotional exhaustion. International Journal of Hospitality 
Management, 94, Article 102850. 102850. https://doi.org/10.1016/j.ijhm.2020.102850  

CJT. (2021). Survey on future talent needs of Macau gaming companies (2021-2023). Centre for Gaming and Tourism 
Studies, Macao Polytechnic Institute.

Clouser, J. M., Bush, A., Gan, W., & Swanberg, J. (2018). Associations of work stress, supervisor unfairness, and 
supervisor inability to speak Spanish with occupational injury among latino farmworkers. Journal of Immigrant & 
Minority Health, 20(4), 894–901. https://doi.org/10.1007/s10903-017-0617-1  

DiPrete, T. A., & Nonnemaker, K. L. (1997). Structural change, labor market turbulence, and labor market outcomes. 
American Sociological Review, 62(3), 386–404. https://doi.org/10.2307/2657312  

Duffour, K. A., Gbolonyo, P. K., & Chen, T. (2021). Impact of job stress on job performance and turnover intention 
among employees in hospitality industry in Ghana. International Journal of Applied Research in Business and 
Management, 2(2), 39–63. https://doi.org/10.51137/ijarbm.2021.2.2.4  

Fong, L. H. N., Chui, P. M. W., Cheong, I. S. C., & Fong, D. K. C. (2018). Moderating effects of social support on job 
stress and turnover intentions. Journal of Hospitality Marketing and Management, 27(7), 795–810. https://doi.org/ 
10.1080/19368623.2018.1446862  

Giorgi, G., Arcangeli, G., Perminiene, M., Lorini, C., Ariza-Montes, A., Fiz-Perez, J., DiFabio, A., & Mucci, N. (2017). 
Work-related stress in the banking sector: A review of incidence, correlated factors, and major consequences. 
Frontiers in Psychology, 8, Article 2166. https://doi.org/10.3389/fpsyg.2017.02166  

Guan, X., Gong, J., & Huan, T.-C. (2022). Trick or treat! How to reduce co-destruction behavior in tourism workplace 
based on conservation of resources theory? Journal of Hospitality & Tourism Management, 52, 42–49. https://doi. 
org/10.1016/j.jhtm.2022.05.016  

Hair, J. F., Ringle, C. M., & Sarstedt, M. (2011). PLS-SEM: Indeed a silver bullet. Journal of Marketing Theory & 
Practice, 19(2), 139–152. https://doi.org/10.2753/mtp1069-6679190202  

Hobfoll, S. E. (2001). The influence of culture, community, and the nested-self in the stress process: Advancing 
conservation of resources theory. Applied Psychology: An International Review, 50(3), 337–421. https://doi.org/10. 
1111/1464-0597.00062  

Hobfoll, S., Halbesleben, J., Neveu, J.-P., & Westman, M. (2018). Conservation of resources in the organizational 
context: The reality of resources and their consequences. Annual Review of Organizational Psychology & 
Organizational Behavior, 5(1), 103–128. https://doi.org/10.1146/annurev-orgpsych-032117-104640  

Hu, S. X., Luk, A., Leong, C., U, C., & Van, F. (2013). The correlations of work conditions with unhealthy lifestyles 
and occupational health problems of casino croupiers in Macau. Journal of Gambling Studies, 29(2), 255–268.  
https://doi.org/10.1007/s10899-012-9301-5  

Huang, Y. H., Hammer, L. B., Neal, M. B., & Perrin, N. (2004). The relationship between work-to-family conflict and 
family-to-work conflict: A longitudinal study. Journal of Family & Economic Issues, 25(1), 79–100. https://doi.org/ 
10.1023/b:jeei.0000016724.76936.a1  

ANATOLIA 599

https://www.researchgate.net/profile/Amitav-Saha/publication/349365308
https://www.researchgate.net/profile/Amitav-Saha/publication/349365308
https://doi.org/10.5964/ejop.v7i1.107
https://doi.org/10.5964/ejop.v7i1.107
https://doi.org/10.1016/s0022-3999(02)00304-5
https://doi.org/10.3390/ijerph18073546
https://doi.org/10.1016/j.ijhm.2020.102718
https://doi.org/10.1111/1467-6427.12168
https://doi.org/10.1111/1467-6427.12168
https://doi.org/10.1080/15980634.2019.1592298
https://doi.org/10.1016/j.jairtraman.2011.01.002
https://doi.org/10.1016/j.ijhm.2020.102850
https://doi.org/10.1007/s10903-017-0617-1
https://doi.org/10.2307/2657312
https://doi.org/10.51137/ijarbm.2021.2.2.4
https://doi.org/10.1080/19368623.2018.1446862
https://doi.org/10.1080/19368623.2018.1446862
https://doi.org/10.3389/fpsyg.2017.02166
https://doi.org/10.1016/j.jhtm.2022.05.016
https://doi.org/10.1016/j.jhtm.2022.05.016
https://doi.org/10.2753/mtp1069-6679190202
https://doi.org/10.1111/1464-0597.00062
https://doi.org/10.1111/1464-0597.00062
https://doi.org/10.1146/annurev-orgpsych-032117-104640
https://doi.org/10.1007/s10899-012-9301-5
https://doi.org/10.1007/s10899-012-9301-5
https://doi.org/10.1023/b:jeei.0000016724.76936.a1
https://doi.org/10.1023/b:jeei.0000016724.76936.a1


Hwang, J. H., & Jung, H. S. (2021). The effects of work characteristics related to work–life imbalance on presenteeism 
among female workers in the health and social work sectors: Mediation analysis of psychological and physical 
health problems. International Journal of Environmental Research and Public Health, 18(12), Article 6218. 6218.  
https://doi.org/10.3390/ijerph18126218  

Judge, T. A., Ilies, R., & Zhang, Z. (2012). Genetic influences on core self-evaluations, job satisfaction, and work stress: 
A behavioral genetics mediated model. Organizational Behavior and Human Decision Processes, 117(1), 208–220.  
https://doi.org/10.1016/j.obhdp.2011.08.005  

Jung, H. S., & Yoon, H. H. (2014). Antecedents and consequences of employees’ job stress in a foodservice industry: 
Focused on emotional labor and turnover intent. International Journal of Hospitality Management, 38, 84–88.  
https://doi.org/10.1016/j.ijhm.2014.01.007  

Karatepe, O. M., & Ehsani, E. (2012). Work-related depression in frontline service jobs in the hospitality industry: 
Evidence from Iran. Journal of Human Resources in Hospitality and Tourism, 11(1), 16–35. https://doi.org/10. 
1080/15332845.2012.621052  

Kim, H. J., & Kang, J. S. (2017). The effects of emotional labor on casino dealers’ burnout and depression. Journal of 
the Korea Academia-Industrial Cooperation Society, 18(12), 276–285. https://doi.org/10.5762/kais.2017.18.12.276  

Kim, S., Wong, A. K. F., Han, H., & Yeung, M. W. (2022). Airline employees’ stress amidst the COVID-19 pandemic 
and its job-related consequences. Asia Pacific Journal of Tourism Research, 27(1), 30–47. https://doi.org/10.1080/ 
10941665.2021.1998158  

Koc, E. (2019). Service failures and recovery in hospitality and tourism: A review of literature and recommendations 
for future research. Journal of Hospitality Marketing and Management, 28(5), 513–537. https://doi.org/10.1080/ 
19368623.2019.1537139  

Krishnan, S. A., & Balaji, B. (2022). Work performance and stress alleviation in hospitality services. ECS Transactions, 
107(1), 3407–3415. https://doi.org/10.1149/10701.3407ecst  

Kristensen, T. S., Borritz, M., Villadsen, E., & Christensen, K. B. (2005). The Copenhagen burnout inventory: A new 
tool for the assessment of burnout. Work & Stress, 19(3), 192–207. https://doi.org/10.1080/02678370500297720  

Lam, C. C., Cheung, F., & Wu, A. M. S. (2019). Job insecurity, occupational future time perspective, and psychological 
distress among casino employees. Journal of Gambling Studies, 35(4), 1177–1191. https://doi.org/10.1007/s10899- 
019-09855-y  

Lee, J. M., Hong, J. S., Resko, S. M., Gonzalez-Prendes, A. A., & Voisin, D. R. (2022). Pathways from exposure to 
community violence to bullying victimization among African American adolescents in Chicago’s southside. 
International Journal of Environmental Research and Public Health, 19(15), Article 9453. 9453. https://doi.org/ 
10.3390/ijerph19159453  

Lee, J., & Ok, C. M. (2014). Understanding hotel employees’ service sabotage: Emotional labor perspective based on 
conservation of resources theory. International Journal of Hospitality Management, 36, 176–187. https://doi.org/ 
10.1016/j.ijhm.2013.08.014  

Li, S., Fu, T., Qu, H., & Chen, M. (2023). Understanding residents’ hospitality toward tourists amid the COVID-19 
pandemic: A conservation of resources perspective. Journal of Sustainable Tourism, 31(8), 1944–1962. https://doi. 
org/10.1080/09669582.2022.2131798  

Li, Z., Zou, H.-Y., Wang, H.-J., Jiang, L., Tu, Y., & Zhao, Y. (2023). Qualitative job insecurity, negative work-related 
affect and work-to-family conflict: The moderating role of core self-evaluations. Journal of Career Development, 50 
(1), 216–233. https://doi.org/10.1177/08948453221090610  

Liljegren, M., & Ekberg, K. (2009). Job mobility as predictor of health and burnout. Journal of Occupational & 
Organizational Psychology, 82(2), 317–329. https://doi.org/10.1348/096317908x332919  

Lin, H., Tian, J., Kong, Y., & Gao, J. (2022). Impact of tour guide humor on tourist pro-environmental behavior: 
Utilizing the conservation of resources theory. Journal of Destination Marketing & Management, 25, Article 
100728. 100728. https://doi.org/10.1016/j.jdmm.2022.100728  

Manian, W., Yan, L., & Zeng, Z. (2023). The lived experience of frontline casino workers. International Gambling 
Studies. Advance online publication. https://doi.org/10.1080/14459795.2023.2273520  

McVicar, A. (2016). Scoping the common antecedents of job stress and job satisfaction for nurses (2000-2013) using 
the job demands-resources model of stress. Journal of Nursing Management, 24(2), E112–E136. https://doi.org/10. 
1111/jonm.12326  

Meng, B., & Choi, K. (2021). Employees’ sabotage formation in upscale hotels based on conservation of resources 
theory (COR): Antecedents and strategies of attachment intervention. International Journal of Contemporary 
Hospitality Management, 33(3), 790–807. https://doi.org/10.1108/ijchm-08-2020-0859  

Minnotte, K. L., & Yucel, D. (2018). Work-family conflict, job insecurity, and health outcomes among US workers. 
Social Indicators Research, 139(2), 517–540. https://doi.org/10.1007/s11205-017-1716-z  

Näswall, K. (2004). Job insecurity from a stress perspective: Antecedents, consequences, and moderators [Doctoral 
dissertation]. Stockholm University]. Digitala Vetenskapliga Arkivet. https://www.diva-portal.org/smash/record. 
jsf?pid=diva2%3A189914&dswid=3608 

600 L. YAN ET AL.

https://doi.org/10.3390/ijerph18126218
https://doi.org/10.3390/ijerph18126218
https://doi.org/10.1016/j.obhdp.2011.08.005
https://doi.org/10.1016/j.obhdp.2011.08.005
https://doi.org/10.1016/j.ijhm.2014.01.007
https://doi.org/10.1016/j.ijhm.2014.01.007
https://doi.org/10.1080/15332845.2012.621052
https://doi.org/10.1080/15332845.2012.621052
https://doi.org/10.5762/kais.2017.18.12.276
https://doi.org/10.1080/10941665.2021.1998158
https://doi.org/10.1080/10941665.2021.1998158
https://doi.org/10.1080/19368623.2019.1537139
https://doi.org/10.1080/19368623.2019.1537139
https://doi.org/10.1149/10701.3407ecst
https://doi.org/10.1080/02678370500297720
https://doi.org/10.1007/s10899-019-09855-y
https://doi.org/10.1007/s10899-019-09855-y
https://doi.org/10.3390/ijerph19159453
https://doi.org/10.3390/ijerph19159453
https://doi.org/10.1016/j.ijhm.2013.08.014
https://doi.org/10.1016/j.ijhm.2013.08.014
https://doi.org/10.1080/09669582.2022.2131798
https://doi.org/10.1080/09669582.2022.2131798
https://doi.org/10.1177/08948453221090610
https://doi.org/10.1348/096317908x332919
https://doi.org/10.1016/j.jdmm.2022.100728
https://doi.org/10.1080/14459795.2023.2273520
https://doi.org/10.1111/jonm.12326
https://doi.org/10.1111/jonm.12326
https://doi.org/10.1108/ijchm-08-2020-0859
https://doi.org/10.1007/s11205-017-1716-z
https://www.diva-portal.org/smash/record.jsf?pid=diva2%253A189914%26dswid=3608
https://www.diva-portal.org/smash/record.jsf?pid=diva2%253A189914%26dswid=3608


Nauman, S., Zheng, C., & Naseer, S. (2020). Job insecurity and work-family conflict: A moderated mediation model 
of perceived organizational justice, emotional exhaustion and work withdrawal. International Journal of Conflict 
Management, 31(5), 729–751. https://doi.org/10.1108/ijcma-09-2019-0159  

Netemeyer, R. G., Boles, J. S., & McMurrian, R. (1996). Development and validation of work-family conflict and 
family-work conflict scales. Journal of Applied Psychology, 81(4), 400–410. https://doi.org/10.1037/0021-9010.81.4. 
400  

Neveu, J. (2007). Jailed resources: Conservation of resources theory as applied to burnout among prison guards. 
Journal of Organizational Behaviour, 28(1), 21–42. https://doi.org/10.1002/job.393  

O’Neill, J. W., & Davis, K. (2011). Work stress and well-being in the hotel industry. International Journal of 
Hospitality Management, 30(2), 385–390. https://doi.org/10.1016/j.ijhm.2010.07.007  

Parent-Lamarche, A., & Boulet, M. (2021). Workers’ stress during the first lockdown: Consequences on job 
performance analyzed with a mediation model. Journal of Occupational and Environmental Medicine, 63(6), 
469–475. https://doi.org/10.1097/jom.0000000000002172  

Podsakoff, P. M., MacKenzie, S. B., Lee, J.-Y., & Podsakoff, N. P. (2003). Common method biases in behavioral 
research: A critical review of the literature and recommended remedies. Journal of Applied Psychology, 88(5), 
879–903. https://doi.org/10.1037/0021-9010.88.5.879  

Pyc, L. S. (2011). The moderating effects of workplace ambiguity and perceived job control on the relations between 
abusive supervision and employees’ behavioral, psychological, and physical strains [Doctoral dissertation]. Hofstra 
University]. ProQuest. https://www.proquest.com/openview/59bfd661b43c6e2ba1e3b8b4105b3750/1?pq-origsite 
=gscholar&cbl=18750 

ResearchWithFawad. (2024). Data screening and handling missing data. https://researchwithfawad.com/index.php/ 
lp-courses/data-analysis-using-spss/data-screening-and-handling-missing-data-using-spss/#google_vignette 

Richter, A., Vander Elst, T., & De Witte, H. (2020). Job insecurity and subsequent actual turnover: Rumination as 
a valid explanation? Frontiers in Psychology, 11, Article 712. https://doi.org/10.3389/fpsyg.2020.00712  

Shi, W., & Liu, S. D. (2010). The subject of neoliberalism: An investigation of Macau’s casino dealers. Taiwan: 
A Radical Quarterly in Social Studies, 80, 321–366. https://doi.org/10.29816/TARQSS.201012.0008  

Tang, A. D., Chang, M.-L., Wang, T.-H., & Lai, C.-H. (2020). How to create genuine happiness for flight attendants: 
Effects of internal marketing and work-family interface. Journal of Air Transport Management, 87, Article 101860. 
101860. https://doi.org/10.1016/j.jairtraman.2020.101860  

Taormina, R. J., & Kuok, A. C. H. (2009). Factors related to casino dealer burnout and turnover intention in Macau: 
Implications for casino management. International Gambling Studies, 9(3), 275–294. https://doi.org/10.1080/ 
14459790903359886  

Teoh, M. W., Wang, Y., & Kwek, A. (2019). Coping with emotional labor in high stress hospitality work 
environments. Journal of Hospitality Marketing and Management, 28(8), 883–904. https://doi.org/10.1080/ 
19368623.2019.1571979  

Tepper, B. J. (2000). Consequences of abusive supervision. Academy of Management Journal, 43(2), 178–190. https:// 
doi.org/10.2307/1556375  

Tharmalingam, S. D., & Bhatti, M. A. (2014). Work-family conflict: An investigation on job involvement, role 
ambiguity and job demand: Moderated by social support. Journal of Human Resource Management, 2(3), 52–62.  
https://doi.org/10.11648/j.jhrm.20140203.12  

Tian, Q., Zhang, L., & Zou, W. (2014). Job insecurity and counterproductive behavior of casino dealers-the mediating 
role of affective commitment and moderating role of supervisor support. International Journal of Hospitality 
Management, 40, 29–36. https://doi.org/10.1016/j.ijhm.2014.03.005  

Tiyce, M., Hing, N., Cairncross, G., & Breen, H. (2013). Employee stress and stressors in gambling and hospitality 
workplaces. Journal of Human Resources in Hospitality and Tourism, 12(2), 126–154. https://doi.org/10.1080/ 
15332845.2013.752708  

Üngüren, E., Onur, N., Demirel, H., & Tekin, Ö. A. (2024). The effects of job stress on burnout and turnover 
intention: The moderating effects of job security and financial dependency. Behavioral Sciences, 14(4), Article 322. 
322. https://doi.org/10.3390/bs14040322  

Universari, N., & Harsono, M. (2021). Antecedents and consequences of work stress behavior. Economics and 
Business Solutions Journal, 5(1), 46–63. https://doi.org/10.26623/ebsj.v5i1.3362  

Usman, A., Ahmed, Z., Ahmed, I., & Akbar, Z. (2011). Work stress experienced by the teaching staff of university of 
the Punjab, Pakistan: Antecedents and consequences. International Journal of Business & Social Science, 2(8), 
202–210.

Wan, P. Y. K. (2013). Work stress among casino industry supervisors in Macao casinos. International Journal of 
Hospitality & Tourism Administration, 14(2), 179–201. https://doi.org/10.1080/15256480.2013.782233  

Wan, Y. K. P. (2010). Exploratory assessment of the Macao casino dealers’ job perceptions. International Journal of 
Hospitality Management, 29(1), 62–71. https://doi.org/10.1016/j.ijhm.2009.06.002  

Wells, K. B., & Sturm, R. (1995). Care for depression in a changing environment. Health Affairs, 14(3), 78–89. https:// 
doi.org/10.1377/hlthaff.14.3.78  

ANATOLIA 601

https://doi.org/10.1108/ijcma-09-2019-0159
https://doi.org/10.1037/0021-9010.81.4.400
https://doi.org/10.1037/0021-9010.81.4.400
https://doi.org/10.1002/job.393
https://doi.org/10.1016/j.ijhm.2010.07.007
https://doi.org/10.1097/jom.0000000000002172
https://doi.org/10.1037/0021-9010.88.5.879
https://www.proquest.com/openview/59bfd661b43c6e2ba1e3b8b4105b3750/1?pq-origsite=gscholar%26cbl=18750
https://www.proquest.com/openview/59bfd661b43c6e2ba1e3b8b4105b3750/1?pq-origsite=gscholar%26cbl=18750
https://researchwithfawad.com/index.php/lp-courses/data-analysis-using-spss/data-screening-and-handling-missing-data-using-spss/#google_vignette
https://researchwithfawad.com/index.php/lp-courses/data-analysis-using-spss/data-screening-and-handling-missing-data-using-spss/#google_vignette
https://doi.org/10.3389/fpsyg.2020.00712
https://doi.org/10.29816/TARQSS.201012.0008
https://doi.org/10.1016/j.jairtraman.2020.101860
https://doi.org/10.1080/14459790903359886
https://doi.org/10.1080/14459790903359886
https://doi.org/10.1080/19368623.2019.1571979
https://doi.org/10.1080/19368623.2019.1571979
https://doi.org/10.2307/1556375
https://doi.org/10.2307/1556375
https://doi.org/10.11648/j.jhrm.20140203.12
https://doi.org/10.11648/j.jhrm.20140203.12
https://doi.org/10.1016/j.ijhm.2014.03.005
https://doi.org/10.1080/15332845.2013.752708
https://doi.org/10.1080/15332845.2013.752708
https://doi.org/10.3390/bs14040322
https://doi.org/10.26623/ebsj.v5i1.3362
https://doi.org/10.1080/15256480.2013.782233
https://doi.org/10.1016/j.ijhm.2009.06.002
https://doi.org/10.1377/hlthaff.14.3.78
https://doi.org/10.1377/hlthaff.14.3.78


Wheeler, A. R., V, C. G., Brouer, R. L., Sablynski, C. J., & Morley, M. (2007). When person-organization (mis)fit and 
(dis)satisfaction lead to turnover: The moderating role of perceived job mobility. Journal of Managerial Psychology, 
22(2), 203–219. https://doi.org/10.1108/02683940710726447  

WHO. (2023, March 31). Depressive disorder (depression). https://www.who.int/news-room/fact-sheets/detail/ 
depression# 

Wilson, L. C., & Liss, M. (2023). Belonging and loneliness as mechanisms in the psychological impact of discrimina
tion among transgender college students. Journal of LGBT Youth, 20(3), 705–723. https://doi.org/10.1080/ 
19361653.2022.2049418  

Wu, A. M., & Wong, E. M. (2008). Disordered gambling among Chinese casino employees. Journal of Gambling 
Studies, 24(2), 207–217. https://doi.org/10.1007/s10899-007-9068-2  

Yoo, D. Y. (2022). How to alleviate hotel employees’ job stress in the associations between job stressors and its 
consequences. Sustainability, 14(15), Article 8979. 8979. https://doi.org/10.3390/su14158979  

Yousaf, S., Rasheed, M. I., Hameed, Z., & Luqman, A. (2020). Occupational stress and its outcomes: The role of 
work-social support in the hospitality industry. Personnel Review, 49(3), 755–773. https://doi.org/10.1108/pr-11- 
2018-0478  

Yu, J., Park, J., & Hyun, S. S. (2021). Impacts of the COVID-19 pandemic on employees’ work stress, well-being, 
mental health, organizational citizenship behavior, and employee-customer identification. Journal of Hospitality 
Marketing and Management, 30(5), 529–548. https://doi.org/10.1080/19368623.2021.1867283  

Zhou, X., Ma, J., & Dong, X. (2018). Empowering supervision and service sabotage: A moderated mediation model 
based on conservation of resources theory. Tourism Management, 64, 170–187. https://doi.org/10.1016/j.tourman. 
2017.06.016

602 L. YAN ET AL.

https://doi.org/10.1108/02683940710726447
https://www.who.int/news-room/fact-sheets/detail/depression#
https://www.who.int/news-room/fact-sheets/detail/depression#
https://doi.org/10.1080/19361653.2022.2049418
https://doi.org/10.1080/19361653.2022.2049418
https://doi.org/10.1007/s10899-007-9068-2
https://doi.org/10.3390/su14158979
https://doi.org/10.1108/pr-11-2018-0478
https://doi.org/10.1108/pr-11-2018-0478
https://doi.org/10.1080/19368623.2021.1867283
https://doi.org/10.1016/j.tourman.2017.06.016
https://doi.org/10.1016/j.tourman.2017.06.016

	Abstract
	Introduction
	Literature review
	Conservation of resources theory
	Work stress in hospitality
	Antecedents of casino dealers’ work stress
	Consequences of casino dealers’ work stress
	The moderating role of job mobility
	Conceptual framework

	Methodology
	Research instruments
	Data collection
	Data analysis

	Results
	Sample profile
	Measurement model
	Structural model

	Conclusion and implications
	Theoretical implications
	Practical implications
	Limitations and future research

	Acknowledgements
	Disclosure statement
	Funding
	Notes on contributors
	ORCID
	Data availability statement
	References

