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Abstract: Migrant workers comprise half of the workforce in Macao, and stigmatization is a typical 

characteristic of the group. Previous studies have researched the impact of stigmatization on related 

behaviors such feeling shame to seek help and perceiving resistance and vulnerability as stigmatized 

identities, but few have focused on the workplace behavior of stigmatized employees. This study 

investigates the relationship between perceived stigma and job burnout. We surveyed 312 mainland 

migrant workers in Macao using self-administered questionnaires, using Amos and SPSS software 

analyzing data. Our findings illustrated that perceived stigma leads to job burnout (β1=0.24, p<0.001) 

whereas role stress acts as a mediating variable (β2=0.19, p<0.001). Additionally, this study found that 

both self-efficacy and organizational support buffer role stress in the mediation process. In this sense, 

this study further found that when migrant workers are at a high-level self-efficacy or perceive a high-

level organization support, the mediation effect of role stress has been reduced to insignificant compared 

to middle or low-level self-efficacy and organization support perceptions. Results supported the 

hypotheses and aligned with the conservation of resources theory and job-demand theory. This study 

extends stigmatization study from sociology to the organization behavior studies and it is contended 

that Macao government, society, and employers need to offer sufficient support to migrant workers to 

buffer the effects of stigmatization, reduce their job burnout, and improve migrant workers’ health and 

well-being status. 
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1. Introduction 

Migrant workers are defined as individuals who secure paid employment in various 

forms, such as full-time, part-time, or other arrangements, in a country or region other than 

their own (Le et al., 2022). Macao government classifies migrant employees into three 

categories: professional workers, domestic workers, and non-professional workers. According 

to Macao’s No. 21/2009 Non-local Resident Employment Law, migrant workers may be employed 

as professional employees if they possess a higher education degree or highly specialized work 

experience and are engaged in highly specialized work. Those who do not meet these criteria 

and are not engaged in domestic work are classified as non-professional employees (Macao 

Special Administration Region China, 2009). Employees from Mainland China are categorized 

as migrant workers because they need work permit to work in Macao, due to two distinctive 

governance systems between Mainland China and Macao Special Administration Region.  

Migrant workers are deeply embedded in the social contexts where they live and work, 

and their social connections do matter (Barbier et al., 2013) because they are influenced by local 

coworkers and communities (Bianchi et al., 2016; Sim & Wee, 2009). As such, both migrant 

workers and their employers need to navigate varying degrees of internal and external 

pressures. For example, employers who hire large numbers of migrant workers may face 
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pressure from local communities and government agencies regarding structural 

unemployment and social conflicts (Shi, 2017). Wide exposure to uncivilized behaviors among 

migrant worker groups (Sim & Wee, 2009) may lead to biased perceptions toward migrant 

workers within local communities. Migrant workers, on the other hand, must adapt to work 

settings with local colleagues and manage stress from host city cities or countries (Bernardo et 

al., 2018). Additionally, migrant workers may experience cultural deprivation (Bernardo et al., 

2022), which significantly affect their well-being and health (Hall et al., 2019; Ju & Sandel, 2019), 

as they may struggle to find sufficient support. 

Stigmatization studies have identified that perceived stigma can lead to various behaviors. 

Healthcare providers who experience self-stigma may feel shame when seeking help from 

outsiders due to disadvantaged social status (Endriulaitienė et al., 2019). Similarly, abortion 

workers who perceive resistance and vulnerability in their profession may attribute this to 

social stigmatization (O’Donnell et al., 2011). Perceived stigma is also prevalent among parents 

caring for children with epilepsy, leading to heightened stress levels (Rani & Thomas, 2019). In 

Macao, the majority of Macao mainland migrant workers, particularly non-professional 

employees, are employed in low-skilled jobs, receiving minimal financial compensation, and 

are often involved in 3D jobs (dirty, dangerous, and demanding, sometimes degrading or 

demeaning) (Moyce & Schenker, 2018). Compared to local workers, migrant worker identity 

has been a significant factor impacting their salary levels, with 33.8% of wage discrepancies 

explained by identity discrimination (Li, 2023). In addition, migrant workers in Macao perceive 

stigma for various reasons, including conflicts of interest with local workers (Bernardo et al., 

2018), hidden political agenda, rampant exposure of their so-called “uncivilized” behaviors, 

and instances of discrimination (Ju & Sandel, 2019; Shi, 2017). Some politicians exploit the 

narrative that migrant workers are “stealing” local workers’ job opportunities to advance their 

hidden political purposes. These factors contribute to migrant workers’ low social status and 

subsequently leading to migrant workers’ stigmatization (Chang et al., 2018).  

Stigmatization can result in various psychological problems (Bianchi et al., 2016), 

including depression (Li et al., 2019), anxiety (Hall et al., 2019), and even lead to mental 

disorders (LeBel, 2008). Research has found that migrant workers often face work and financial 

pressure, deteriorating work conditions, psychological issues as well as sexual and genital 

problems. These external and internal factors lead to unhealthy lifestyles and burnout (Hall et 

al., 2019). Past studies have verified the psychological and physiological problems among 

stigmatized migrant work groups (Bernardo et al., 2018; Ju & Sandel, 2019; Shi, 2017), and these 

negative psychological effects are likely influencing migrant workers’ attitudes toward their 

jobs (Bianchi et al., 2016; Hall et al., 2019).  

The relationship between perceived stigma and job burnout has not been thoroughly 

explored, despite the evident overlap between these two concepts (Bianchi et al., 2016). One 

study confirmed that when mental health providers perceived stigma while seeking help from 

others, they are likely experience job burnout (Endriulaitienė et al., 2019). Similarly, some 

clinical studies have found a positive correlation between the perceived stigma of abortion 

workers and occupational burnout, as well as psychological distress (Janiak et al., 2018; Martin 

et al., 2014; Martin et al., 2018; Mosley et al., 2020). Based on these findings, we assume that 

when Macao migrant workers perceive stigma, it leads to job burnout. We focused on migrant 

workers in Macao because they represent a typical group that seeks to make a living overseas 

to support themselves and families, yet this workforce group has been ignored in global 

organization behavior studies. Although several reviewing articles underscored the health and 

wellbeing of migrant workers (Cho et al., 2023; Hargreaves et al., 2019), there remains a 

research gap in exploring the psychological responses of migrant workers in the host country’s 

business context. Therefore, our primary research questions are: in Macao, does perceived 

stigma among migrant workers lead to job burnout? Additionally, does role stress mediate the 

relationship between perceived stigma and job burnout? 
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Individuals’ responses to stigma are believed to play a crucial role in affecting employees’ 

well-being and overall quality of life (Chang et al., 2018). For example, migrant workers may 

engage in acculturation practices, such as learning Cantonese or appreciating other ethnic 

cultures, to reduce their sense of alienation or discrimination (Choe et al., 2020). This approach 

can be seen as an effort to acquire essential resources that help overcome psychological 

deprivation, including the effects of stigmatization. In this context, self-efficacy is a critical 

factor that enables workers to build the mental resilience needed to address psychological 

challenges (Robbins & Judge, 2012) arising from stigmatization. Previous clinical studies have 

shown that perceived stigma accounts for a significant portion of the variance in low self-

efficacy (Kleim et al., 2008), suggesting that employees with high self-efficacy may be better 

equipped to buffer stigmatization.  

Additionally, organizational support is considered a vital resource in helping migrant 

workers mitigate their perceptions of stigma. For instance, perceptions of organizational 

climate are believed to affect employees’ experiences of stigmatization, which in turn influence 

their identity and career advancement (Trau, 2015). If organizations provide adequate support 

and resources, such as fostering an equitable and diverse work environment, migrant workers 

may experience reduced stigmatization in the workplace, thereby leading to low levels of job 

burnout. Therefore, other research questions in the current study include: Do self-efficacy and 

organizational support buffer the effects of perceived stigma on job burnout? 

This study extends previous research on stigmatization from sociology into organizational 

management, advocating for the exploration of related outcomes within the workplace context 

(LeBel, 2008). Additionally, this empirical study makes a significant theoretical contribution, 

particularly in its examination of Macao migrant workers, as job burnout manifests differently 

between local employees and migrant workers. For example, an analysis of burnout and life 

satisfaction among local and migrant workers in the hotel industry in mainland China revealed 

that migrant workers are more susceptible to burnout than their local counterparts due to a 

lack of resource support (Shen & Huang, 2012). Furthermore, due to poor living conditions, 

migrant workers are likely experience discrimination compared to local workers, particularly 

housing discrimination, which can lead to higher level of depression and distress (Chang & 

Fong, 2023; Xiao et al., 2018). Therefore, migrant workers are a particularly vulnerable group 

at risk of compromised health and well-being, which urgently requires further study. 

2. Literature Review and Conceptual Model  

2.1. Definitions of Key Variables 

2.1.1. Perceived Stigma 

Negative attitudes and beliefs that lead individuals to reject, shun, or fear those they 

perceive as different are collectively known as stigma (Tesfaw et al., 2020). Previous literature 

categorizes stigma into various forms, such as public stigma, which involves stereotypes, 

discrimination, and prejudgment from the public; structural stigma, which manifests through 

laws, governmental policies, and official documents; courtesy stigma, which arises from 

association with a stigmatized group or person; provider-based stigma, which is discrimination 

enacted by professional associations intended to support marginalized communities; and self-

stigma, where individuals internalize public stigma directed towards their group (Chang et al., 

2018). These distinctions highlight various perspectives on stigma. The experiential aspect 

refers to how stigma is received, anticipated, perceived, endorsed, or enacted. In contrast, 

action-oriented stigma emphasizes behaviors aimed at addressing or mitigating stigma, such 

as providing support to stigmatized groups (Pescosolido & Martin, 2015).  

This study focuses on perceived stigma (PS), which falls under the experiential nature of 

stigma. Perceived stigma can be understood through the following processes: first, what an 
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individual believes most people think about the stigmatized population in general; and second, 

how an individual perceives the community treats or categorizes them as a member of the 

stigmatized population (LeBel, 2008). Perceived stigma is a form of experiential stigma. Many 

migrant workers in Macao experience this due to factors such as disadvantageous government 

policies including immigration and work permit regulations, comparatively lower salaries 

compared to local labor, unsatisfactory working environments, and the widespread perception 

of their jobs as menial, such as domestic work or waitstaff positions. These conditions 

contribute to their belief that they are a stigmatized group and that their identities are subject 

to discrimination. (Ju & Sandel, 2019).  

2.1.2. Job Burnout 

Burnout is a long-lasting, unpleasant condition that combines physical tiredness, mental 

fatigue, and emotional depletion. It is associated with numerous detrimental health effects and 

is considered the result of ongoing, unresolved workplace stress (Bianchi et al., 2016). Job 

burnout is often viewed as an inadequate response to chronic occupational stress, 

encompassing emotional exhaustion, depersonalization, and a diminished sense of personal 

achievement (Luken & Sammons, 2016). Studies have identified three key dimensions of 

burnout: exhaustion, cynicism, and inefficacy (Maslach et al., 2001). Exhaustion involves the 

depletion of emotional resources, hindering workers from achieving psychological well-being. 

Cynicism refers to the development of a distant, indifferent, or cynical attitude toward one’s 

job and colleagues. Inefficacy is characterized by a decline in competence and accomplishment 

in one’s work. Job burnout can lead to severe consequences including absenteeism, the 

intention to leave the job, resignation, reduced productivity, and less effective work (Bianchi et 

al., 2016). It is a widely used perception in understanding employees’ psychological responses 

(Mosley et al., 2020). 

2.1.3. Role Stress 

Sociology scholars often use the term “role stress” to explore various issues, such as family 

role stress, exemplified by parents of children with specific needs (Rani & Thomas, 2019), and 

social role stress, as seen in abortion worker’s research. In the work context, role stress 

specifically refers to stress related to job roles. Studies have identified three main areas where 

roles within an organization can negatively impact individuals: role conflict, role ambiguity, 

and role overload (Kahn et al., 1964). According to Peterson et al. (1995), role conflict occurs 

when there is an incompatibility between the expectations of different parties or between 

elements of a single role. Role ambiguity arises when an employee receives unclear or 

inconsistent instructions regarding the role they are required to fulfill. Role overload is the 

outward manifestation of stress resulting from excessive responsibilities or demands 

associated with a job role. Role stress can lead to severe workplace consequences, including 

increased anxiety, depression, and burnout, higher risks of health problems such as 

cardiovascular diseases, decreased productivity and job satisfaction, and strained relationships 

with colleagues (Salvagioni et al., 2017).  

2.1.4. Organization Support 

Perceived organizational support refers to employees’ belief that their employers value 

their contributions and care about their well-being (Riggle et al., 2009). There is often confusion 

between organizational support and perceived organizational support, and a clear distinction 

between the two terms has yet to be firmly established. According to social exchange theory, 

when employees perceive that rewards, favorable working conditions, and other resources 

provided by the employer are given voluntarily, they experience higher levels of perceived 

organizational support (Rhoades & Eisenberger, 2002). In this study, organizational support is 
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used as a variable to interact with perceived stigma, role stress, and job burnout. Organizational 

support is known to enhance employees’ well-being, emotional outcomes, and to foster creative 

and innovative behaviors, which are highly valued in organizational management theories 

(Eisenberger et al., 2020).   

2.1.5. Self-efficacy 

Self-efficacy refers to an individual’s belief in their capacity to execute the behaviors 

necessary to achieve specific performance outcomes (Bandura, 1986; Bandura, 1994). From the 

perspective of Job Demands-Resources (JD-R) theory, self-efficacy represents migrant workers’ 

internal resources for performing organizational tasks (Grover et al., 2018). Additionally, from 

the social cognitive theory perspective, self-efficacy is considered a critical factor in 

determining various stress-related outcomes, including job burnout (Shoji et al., 2016), as it can 

buffer physiological arousal and enhance individual performance (Bandura, 1986; Bandura, 

1994). 

2.2. Theoretical Lens 

2.2.1. Conservation of Resources Theory 

Conservation of Resources (COR) theory predicts organizational behaviors (Ghafoor & 

Haar, 2022) and has been widely used in studies on role stress and job burnout (Hobfoll et al., 

2018). The central tenet of COR theory is that individuals strive to obtain and preserve valuable 

resources. According to COR, stress occurs when key resources are threatened with loss, are 

lost, or when efforts to obtain these resources fail (Hobfoll, 1989). This study posits that self-

efficacy and organizational support are vital resources for employees to overcome workplace 

difficulties. For example, if employees perceive a high level of self-efficacy and organizational 

support, they are better equipped to preserve their core resources such as self-esteem and 

organization identity in the workplace, and they can use these resources to resist the negative 

effects of stigmatization.  

2.2.2. The Job Demands-Resources (JD-R) Theory 

The Job Demands-Resources (JD-R) model, proposed by Demerouti et al. (2001), has been 

extensively utilized to explain stress, strain, and job burnout over the past two decades (Bakker 

& Demerouti, 2017; Bakker et al., 2014). The JD-R theory categorizes all job characteristics into 

two broad categories: job demands and job resources. Job demands refer to the physical, 

psychological, social, and organizational aspects of a job that require sustained physical and/or 

psychological effort, often leading to specific physiological and/or psychological costs. In 

contrast, job resources refer to the physical, psychological, social, and organizational 

components of a job that help achieve objectives, reduce the physiological and psychological 

costs of job demands, or promote personal development (Bakker & Demerouti, 2017). Migrant 

workers often face external pressures, such as stigmatization, workplace bullying, and 

discrimination (Ju & Sandel, 2019), which serve as sources of job demands. On the other hand, 

their self-efficacy, along with support from colleagues, leaders, and employers, can be 

considered job resources that help buffer the negative effects of these job demands. In this 

context, the JD-R theory provides a suitable theoretical framework for constructing the 

hypotheses of the present research. 

2.3. Hypotheses Development 

2.3.1. Perceived Stigma and Job Burnout 
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Previous studies have shown that stigmatized groups may experience job burnout when 

subjected to differential treatment (Bianchi et al., 2016; Endriulaitienė et al., 2019). For instance, 

abortion workers often struggle to manage occupational stress, which can lead to poor physical 

health outcomes and heightened emotional burnout (Janiak et al., 2018; Martin et al., 2014; 

Martin et al., 2018; Mosley et al., 2020). Stigmatized roles, such as those of abortion workers, 

require managing intense emotional responses and constantly adapting coping strategies 

(O’Donnell et al., 2011). In a study by Endriulaitienė et al. (2019), recruiting 234 professionals 

from Lithuania and 93 from the U.S., the researchers used the Self-Stigma of Seeking Help Scale 

and the Maslach Burnout Inventory-General Survey. The results showed that the three 

dimensions of burnout, emotional exhaustion, depersonalization, and professional efficacy, 

significantly led to self-stigma, with a significant correlation between general stigma and 

burnout (r=0.28, p<0.01). Macao migrant workers face discrimination due to their perceived 

identities, with locals often accusing them of taking jobs and blaming them for behaviors such 

as smoking, spitting, and speaking loudly (Ju & Sandel, 2019). This discrimination has 

heightened their anxiety, as they fear losing their jobs if they voice concerns about unfair 

treatment in the workplace. Over time, they perceive stigma as a migrant worker, which is 

consistent with the nature of experiential stigma defined by Pescosolido and Martin (2015). 

Therefore, this study hypothesizes that Macao migrant workers who perceive a high level of 

stigma are likely to experience high level of job burnout. For example, young migrant workers 

may feel bored and dissatisfied with repetitive jobs such as cleaners or security guards, yet 

struggle to find appropriate places in Macao to relax and unwind (Ju & Sandel, 2019). 

Therefore, we assume that, 

Hypothesis 1: A high-level perceived stigma will lead to a high-level job burnout.  

2.3.2. Identity Discrimination and Role Stress 

Stigmatized workers may encounter high level of role stress. For instance, abortion 

workers facing greater abortion stigma are more likely to experience increased role stress 

(Janiak et al., 2018; Martin et al., 2014). Anecdotal evidence also suggests a strong correlation 

between stigma and role stress, such as the need to conceal their occupation as abortion 

practitioners (Harris et al., 2011). Similarly, a study by Rani and Thomas (2019) found that 

parents raising children with epilepsy are more likely to experience emotional reactions such 

as anger, guilt, fear, anxiety, and depression. By analyzing 60 parents of children with epilepsy 

and comorbid conditions, the study revealed a higher frequency of parent stress (±130.50), and 

perceived stigma (±21.90) compared to parents of children with epilepsy without comorbid 

conditions. The results indicate that stigmatized parents experience more stress due to their 

specific group membership. In a similar context, migrant workers who perceive stigma may 

face heightened role stress. For example, if migrant restaurant managers perceive a high level 

of identity stigma, they may feel stressed when assuming leadership over their Macao 

subordinates and colleagues. Therefore, we propose, 

H2: A high-level perceived stigma will lead to a high-level role stress. 

2.3.3. Role Stress and Job Burnout 

In terms of role stress study, role overload has not been studied as extensively as role 

ambiguity and role conflict, because it is often considered an individual’s internal role conflict 

(Wu et al., 2019). The correlations between stress and depression have been evaluated. For 

instance, Schmidt et al. (2014) conducted a meta-analysis on role ambiguity, role conflict, and 

depression, suggesting strong correlations between these stressors and depression (r=0.262 for 

role ambiguity, r=0.293 for role conflict after corrections both statistically significant). 

Additionally, positive correlations between role stress and job burnout have been empirically 

tested in various studies (Kahn et al., 1964; Wu et al., 2019). 
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Migrant workers in Macao often undertake low-skill jobs with lower pay compared to 

local workers (Li, 2023). Li et al. (2019) surveyed 900 mainland Chinese migrant workers in 

Macao and found that perceived job stress is positively related to depressive symptoms (r=0.21, 

p<0.01), while the relationship between job stress and migrant workers’ self-esteem is 

negatively and significantly associated (β=-0.202, p<0.001). Wu et al. (2019) surveyed 191 

practitioners from China’s construction industry and found that role conflict and role 

ambiguity positively and significantly contribute to job burnout (βrc=0.502, p<0.001; βra=0.359, 

p<0.001).These antecedents indicate that higher job stress leads to job burnout among migrant 

workers. Based on these findings, the following hypothesis is developed: 

Hypothesis 3: A high level of role stress will lead to a higher level of job burnout. 

2.3.4. The Mediation Role of Role Stress 

Employees form social bonds and strive to preserve personal strength and social 

connections as their central resources. At the core, employees value their connections with 

families, their well-being, self-esteem, and their sense of life and work. Migrant workers often 

suffer from cultural isolation and lack social support (Bernardo et al., 2022), making them more 

susceptible to issues like alcoholism, sexual abuse, and other social problems (Hall et al., 2019). 

Being stigmatized further drives them into isolation and depletes valuable resources such as 

self-esteem (LeBel, 2008). Based on Conservation of Resources (COR) theory, cultural and 

family detachment, along with stigmatization, deprives migrant workers from their central 

resources, leading to stress (Bernardo et al., 2018; Bernardo et al., 2022).  

Chronic work stress is often followed by job burnout (Bianchi et al., 2016). Resource 

deprivation thus leads to job burnout over time, a scenario migrant workers may frequently 

encounter in their daily work and life (Ju & Sandel, 2019). Role stress serves as a mediator in 

the effect of perceived stigma on job burnout because migrant workers might be treated 

differently from local employees in terms of career path, performance management, and job 

status. In other words, we assume that when migrant workers face long-lasting stigmatization, 

role stress occurs sequentially; as when role stress accumulates, job burnout follows.  

Hypothesis 4: Role stress acts as a mediating variable between perceived stigma and 

job burnout.  

2.3.5. The Moderating Role of Self-Efficacy and Organization Support 

Self-efficacy is the self-driven power of stigmatized employees, enabling them to manage 

their emotions. Migrant workers who suffer from stigma and demanding work stress require 

additional resources to manage their jobs effectively. Based on COR theoretical inference, both 

self-efficacy and organizational support are crucial resources to help migrant workers to cope 

with stress in the workplace. For instance, stigmatized migrant workers may seek self-

motivation and emotional adjustment to resist external pressures such as implicit bias and 

discrimination in the workplace. Alternatively, they might seek assistance from the HR 

department or their leaders for mental health support. We assume that if organizations can 

help migrant workers such as house allowance and social integration policies, employees may 

perceive less job burnout. In this regard, we propose Hypotheses 5 and 6: 

H5: Self-efficacy negatively moderates the relationship between role stress and job 

burnout. In other words, the positive relationship is stronger when migrant workers’ self-

efficacy is lower. 

H6: Organizational support negatively moderates the relationship between role stress 

and job burnout. In other words, the positive relationship is stronger when migrant workers’ 

organization support is lower. 

2.3.6. Moderated Mediation 
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This study considers role stress as the mediating variable and hypothesizes that self-

efficacy and organizational support are two moderating variables. Self-efficacy reflects how 

individuals assess their confidence and ability to fulfill job needs, which in turn affects their 

work attitude and organizational behaviors (Wulandari et al., 2021). Based on the JD-R theory, 

self-efficacy is an important resource that helps employees cope with role stress, which stems 

from job demands. For instance, a high level of self-efficacy can help individuals manage job 

demands and expectations from supervisors by increasing internal resources such as 

confidence and determination, thereby alleviating stress. Therefore, when migrant workers’ 

self-efficacy is high, they will feel less stressed in the workplace. Thus, the mediating effect of 

role stress on the relationship between perceived stigma and job burnout will be reduced 

accordingly. 

H7: Self-efficacy negatively moderates the mediating effect of role stress on the 

relationship between perceived stigma and job burnout. In this sense, when migrant 

workers’ self-efficacy is at a high level, the mediating effect of role stress between perceived 

stigma and job burnout will be reduced.  

Based on the JD-R theory, organizational support is an important resource that helps 

employees cope with role stress. A high level of organizational support can enhance 

employees’ sense of responsibility and security, allowing them to overcome stressors and 

negativity in the workplace. For instance, if organizations in Macao can provide sufficient 

support to migrant workers, such as family care programs, work shift flexibility, appropriate 

job allocation, migrant workers may feel less role stress in the workplace. In this sense, 

organization support encourages employees to take initiative-taking actions that benefit the 

organization and adjust their working conditions to an optimal level. Thus, when employees 

perceive a high level of organizational support, migrant workers’ role stress is reduced 

accordingly and the mediating relationship between perceived stigma, role stress, and job 

burnout will be reduced.  

H8: Organizational support negatively moderates the mediating effect of role stress on 

the relationship between perceived stigma and job burnout. In this sense, when 

organization support for migrant workers is at a high level, the mediating effect of role stress 

between perceived stigma and job burnout will be reduced. 

 

Figure 1. Conceptual work of various hypotheses in this research project. 

3. Methods 

3.1. Sampling Method 

This study distributed questionnaires to collect data from the target population, focusing 

on Chinese migrant workers in Macao. Mainland Chinese workers account for the largest 
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percentage of Macao’s labor market, comprising 68% of the migrant workforce as of December 

2023. Over 95% of these workers are engaged in non-professional jobs, so the targeted samples 

are low-skilled employees, consistent with the “3D” definition of migrant workers (Moyce & 

Schenker, 2018). In addition, the targeted sample population has direct working experiences in 

Macao, which means that investigating the attitudes of this group (perceived stigma and stress) 

can strongly predict their behaviors (burnout), aligns with the argument from Robbins and 

Judge (2012). 

The research team contacted several large Macao food and beverage corporations through 

the United Association of Food and Beverage Merchants of Macao and then randomly 

distributed electronic questionnaires via WeChat groups, which consist of a significant 

percentage of Mainland migrant workers in Macao. Self-exclusion criteria were included in the 

questionnaire to prevent non-migrant workers from participating. The questionnaire was 

designed with two sections. The first section outlined the purpose of research and included an 

informed consent letter. The second section comprised questions about demographic 

information such as gender, age, education level, marital status, industry, and work experience, 

as well as questions from established scales. To facilitate data collection and ensure reliability, 

this study used a validated Chinese version of the scale. Participation in the study was 

voluntary, and the authors ensured that participants’ privacy was protected during the study.  

3.2. Scale Selection 

3.2.1. Perceived Stigma Scale 

In the workplace study, the occupation stigma scale was developed (Zhou & Huang, 2020), 

combining elements from previous studies on stigmatized identities based on gender (Pinel, 

1999) and staff workers (Pinel & Paulin, 2005). The later scale by Pinel and Paulin (2005) was a 

slight revision of the earlier stigma consciousness scale for women (Pinel, 1999), adapting it 

specifically for staff workers. Both scales have consolidated the identity of employees as being 

stigmatized. Both scales reinforced the concept of employees as stigmatized individuals. 

Following these developments, Shantz and Booth (2014) created an occupation stigma 

consciousness scale, which demonstrated high internal consistency (Cronbach alpha = 0.77), 

and focused on call center employees. This scale includes six items, with statements such as 

“being a call center employee is unfairly treated by other non-call center employees” (Shantz 

& Booth, 2014).  

Building on these scales, this study adapted measures from (Shantz & Booth, 2014; Shen 

et al., 2009) to design a perceived stigma scale that highlights the social identity of migrant 

workers in Macao. For example, items such as “Being a migrant employee in Macao, I feel that 

the management and coworkers unfairly treat me” were used to assess employees’ experiences 

about stigmatization. This adaptation aligns with previous research on workplace stigma 

(Zhou & Huang, 2018; Zhou & Huang, 2020; Zhou et al., 2020). The perceived stigma scale 

employed a 5-point Likert scoring system, ranging from 1 (strongly disagree) to 5 (strongly 

agree). In this study, the scale demonstrated a high-level reliability with a Cronbach’s alpha of 

0.92. 

3.2.2. Role Stress Scale 

Peterson et al. (1995) developed the role stress scale, which consists of three dimensions: 

role conflict, role ambiguity, and role overload. developed the role stress scale, which 

comprises three dimensions: role conflict, role ambiguity, and role overload. This scale utilizes 

a 5-point Likert scoring system, ranging from 1 (strongly disagree) to 5 (strongly agree). A 

sample item is “I have often had to deal with conflicting demands from management.” The 

Chinese version of this scale, translated and edited by Li and Zhang (2009), demonstrated 

internal consistency with a Cronbach’s alpha value of 0.79.. In a study by Chen et al. (2020) 
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involving employees from various industries, the Cronbach’s alpha reached 0.87. For the 

present study, we adapted this scale as our instrument, and the internal consistency of the scale 

exceeded 0.9.  

3.2.3. Self-Efficacy Scale 

The widely utilized Self-Efficacy Scale, developed by Schwarzer et al. (1997), has achieved 

a Cronbach alpha value of 0.91 for the Chinese version and 0.84 and 0.81 for the German and 

Spanish versions, respectively (Schwarzer et al., 1997). This scale employs a 4-point Likert 

scoring system, where higher scores on an item indicate a higher level of self-efficacy. A sample 

item is “I can always manage to solve difficult problems if I try hard enough.” We adapted this 

scale as the instrument for the present study, and the internal consistency of the scale exceeded 

0.9. 

3.2.4. Organization Support Scale 

This study utilized the organization support scale developed by Shen and Benson (2016), 

which comprises eight items. A sample item is “my employer or supervisor cares about my 

opinions.” This scale uses a Likert 5-point scoring system, ranging from 1 (very much disagree) 

to 5 (very much agree). Higher scores indicate greater perceived support from the organization. 

We adapted this scale as an instrument in the present study, and the internal consistency of the 

scale exceeded 0.9. 

3.2.5. Job Burnout Scale 

The dependent variable, the Job Burnout Scale, was chosen from Maslach and Jackson 

(1981). The Chinese version of the Job Burnout Scale, adapted from the original by Li and Shi 

(2003), has an internal consistency exceeding 0.8, meeting the required threshold (Li & Shi, 

2003; Ma et al., 2023). This scale has been used in previous stigma study (Mosley et al., 2020), 

which enhances the confidence from researchers. This scale contains three dimensions: 

emotional exhaustion, cynicism, and reduced personal accomplishment. The Chinese adapted 

version includes 15 items using a Likert 5-point scoring system, ranging from 1 (very much 

disagree) to 5 (very much agree). A sample item is “I feel emotionally drained from my work.” 

The reduced personal accomplishment dimension is scored reversely. This study adapted this 

scale as an instrument, and the internal consistency of the scale exceeded 0.9. 

3.3. Data Analysis Method 

The research data analysis involves several steps. First, SPSS software package is used to 

conduct a reliability analysis of the data. Second, Amos software package is employed to 

construct a measurement model, perform confirmatory factor analysis, and assess the validity 

of the data structure, including both convergent and discriminant validity. The main effect is 

assessed using a hierarchical regression model, while the mediating effect, moderating effect, 

and moderated mediating effect are tested using the SPSS macro program PROCESS. The 

mediation effect test follows the Bootstrap mediation test method proposed by Preacher and 

Hayes (2004). The moderation model test procedures are based on the guidelines proposed by 

Wen et al. (2006), and the moderated mediation test procedures are based on the guidelines 

proposed by Wen and Ye (2014). 

4. Findings, Analyses, and Discussion 

4.1. Descriptive Statistic Analysis 

After the pilot study, we distributed questionnaires in August 2023. We sent a total of 380 

questionnaires electronically. Due to various errors, including incomplete responses and 
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repetitive choices, 68 samples were removed. Finally, we collected and utilized 312 valid data 

samples. Among the participants, 57.4% were male, and the largest age group, accounting for 

32.4% of respondents, was aged 31-40. The education levels of the participants were as follows: 

junior school and below (26.3%), senior high school and middle school (21.8%), college and 

bachelor’s degree (28.2%), and postgraduate and above (23.7%). Regarding marital status, 

66.0% of participants were married, 19.6% were unmarried, 8.7% were divorced, and 5.7% fell 

into other categories. Respondents came from various industries, including food and beverage 

and hospitality. The respondents’ years of work experience were similarly distributed into 

different categories. 

Regarding these demographic characteristics, there were no significant differences in 

perceived stigma (F=1.65, p>0.05), role stress (F=1.02, p>0.05), self-efficacy (F=0.47, p>0.05), and 

organizational support (F=0.85, p>0.05). However, there was a statistically significant difference 

(F=3.30, p<0.05) based on marital status. The unmarried population scored higher on job 

burnout, suggesting that marital status may affect job burnout. 

4.2. Common Method Bias Check  

Table 1. Common Method Bias Check. 

Component 
Initial Eigenvalues 

Total % of Variance Cumulative % 

1 13.84 26.61 26.61 

2 9.26 17.80 44.47 

3 6.38 12.28 56.69 

4 4.02 7.74 64.63 

5 3.32 6.38 70.81 

As the nature of cross-sectional data collection, the common method bias was a concern. 

We used Harman’s Single Factor to test the common method bias (Podsakoff et al., 2003) and 

results showed that the first component of the variance explained accounted for 26.61%, which 

is less than 40%. Therefore, according to Babin et al. (2016), it appears that “little concern of any 

amount of bias due to common methods”. 

4.3. Model Fitness Check 

This study checked the fitness of all variables in the confirmatory factor analysis (CFA), 

and the results indicated that the variables reached the required thresholds, demonstrating 

good model fitness. As this study adapted established scales, the model fit for each scale was 

confirmed to be good compared to the criteria index (see Table 2).  

Table 2. Model fitness of scale. 

Variable χ2/df RMSEA GFI AGFI NFI RFI IFI TLI CFI 

Perceived 

Stigma 
1.248 0.03 0.99 0.97 0.99 0.98 0.99 0.99 0.99 

Role Stress 1.420 0.04 0.96 0.94 0.97 0.97 0.99 0.99 0.99 

Job Burnout 1.243 0.03 0.96 0.94 0.97 0.97 0.99 0.99 0.99 

Self-efficacy 1.437 0.03 0.97 0.95 0.98 0.98 0.99 0.99 0.99 

Organizatio

n Support 
1.639 0.04 0.98 0.96 0.99 0.98 0.99 0.99 0.99 

Criteria <3 <0.05 >0.9 >0.9 >0.9 >0.9 >0.9 >0.9 >0.9 
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4.4. Discriminant Validity 

This study tested the discriminant validity using Amos. This process tests the model’s 

fitness when combined with different variables. Based on criteria from Bentler 1990, we tested 

χ2/df, RMSEA, SRMR, CFI, and TLI, and the results are believed to show discriminant validity. 

As shown in Table 3, based on benchmarks, the results of CFA manifested that the Five-Factor 

Model shows the best number of model fitness compared with other models, which means the 

scales have a better discriminant validity.  

Table 3. CFA measurement of factor combinations. 

Factor 

Merge 

Model 

Factors χ2/df RMSEA SRMR CFI TLI 

Five-

Factor 

Model 

A, B, C, D, E 1.32 0.03 0.04 0.97 0.97 

Four-

Factor 

Model 1 

A, B, D+E, C 2.15 0.06 0.08 0.89 0.89 

Four-

Factor 

Model 2 

A+B, D, E, C 3.07 0.08 0.13 0.81 0.8 

Three-

Factor 

Model 1 

A+D+E, B, C 3.99 0.09 0.14 0.73 0.72 

Three-

Factor 

Model 2 

A, B+D+E, C 5.05 0.11 0.17 0.63 0,62 

Two-

Factor 

Model 

A+B+D+E, C 6.07 0.15 0.18 0.54 0.52 

One-

Factor 

Model 

A+B+C+D+E 8.36 0.29 0.23 0.33 0.3 

Benchmark <3 <0.1 <0.08 >0.9 >0.9 

Note: A=Perceived Stigma; B=Role Stress; C=Job Burnout; D=Self Efficacy; E=Organization 

Support; +=Merge; N=312 
 

Table 4. Variable Correlations. 

 PS RS RC RA RO SE OS JB 

PS 1        

RS .32** 1       
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RC .38** .91** 1      

RA .25** .92** .80** 1     

RO .29** .92** .83** .75** 1    

SE -.23** -.22** -.24** -.12* -.29** 1   

OS .12* .28** .26** .26** .22** 0.04 1  

JB .24** .25** .25** .20** .27** -.20** -.18** 1 

Mean 2.23 2.567 2.55 2.64 2.5 2.89 2.55 2.62 

SD 0.91 0.964 1.08 0.99 1.03 1.19 1 0.98 

Note: PS=Perceived Stigma; RS=Role Stress; RC=Role Conflicts; RA=Role Ambiguity; 

RO=Role Overload; SE=Self-efficacy; OS=Organization Support; JB=Job Burnout; 

SD=Standard Deviation; N=312. *p<0.05, **p<0.01 

4.5. Variable Correlations 

The correlations among variables are shown in Table 4. There are positive correlations 

between PS and RS (r=0.32, p<0.01), as well as PS and JB (r=0.24, p<0.01). PS is also positively 

related to three latent variables, including role conflict (RC) (r=0.38, p<0.01), role ambiguity 

(RA) (r=0.25, p<0.01), and role overload (RO) (r=0.29, p<0.01). Furthermore, RS has a positive 

correlation with JB (r=0.25, p<0.01). These results are acceptable for further analysis. It is noted 

that relationships among RS, RC, RA, and RO exceed 0.7 because these three latent variables 

are manifestos of RS (see Table 4). The results meet our expectations of inter-correlations.  

4.6. Hypotheses Test 

4.6.1. Main Effects and Mediation Effects 

According to Table 5 Model b, when introducing perceived stigma as an independent 

variable, the regression coefficient between PS and JB reaches 0.33 at a 0.001 significance level. 

Simultaneously, the model fitness of R2 reaches 0.21 at the F value 5.6 level and ΔR2 obtains 

0.11. This means the main effect between PS in regression model is reached. In other words, 

migrant workers’ perceived stigma positively affects their job burnout. In the Model e of Table 

5, it has shown that perceived stigma positively and significantly affects job burnout (b=0.19, 

p<0.001). Role stress positively and significantly affects job burnout (b=0.19, p<0.001). This 

means role stress has played a mediation role in the function. At this point, the R2 reaches 0.30 

and F value reaches 4.13 at a significance 0.001 level, and ΔR2 obtains 0.19. Combined with the 

results, hypotheses H1, H2, H3, and H4 are supported in present research.  

Table 5. Main Effects and Mediation Test Results. 

Step Variable 
RS JB 

Model a Model b Model c Model d Model e 

Ind. 

Variable 

PS / 0.33*** / / 0.19*** 

RS / / / 0.25*** 0.19*** 

Cont. 

Variable 

Gender -0.06 -0.07 -0.05 -0.03 -0.08 

Age -0.07 -0.05 -0.04 -0.03 -0.02 

Edu. -0.01 -0.02 -0.02 -0.02 -0.03 

Marr. 0.04 0.04 -0.03 -0.05 -0.05 

Indu. -0.01 -0.04 -0.05 -0.05 -0.03 

WYs 0.03 0.01 0.06 0.06 0.03 
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Model 

Fitness 

R2 0.11 0.21 0.11 0.27 0.30 

△R2 0.11 0.10 0.11 0.16 0.19 

F 0.49 5.60*** 0.63 3.36*** 4.13*** 

Note: ***p<0.001, **p<0.01, *p<0.05 

To further validate the mediation effects, Table 6 shows the Bootstrap Path Analysis of the 

mediation test statistical significance. The direct effect between perceived stigma (PS) and job 

burnout (JB) is positive, as indicated by the direct path analysis with a 95% confidence interval 

of [0.06, 0.31]. Similarly, the indirect effect between PS and JB is positive as well, with a 95% 

confidence interval of [0.02, 0.12]. Since neither result of confidence interval contains 0, the 

mediating role of role stress (RS) is supported. Therefore, the Bootstrap test confirmed previous 

hypotheses.  

Table 6. Mediation Test of Role Stress using Bootstrap Process with a 95% confidence 

interval. 

Bootstrap Process Path Analysis 

Path Effect Size SE Boot CI 

Lower 

Boot CI 

Upper 

PS→RS→JB Indirect Effect 0.07 0.03 0.02 0.12 

Direct Effect 0.19 0.06 0.06 0.31 

Total Effect 0.26 0.06 0.14 0.37 

4.6.2. Moderation Test of Self-efficacy and Organization Support 

Table 7. Moderation Test of Self-Efficacy and Organization Support. 

SE Variable 

Moderation 

Test 

Variables 

Job Burnout (DV) 
OS 

Variable 

Moderation 

Test 

Variable 

Job Burnout (DV) 

Model 

a 

Model 

b 

Model 

c 

Model 

d 

Model 

e 

Model 

f 

Step 1 RS   0.21*** 0.21*** Step 1 RS   0.32*** 0.32*** 

SE   -

0.16*** 

-

0.15*** 

OS   -

0.28*** 

-

0.24*** 

Step 2 RS*SE     -0.13** Step 2 RS*OS     -

0.17*** 

Control 

Variables 

Gender -0.05 -0.04 -0.04 

Control 

Variables 

Gender -0.05 -0.03 -0.02 

Age -0.04 -0.03 -0.04 Age -0.04 -0.04 -0.05 

Education -0.02 -0.03 -0.03 Education -0.02 -0.02 -0.01 

Marriage -0.04 -0.05 -0.04 Marriage -0.04 -0.03 -0.03 

Industry -0.05 -0.06 -0.06 Industry -0.05 -0.04 -0.03 

WS 0.06 0.06 0.05 WS 0.06 0.04 0.03 

Model 

Fitness 

Index 

R2 0.11 0.27 0.37 
Model 

Fitness 

Index 

R2 0.11 0.29 0.41 

△R2 0.11 0.15 0.11 △R2 0.11 0.18 0.12 

F 0.63 3.96*** 4.20*** F 0.63 3.66*** 4.09*** 
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Table 7 shows two moderated variables in the hierarchical regression function. On the left 

side of Table 7, Self-Efficacy (SE) is used as a moderate variable. In Step 1 of Model b, it is noted 

that role stress (RS) positively leads to job burnout (JB) (β=0.21, p<0.001), whereas SE negatively 

relates to JB (β=-0.16, p<0.001). Additionally, the interaction between RS and SE is negatively 

associated with JB (β=-0.13, p<0.01) in the Model c of Step 2. This indicates that SE negatively 

moderates the correlation between RS and JB. In other words, employees’ self-efficacy can 

reduce the effects of role stress on job burnout. For instance, when employees have a higher-

level self-efficacy, they may less perceive their role stress, thereby reducing the likelihood of 

job burnout. Therefore, H5 is supported.  

The right side of Table 7 shows Organizational Support (OS) as a moderating variable in 

the Function. In Step 2 of Model e, results indicate that RS positively relates to JB (β=0.32, 

p<0.001), while OS negatively relates to JB (β=-0.28, p<0.001). The interaction between RS and 

OS is negatively lead to JB (β=-0.17, p<0.01). This means that OS negatively moderates the 

correlation between RS and JB. In other words, employers’ organization support can mitigate 

the direct effects of role stress on job burnout. For instance, if organizations provide sufficient 

support to employees to decrease their role stress levels, these preventive measures will help 

reduce employees’ job burnout likelihood. Therefore, H6 is supported. 

4.6.3. Moderated Mediation Test of Self-efficacy and Organization Support 

In the previous two sections, the mediation role of RS and the moderating roles of SE and 

OS were tested and supported, aligning with theoretical inferences. Controlling variables such 

as gender, age, education, marital status, industry, and work years, this study tested whether 

the mediation role of RS between PS and JB was affected by the two moderating variables SE 

and OS. According to Table 8, Regression Function 1 shows positive relationships between JB 

and the predictor variables PS (β=0.16, p<0.01) and RS (β=0.16, p<0.01), and a negative 

relationship with SE (β=-0.13, p<0.05). This indicates that SE plays a moderating role in the 

second half of the RS mediation model. Similarly, Regression Function 2 shows positive 

relationships between JB and the predictor variables PS (β=0.20, p<0.001) and RS (β=0.26, 

p<0.001) and a negative relationship with OS (β=-0.18, p<0.001). The results demonstrate that 

OS also plays a moderating role in the second half of the RS mediation model. The results show 

that both SE and OS can play a moderating role in the second half path of mediating tests.  

Table 8. Moderated Mediation Test of Self-Efficacy and Organization Support. 

Regression Function 1 Fitness Results Coefficient significance 

DV PV R R2 F β1 

JB 

PS 

0.47 0.23 4.64*** 

0.16** 

RS 0.16** 

SE -0.13* 

RS*SE -0.14* 

Gender -0.05 

WY 0.04 

Age -0.03 

Education -0.04 

Marriage -0.04 

Industry -0.07 

Regression Function 2 Fitness Index Coefficient significance 

Note: ***p<0.001, **p<0.01, *p<0.05; WY=Work Years; PS=Perceived Stigma; RS=Role Stress; RC=Role 

Conflicts; RA=Role Ambiguity; RO=Role Overload; SE=Self Efficacy; OS=Organization Support; JB=Job 

Burnout 
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DV PV R R2 F β2 

JB 

PS 

0.45 0.21 7.83*** 

0.20*** 

RS 0.26*** 

OS -0.25*** 

RS*OS -0.18*** 

Gender -0.03 

WY 0.01 

Age -0.05 

Education -0.02 

Marriage -0.03 

Industry -0.05 

Note: ***p<0.001, **p<0.01, *p<0.05; WY=Work Years; PS=Perceived Stigma; RS=Role Stress; 

RC=Role Conflicts; RA=Role Ambiguity; RO=Role Overload; SE=Self Efficacy; 

OS=Organization Support; JB=Job Burnout; DV=Dependent Variable; PV=Predictive 

Variable 

To further study this association, the analyses categorized SE and OS into three groups: 

Low-Level Group (M-1SD), Middle-Level Group (M), and High-Level Group (M+1SD). As 

Table 9 illustrates, when SE and OS reach a high level, the mediation effect does not reach a 

significant level because the 95% confidence intervals include zero of SE (M+1SD) [-0.05, 0.07] 

and zero of OS (M+1SD) [-0.02, 0.09]. By contrast, when SE and OS reach the middle and the 

lower level, the mediation role of RS between PS and JB is significant and stronger because the 

95% confidence intervals do not include zero, as of SE (M) [0.01, 0.11] and SE (M-1SD) [0.05, 

0.17]; as of OS (M) [0.05, 0.15] and OS (M-1SD) [0.09, 0.23]. In other words, when migrant 

workers perceive low and middle-level self-efficacy and organization support, the mediation 

effect of role stress between perceived stigma and job burnout is significant. Therefore, H7 and 

H8 are supported.  

Table 9. Mediation Effect Size and Confidence Interval at Different Self-Efficacy and 

Organization Support Levels. 

1. Mediation Effect Size and Confidence Interval at Different SE Levels  

SE Moderated Mediation Effect Moderated Mediation 

SE Effect Size SE 

95% 

Confidence 

Interval 

Index SE 

95% 

Confidence 

Interval 

Low Level(M-1SD) 0.1 0.03 [0.05,0.17] 

-0.04 0 [-0.08, -0.01] Middle Level (M) 0.06 0.02 [0.01,0.11] 

High Level (M+1SD) 0.01 0.03 [-0.05,0.07] 

2. Mediation Effect Size and Confidence Interval at Different OS Levels  

OS Moderated Mediation Effect Moderated Mediation 

OS Effect Size SE 

95% 

Confidence 

Interval 

Index SE 

95% 

Confidence 

Interval 

Low Level (M-1SD) 0.15 0.04 [0.09,0.23] 
-0.06 0 [-0.10, -0.02] 

Middle Level (M) 0.09 0.03 [0.05,0.15] 
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High Level (M+1SD). 0.03 0.08 [-0.02,0.09] 

Note: SE=Self Efficacy; OS=Organization Support; JB=Job Burnout; SD=Standard Deviation; M=Mean, 

SE=Standard Error 

 

Figure 2. Relationships among Variables. Note: ***p<0.001, **p<0.01, *p<0.05 

5. Conclusions and Implications 

The findings confirm that perceived stigma and role stress lead to job burnout, supporting 

Hypothesis 1 and Hypothesis 2. Specifically, perceived stigma is a direct cause of job burnout 

among migrant workers (b=0.24, p<0.001) and role stress (b=0.33, p<0.001). According to 

Schmidt et al. (2014), emotional exhaustion overlaps with job burnout, indicating that 

individuals experiencing emotional exhaustion may suffer from job burnout to a certain extent. 

In this study, perceived stigma is identified as the cause of emotional exhaustion because 

migrant workers might endure various conditions damage their feelings and self-esteem 

(Chang & Fong, 2023; Xiao et al., 2018). Therefore, being stigmatized can lead to job burnout. 

Additionally, based on the Conservation of Resources (COR) theory, the loss of resources leads 

to stress (Hobfoll et al., 2018), including the loss of psychological resources such as those 

affected by stigmatization. This study argues that perceived stigma represents an emotional 

loss, which leads to stress and job burnout. For instance, if migrant workers perceive 

stigmatization, they may experience depression or other negative emotions, depleting their 

emotional energy and leading to role stress. Consequently, this emotional loss leads to job 

burnout chronically. Thus, the findings confirm relationships between perceived stigma, role 

stress, and job burnout, consistent with previous studies (Endriulaitienė et al., 2019; Janiak et 

al., 2018).  

Second, this study found that role stress mediates the relationship between perceived 

stigma and job burnout. The hypotheses posit that chronic stress leads to job burnout and that 

perceived stigma induces stress. Results from Figure 2 validate these correlations, confirming 

the mediating role of role stress (b=0.19, p<0.001). The mediation role of role stress can be 

understood as the transmission of effects between perceived stigma and job burnout, though it 

is emphasized that role stress serves as a partial mediator in this study. One explanation is that 

migrant workers may suffer from constant stigmatization due to their life and work 

environments and their job burnout does not directly associate with their work stress. 

However, their intensive role stress (work demand) may exacerbate the negative feelings 

caused by stigmatization, which leads to job burnout. Therefore, this indirect effect is consistent 

with the Job Demands-Resources (JD-R) theory. 

Furthermore, based on the JD-R and COR theories, this study introduced two variables, 

self-efficacy, and organizational support, into the analysis, revealing two important findings. 

Both variables serve as moderating factors that buffer the effects between role stress and job 
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burnout. The moderating effect of self-efficacy is statistically significant (b=-0.14, p<0.05), as is 

the moderating effect of organizational support (b=-0.18, p<0.001). According to the JD-R 

theory, when job demands are high, more resources are needed among workers to cope with 

the demands; otherwise, stress will occur. The findings suggest that both self-efficacy and 

organizational support are crucial resources that help migrant workers reduce role stress, 

thereby decreasing the likelihood of job burnout. When self-efficacy and organizational 

support are at high levels, the mediating effect of role stress between perceived stigma and job 

burnout is not statistically significant. This indicates that self-efficacy and organizational 

support can mitigate the impact of role stress on job burnout. Therefore, moderated mediation 

effect existed. 

Overall, being stigmatized among migrant workers is a significant issue for migrant 

workers in Macao, yet their perceptions of stigma remain underexplored. Based on COR theory 

and JD-R theory, this study found that perceived stigma leads to role stress and job burnout 

among migrant workers. Role stress mediates the effect of perceived stigma on job burnout. 

Additionally, self-efficacy and organizational support are crucial resources that help migrant 

workers cope with perceived stigma, serving as moderating variables in our hypothetical 

model.  

The use of self-reported questionnaires in this study may introduce bias and inaccuracies 

due to social desirability and inconsistent memory recall. Despite these limitations, the 

subjective nature of perceived stigma justifies the use of subjective instruments for research 

such as previous stigma studies (Martin et al., 2014; Martin et al., 2018; Mosley et al., 2020). 

However, there is a need for further improvement of these instruments in assessing individual 

subjective responses. For instance, longitudinal research design may help researchers reduce 

the impact of data sources. From a broader perspective, migrant workers across different 

industries face varying levels of stigmatization. Whether these migrant workers need to 

cooperate with local workers or interact with Macanese consumers is particularly important 

when determining their level of stigmatization. Therefore, there is a need to explore migrant 

workers’ perceived stigma based on their industry characteristics and their length of stay in 

Macao. In terms of statistical analysis, while SPSS and Amos packages are widely used in 

scientific studies for regression and hypothesis testing, inherent problems exist in these 

software programs when processing mediating and moderating variables. Future studies 

should consider these factors during data collection and computation.  

From a practice perspective, employers using migrant workers in Macao should not ignore 

the stigmatization these workers face, as perceived stigma may lead to stress, job burnout, and 

decreased productivity over time. Organizations should provide valuable support, such as 

counseling or mental health therapies, to boost migrant employees’ confidence and self-esteem, 

thereby buffering the effects of stigmatization on job performance (Trau, 2015). For migrant 

workers, enhancing self-efficacy can improve their confidence, self-esteem, and attitude 

toward job demands, which helps them to reduce job burnout. For Macao community, creating 

a well-established and civilized community requires addressing and eliminating 

stigmatization or discriminations based on jobs, migrant status, and other individual 

characteristics. Reducing the stigmatization of migrant workers can significantly contribute to 

the advancement of a prosperous Macao. 

Data Availability Disclaim: The data that support the findings of this study are 

available at the request of the author, H.W. The data is not publicly available due to their 

containing information that could compromise the privacy of research participants. 
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