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Abstract: Given that the occurrence of depression in the workplace are severe in China, the present study empirically explored
the combating effect of perceived organizational support on hospitality employees’ depression, and the mediating effect of
person-organization fit, as well as the moderating role of organizational tenure on the relation between perceived organizational
support and depression. A self-administered questionnaire was distributed to 250 frontline employees from the hotel industry in
China. Depressive symptoms, perceived organizational support, person-organization fit and organizational tenure were
measured anonymously. A total of 228 effective respondents became our final example. Hierarchical multiple regression was
used to test the hypothesized model. Results showed that (a) workplace depression was negatively predicted by perceived
organizational support and person-organization fit, (b) person-organization fit mediated the relation between perceived
organizational support and depression, and (c) organizational tenure strengthened the negative relation between perceived
organizational support and depression. This study contributes to the hospitality management literature by testing the
organizational resources in mitigating depression, and investigating the pathway to link perceived organizational support to
depression via person-organization fit. In practice, this study sheds light on the potential interventions that could be taken by the
organization to reduce depression that is prevalent in the service industry.
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rapid development of economy and society, the workplace
depression is much more severe [7]. According to a survey
conducted in 2010, the average prevalence of depressive
symptoms is 46% among various occupational populations,
including teachers, managers, researchers, and community
health workers [8].

Hotel employees, working under high pressure, and
interacting emotionally with clients, are prone to suffer from
many kinds of mental disorders, especially depression [2, 3].
Shani and Pizam (2009) found that hotel employees exhibited
a medium to high level of work-related depression [2]. The
hotel sample’s mean score of work-related depression was
12.5, with a standard deviation of 1.92, and 8.7% of the
respondents had a score higher than the midpoint on the scale.
Karatepe and Tizabi (2011) have also found that Arab
frontline hotel employees experienced a high level of
workplace depression [3]. The hospitality industry has been
recognized as one of the most stressful and demanding

1. Introduction

As the saying goes: “Happy employees, happy customers”.
The quality of interaction between employees and customers
has a profound impact on customers’ satisfaction level and
their willingness to share positive word-of-mouth about an
organization. Employees’ mental health condition in the
workplace plays a critical role in this employee-customer
interaction process. Thus, workplace depression of employees
has attracted the attention of researchers [1], especially in the
hospitality industry [2, 3]. Depression refers to prolonged
negative feelings, inability to concentrate or function normally
and other related depressive symptomatology [4]. WHO
(World Health Organization) estimates that depression will
become the second leading cause of disability worldwide by
2020 [5]. A survey in European Union showed that 20% of the
workforce suffers from some kind of mental health disorder at
any given time, particularly depression [6]. In China, with the
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professions, resulting in workers’ vulnerability to mental
disorders, especially depression.

Beyond the obvious damage to individual’s physical health
and quality of life [9], depression gives rise to a number of
negative job-related consequences, including deficient
attention [10], lower work productivity [11], lower job
satisfaction and job performance [2], and higher withdrawal
behaviors of employees, such as work absence and turnover
intention [12]. Also, depression could ruin the organizational
climate [13] and bring economic burden to organizations [1].
Thus, managers have both social and economic reasons for
taking actions to reduce depressive symptoms of employees.
Despite the expensive and time-consuming approach of
cognitive behavioral therapy (CBP), which is often used for
severe depressive patients [1], organizational interventions
would be more useful and available for the medium to high
depression level in the workplace. Identifying the
organizational antecedents of depression will offer potential
low-cost and operational tools in combating depression in the
workplace.

Perceived organizational support (POS) is defined as
employees’ general belief that their work organization values
their contribution and cares about their well-being based on
their perceptions of how readily the organization will reward
their job performance and meet their social-emotional needs
[14, 15]. According to the conservation of resources theory
[16], psychological resources will compensate the depletion
of resources in daily emotional demanding work, and
alleviate the negative effects of over-consumption of
resources. Although hospitality scholars have argued that
psychological resources could mitigate emotional exhaustion
and depression [3, 17], a wealth of studies have linked
personal resources to workplace depression. For instance,
Karatepe and Tizabi (2011) have examined the effects of
personal factors, such as intrinsic motivation and positive
affectivity in reducing depression [3], aiming to identify
individuals who are vulnerable to depression and who have
personal resources to adapt to their environment [18, 19].
Unfortunately, the relationship between organizational
factors and individual depression remains unclear. Perceived
organizational support (POS), as one of the most important
organizational resources of employees, might have a
profound impact on the combating of depression. Therefore,
the first purpose of the present study is to elucidate the
relationship between POS and employees’ depression.

Based on the reciprocity norm, POS would increase the
organizational commitment and job performance of
employees [20, 21], and decreases the intention to leave [22].
In addition to the affective commitment to organization, POS
could further increase employees’ cognitive ties with the
organization [23]. Job embeddeness refers to the net or web of
influences and connections that attach an individual to an
organization [24], and job fit, as one primary component of
job embeddeness, consists of perceptions of comfort or
compatibility within the environment of an organization [24].
The positive relation between POS and person-organization fit
has been proved by the literature [23]. On the other hand, a

wealth of studies has found the positive relation between
person-environment fit and well-being [25, 26]. The
perception of fit between individuals and the environment
decreases the stress level one perceives, thus improving the
psychological well-being of employees [25, 26]. Therefore,
the second purpose of this paper is to demonstrate the
mediating role of person-organization fit in the context of
perceived organization support and employee depression

Previous researchers have found that organizational tenure
will affect the availability to and utilization of psychological
resources [27, 28]. For instance, Kraecmer et al. (2014)
reported that organizational tenure moderated the relationship
between job resource and organizational pride, suggesting that
long tenure employees could use more job resource to foster
organizational pride [27, 28]. Furthermore, age, which is
positively related to organizational tenure, has been
considered as a protective mechanism for mental health [29,
30]. Yet the moderating effect of organizational tenure
between organizational resources and depression has
remained unclear. Thus, the third purpose of this research is to
posit and test potentially important moderating effect of
employees’ tenure on the POS and depression relation.

This study contributes to the hospitality management
literature in the following ways. First, previous researches
have focused on the role of personal resources in combating
workplace depression [3], the present study expands on
current researches by testing the organizational resources in
mitigating depression. Second, this research investigates the
pathway to link perceived organizational support to
depression via person-organization fit. Third, this paper tests
the moderating role of organizational tenure in the relation
between perceived organizational support and depression. The
conceptual model of this research is defined in Figure 1.

Tenure

H1
POS Y

Depression

H3 P-O fit H2

H4
Figure 1. Conceptual model of the study.

2. Theory and Hypotheses
2.1. Perceived Organizational Support and Depression

Perceived organizational support (POS) is employees’
general belief that their work organization values their
contribution and cares about their well-being [14, 15]. POS
could satisfy the emotional and material needs of employees.
POS must satisfy certain emotional needs of the employees,
such as respect, emotional support, and being approved [15].
The employees' expectations of being cared for and being
valued by their organizations increases the belief of the
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employees that these organizations will approve, reward and
appreciate their attitudes and behaviors. The rewarding of the
organization may be in the informal form of praise or
counseling, or it may be in the more formal form of promotion
or pay-rise [31]. Employees who have high perceptions of
organizational support will have more positive feelings about
their organizations (e.g. increasing job satisfaction, positive
spiritual status, and decreasing stress) and will contribute to
their organizations more (increasing job performance). If the
organization does not care adequately for the contributions of
the employees, the organizational support perceptions of the
employees will decrease; and, depending on this, the
gratitude/responsibility they feel for their organizations will
decrease too [14]. In addition, the feeling of obligation created
by high perceived organization support makes employees feel
more emotionally committed towards organizations [31], as
well as more cognitively embedded in the organizations [23].
The literature generally supports the idea that psychological
resources will affect the mental health of employees, i.e. the
well-being [32], anxiety [33], depression [34]. According to
the conservation of resources theory [16], psychological
resources will compensate the depletion of resources in daily
emotional demanding work, and alleviate the negative effects
of over-consumption of resources. Previous researches have
examined the effects of personal resources, such as intrinsic
motivation, positive affectivity [3], and psychological capital
[34] in combating depression, aiming to identify individuals
who are vulnerable to depression and who have personal
resources to adapt to their environment. In our study, POS, as
an important kind of organizational resources, will cover the
emotional needs of employees; and depending on this,
employees with high POS, that is, when the organization is
providing rewards and enrichment opportunities for their
service, are likely to become attached to their organization
[32], and less likely to experience long-term physical and
psychological health problems, such as depression and anxiety
[34, 35]. On the other hand, if the organization does not care
adequately for the contributions of the employees, the
organizational support perceptions of the employees will
decrease, and they will be more likely to experience high level
of depression. Given the mentioned argument, it is expected
that POS would be negatively related to depression, and
therefore, it is hypothesized as following:
Hypothesis 1: perceived organizational
negatively related to employees’ depression.

support is

2.2. The Mediating Role of Person-organization Fit

Person-organization fit (P-O fit), addresses the
compatibility between people and the entire organization in
terms of personality, value, climate, and goal [36]. POS could
promote employees’ feeling of fit with the organization.
Based on the reciprocity norm, POS would increase both
employees’ emotional attachment to and the cognitive
connection with the organization [23]. According to the job
embeddeness model, job embeddeness refers to the net or web
of influences and connections that attach an individual to an
organization. Person-organization fit , as one primary
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component of job embeddeness, consists of perceptions of
comfort or compatibility within the environment of an
organization [24]. Due to the congruent goal employees and
the organization share, POS could elicit employee’ felt
obligation to care about the organization’s welfare and to help
the organization reach its objectives, thus employees will
experience higher level of person-organization fit. High POS
individuals feel high level of person-organization fit because
they received a high amount of support and resource from the
organization and in turn want to help the organization reach its
goal, leading to the increased compatibility with their
organization. In contrast, individuals with low POS receive
low level of support from the organization, which will
decrease their commitment and belonging to the organization
and reduce their feeling of compatibility with their
organization. Thus, individuals higher in POS who feel a lot of
support from the organization will be likely to experience
higher level of person-organization fit.

On the other hand, psychological strains arise not from the
person or environment separately, but rather by their fit or
congruence with each other [37, 38]. Person-Environment fit
theory reflects how person-environment combine to influence
stress and well-being [39, 40]. The perception of fit between
individuals and the environment decreases the stress level one
perceives, thus improving the psychological well-being of
employees [25, 26]. Researches have revealed that subjective
person-organization misfit leads to psychological, physical
and behavioral strains [39]. When such experience of strains
accumulates over time, severe mental and physical illnesses,
such as depression could occur [26, 41]. In contrary, sustained
good person-organization fit can produce positive behavioral
outcomes, such as less burnout, more commitment to
organizations and better job performances [36]. Thus,
employees with better person-organization fit will experience
less psychological strains, leading to less experience of
depression, while employees with lower person-organization
fit will have higher level of depressive symptoms.

Finally, the effect of POS on depression could be
understood in terms of the cognitive pathway. The term of
depression refers not only prolonged negative emotions, but
also the cognitive inability to concentrate or function normally
for individuals [4]. Previous researches have been focusing on
this emotional pathway to alleviate depression [2, 3]. For
instance, Karatepe et al. (2011) investigated the mediating
effect of emotional exhaustion between personal resources
and depression. Other studies have examined the relationship
between POS and P-O fit and the relationship between POS
and depression. However, empirical research on the effect of
POS on depression through P-O fit is scant. Based on the
social exchange theory, a person’s perceived feelings of
organization support will increase one’s cognitive connection
with the organization, leading to the enhancement of fit
feeling with the organization. Furthermore, the enhancement
of fit with the organization will increase one’s psychological
well-being and mental health. Based on the above discussions
and hypotheses, it is expected that P-O fit will serve as a
mediator such that POS will be related to P-O fit, which will in
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turn be related to depression. Thus, on the basis of the above
arguments, we propose the following hypotheses:

Hypothesis 2:  POS is  positively
person-organization fit.

Hypothesis 3: Person-organization fit is negatively related
to depression.

Hypothesis 4: Person-organization fit mediates the
relationship between POS and depression.

related to

2.3. The Moderating Effect of Organizational Tenure

According to the conservation of resources theory [42], the
more resources a person could utilize, the better he/she could
adapt to the environment, leading to a healthier condition of
mental health. Scholars addressing psychological well-being
and successful aging have argued the protecting effect of
organizational tenure and age in dealing with depression and
aging [29, 30, 43]. Yet little attention has been paid to the
moderating role of organizational tenure on the relation
between POS and depression. Previous researchers have
found that organizational tenure will affect the availability to
and utilization of psychological resources [27, 28, 43]. Gu et
al. (2017) revealed that employees with longer tenure could
adapt better to the leadership of managers and promote more
innovational behaviors [43]. Furthermore, age, which is
positively related to organizational tenure, has been
considered as a protective mechanism for mental health [29,
30]. Thus, experienced employees with longer tenure are
more likely to use the organizational resources, and hence
reduce the depressive symptom, while employees with
shorter tenure are less likely to use the various types of
organizational resources they may have access to, resulting in
the more severe condition of depression. As such, we
anticipate that organizational tenure will strengthen the
negative relation between POS and depression. The
following is proposed:

Hypothesis 5: Organizational tenure strengthens the
relation between POS and depression.

3. Methods
3.1. Data Collection

This study used a sample of 228 frontline employees
working in hotels in China. Survey questionnaires were
distributed face to face at a hotel training seminar held in
Beijing. After the participants were given a brief and complete
description of the study, written informed consent was
obtained. In total, 250 questionnaires were sent out and 228
valid copies were received back, with the response rate to be
91.2%. 46.5% were male and 53.5% were female. Most of the
participants, 71.5%, were in the age groups of 25-44. In terms
of educational background, 45.1% of participants reported
having less than a bachelor’s degree, 53.1% had a bachelor’s
degree, and 1.8% had a graduate degree or beyond. The
average tenure of service in the current company was 6.24
years, ranging from 0.1 to 32 years (SD=5.72).

3.2. Measures

All the scales used in the present research were in Chinese.
They were translated and back-translated by the standard
procedure. The survey contained the following sections, each
derived from previous literature.

Perceived organizational support. Employees’ perceptions
of organizational support were captured using the short
version of Eisenberger et al.’s 36-item instrument (1986). The
short version with 8 items was translated into Chinese and
verified [44]. Participants were asked to rate their agreement
on statement such as “My hotel is willing to help me when I
need a special favor” or “If possible, my hotel will make
advantage of me” (reversed coded) with a 7-point Likert scale
(1=strong disagree, 7=strong agree). The Cronbach’sain this
study was 0.79.

Person-organization fit. Saks and Ashforth’s perception of
fit [45] measure was adapted to measure person-organization
fit (4 items) on a 5-point scale (1=to a very little extent, 5=to a
very large extent). Example item is “The organization a good
match for you”. The Cronbach’sain this study was 0.82.

Center for Epidemiological Studies-Depression Scale
(CES-D). Depression scale with 20 items was used, which has
been validated in Chinese population [46]. Each of the 20
items has 4 possible options that describe the frequency of
respondents’ feelings in the past week ranging from 0 “rarely
or none of the time (less than 1 day)” to 3 “most or all of the
time (5 to 7 days)”. Sample items are “I felt depressed”, “I felt
fearful”, “I felt that people dislike me” and “I felt happy”
(reversed coded). The Cronbach’sain this study was 0.78.

Tenure. Employees were asked to report their tenure with
the hotel. Tenure was measured by number of years working
in the hotel.

Control variables. We controlled for the possible effects of
gender, education, working hours and employee number
because previous researches have suggested the possible
effect of gender [47], education [48] and hours of work [49, 50]
on depression. Employee numbers were controlled because it
may affect the perception and accessibility of organizational
sources.

3.3. Statistical Analysis

Pearson’s correlation analyses were used to examine the
correlations among continuous variables. Hierarchical
multiple regression was undertaken to test the hypothesized
model using SPSS 22.0, and statistical significance was
defined as p < 0.05 (two tailed). PROCESS proposed by
Hayes (2013) was used to analyze the indirect effect in the
model.

4. Results
4.1. Test of Measurement Model

To examine the discrimination of the measured constructs,
we conducted a confirmatory factor analysis (CFA) using
Mplus 7.0. Results showed that the three-factor (i.e., POS,
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person-organization fit and depression) model fit the data well,
X (32)=1.85, p < .01, CFI [Comparative Fit Index]=.97, TLI
[Tucker-Lewis Index]=.96, RMSEA [Root Mean Square Error
of Approximation]=.06. All items in this model are
significantly loaded on their corresponding factors (p < .05).

Perceived Organizational Support Leads to Less Depression Among Hotel Employees in China

Compared with all three constrained models in which any two
of the three factors were combined (Table 1), the hypothesized
measurement model showed a significantly better fit to the
data (45.44<4)’ [Adf=2]< 176.2, ps < .05). These results
demonstrated the distinctiveness of our measures.

Table 1. Confirmatory factor analysis of measurement models.

Model X2 Df CFI TLI RMSEA
Three factor model: POS; FIT; DE 59.34 32 97 .96 .06
Two factor model: POS + FIT; DE 104.78 34 .92 .89 .09
Two factor model: POS + DE; FIT 230.11 34 .78 71 15
Two factor model: FIT + DE; POS 235.54 34 77 71 .16
One factor model: POS + FIT + DE 277.96 35 72 .65 17

N=228. POS: perceived organizational support; FIT: person-organization fit; DE: depression.

As the questionnaires in the present study were all
self-reported, we conducted Harman’s single -factor test
using CFA to determine the potential threat of common
method bias. The results for a single-factor model were as
follows: ¥’ (35)=7.94, CFI [Comparative Fit Index]=.72, TLI
[Tucker-Lewis Index]=.65, RMSEA [Root Mean Square
Error of Approximation]=.17. The single-factor model
accounted for 24% of the total variance. As table 1 shown,
the three-factor model was superior to the single-factor
model. Consequently, common method bias was not a
critical threat to the magnitudes of the hypothesized
relationships.

4.2. Descriptive Statistics and Correlations

The average scores, the standard deviations of variables, and
their Pearson correlation coefficients are presented in Table 2.
The mean score of depression was 13.03, and the standard
deviation was 7.45. According to the Chinese Psychiatric
Association, higher score in the CES-D questionnaire (score
ranges from 0 to 60) indicates higher level of depression [46]. A
score lower than 16 in the CES-D indicates “no depression
tendency”, and a score higher than 16 indicates “depression
tendency”. In our sample, there were 65 individuals (228 in total)
with a score higher than 16, with depression rate to be 28.5%.

Table 2. Descriptive statistics and correlations among study variables.

Variables M SD 1 2 3 4 5 6 7

1 gender - -

2 education 1.63 0.49 11

3 working hour 45.66 18.54 -.09 .01

4 employee number 34.99 45.61 .02 32%* -11

5 Tenure 6.24 5.72 .03 -.08 .01 21%*

6 POS 4.84 0.93 -.02 -.11 -.02 -.04 .02

7 P-O fit 3.53 0.64 -.03 -.01 -.09 .01 .02 .64**

8 Depression 13.03 7.45 -.07 -.05 .01 -.04 - 19%* - 24%* - 27**

N=228. POS: perceived organizational support; P-O fit: person-organization fit. ‘p <0.05, "p < 0.01.

As results shown, POS and P-O fit were positively related
to each other (=.64, p < .01), and POS and P-O fit were both
negatively related to depression (r=-.24, r=-27, p < .01,
respectively). Tenure was negatively related to depression
(r=-.19, p < 0.01). Gender, education, working hours and
employee number were not related to other variables (all
ps > .05). The correlation analyses showed initial evidence for
further hypotheses tests.

4.3. Tests of Hypotheses

We used hierarchical multiple regression analyses to test
our hypotheses. Results presenting in Table 3 demonstrated
that, after controlling for the effects of control variables, POS

was negatively related to depression (B=-2.02, p < .05),
supporting hypothesis 1. P-O fit significantly and negatively
influenced depression (B=-3.23, p < .05). Therefore,
hypothesis 2 is supported. Also, POS was positively related to
P-O fit (B=.43, p < .05), supporting hypothesis 3.

Hypothesis 4 proposed the mediating effect of
person-organization in the relation between POS and
depression. PROCESS Macro suggested by Hayes was
utilized to test the indirect effect. Bootstrapping with 5000
replications show that with the indirect effect of POS on
depression via P-O fit was -.88, with a 95% confident interval
of [-1.82, -.01]. Therefore, P-O fit mediated the relationship
between POS and depression, supporting Hypothesis 4.

Table 3. Regression results.

Variables P-O fit Depression

Model 1 Model 2 Model 3 Model 4 Model 5 Model 6
Intercept 3.86" 1.55" 15.34" 28.47 26.017 29.06"
Gender -.03 -.02 -.83 -1.26 -.88 -94
Education -.09 -.01 -.63 -.87 -.1.04 -.1.05
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Variables P-O fit Depression

Model 1 Model 2 Model 3 Model 4 Model 5§ Model 6
Working hours -.003 -.002 .001 -.01 -.001 -.006
Employee number 0.001 -.005 -.003 -.006 -.005
POS 437 -2.02" -1.16"
P-O fit -3.23" -1.96"
R? .01 42 .01 .08 .07 .10
AR? 01 417 07 .06 03"

N=228. Unstandardized coefficients were reported. POS: perceived organizational support; P-O fit: person-organization fit. *p <.05,+p <.l.

Hypothesis 5 proposed that organizational tenure would
moderate the relation between POS and depression. The
predicted interaction (POS x organizational tenure), as shown
in Table 4, was statistically significant in predicting
depression (B=-93, p < .05). And there is a significant
increment in R” of the model (AR*=.015, p <.05).

Table 4. Hierarchical regression results for moderation.

. Depression
Variables Model 1 Model 2 Model 3
Intercept 12.85% 12.85% 12.87*
Gender -41 -.38 -.32
Education =31 -.48 -.47
Working hour .01 .04 .01
Employee number -24 .04 .08
POS -1.77* -1.87*
Tenure -1.39* -1.39*
POS x Tenure -.93%
R2 .008 .098 113
AR2 .090* .015*

N=228. Unstandardized coefficients were reported. POS: perceived
organizational support; P-O fit: person-organization fit. *p <.05.

Figure 2 shows the pattern of interaction. Simple slope test
demonstrated that when the tenure of employees was longer (1
SD above the mean), POS was more negatively related to
depression (simple slope=-2.81, p < .01), compared to the
condition when the tenure of employees was shorter (1 SD
below the mean, simple slope=-0.94, p < .01). In sum, results
indicated that organizational tenure moderated the
relationship between POS and depression, such that the effect
of POS on depression was strengthened by organizational
tenure, supporting hypothesis 5.
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Figure 2. The moderation effect of organizational tenure. POS: perceived
organizational support. Long and short tenure represent one standard
deviation above and below the mean tenure length, respectively. High and low
levels of POS represent one standard deviation above and below the mean,
respectively.

5. Conclusion and Discussion

The results of the present study show that, in this sample of
hotel employees in China, depression was negatively
predicted by perceived organizational support, and P-O fit
mediated the relation between POS and depression. In
addition, organizational tenure moderated the relation
between POS and depression. This study contributes to the
hospitality = management literature by testing the
organizational resources in mitigating depression and
investigating the pathway to link perceived organizational
support to depression via person-organization fit and through
the moderating effect of organizational tenure.

5.1. Theoretical Implications

Our findings show that organizational factors, such as POS
and P-O fit, were negatively related to depression, and P-O fit
mediated the relation between POS and depression. As two
important organizational factors, POS and P-O fit could
mitigate the severity of depression, which is consistent with
other researches [34, 39]. Liu et al. (2013) found that POS
could decrease the occurrence of depression through the
mediating effect of psychological capital [34]. Edwards et al.
(1998) demonstrated the close relationship between P-O fit
and depression [42]. Although the connection of personal
resources to work-related depression have been examined,
the relationship between POS and depression remains unclear,
especially the mediating effect of person-organization fit in
the relation between POS and depression. Our study for the
first time demonstrated that POS could affect depression
through the mediating role of P-O fit. Individuals with higher
level of POS would experience higher level of
person-organization fit, and subsequently a better perception
of well-being. As such, we provide insight into whether and
how POS may connect to individual’s depression, and thus
contribute to literature on depression and POS. This also
contributes to the conservation of resources theory. Perceive
organizational support, as a typical type of organizational
resources, will compensate the depletion of psychological
resources of employees during daily demanding work, and
increase the fit perception between person and organization,
thus consequently mitigating the depressive symptoms.

Furthermore, our results also suggest the moderating effect
of organizational tenure on the relation between POS and
depression. This finding is consistent with previous results
examining the moderating effect of tenure and age [27, 28, 30].
Ngetal. (2013) found age and tenure were closely related and
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contributed to the innovation-related behaviors. Kraemer et al.

(2014) demonstrated that organizational tenure moderated the
relationship between job resource and organizational pride.
Wade et al. (2000) also found the negative relation between
age and depression. Thus, organizational tenure is found to
strengthen the negative effect of POS on depression in this
study. In addition to the moderating effect, we also found that
organizational tenure to be negatively and significantly
related to depression, indicating that organizational tenure
might be a protective mechanism for mental health.

5.2. Managerial Implications

Several implications for managerial practice are revealed in
this study. First, psychological interventions increasing the
perception of organizational support and person-organization
fit will be the most successful ones. Second, as depression is
influenced by organizational tenure, and organizational tenure
is closely related with age, HR manager should not rule out the
possibility of hiring employees with longer working years. As
Ng et al. (2013) demonstrated, age and organizational tenure
did not negatively influence the innovation-related behaviors.
This paper, consistent with the previous researches [27, 28,
30], indicated that age might be a protective mechanism of
mental health. Thus, the stigma of older applicants should be
removed in the selection and hiring process in the HR
department.

5.3. Research Limitations and Future Research Directions

The present study had several limitations that need to be
addressed. First, using only self-report questionnaires, one
must be cautious about common methods bias. Collecting data
from multiple sources would be useful for minimizing such a
potential problem in the future. Second, the non-experimental
research design does not allow for causal inferences. To
further confirm the hypotheses, several waves of data
collection, or even intervention designs that manipulate the
mediators are recommended [51]. Third, according to
conservation of resources theory, organizational resources, as
well as personal resources, would help in reducing burnout. In
future studies, it would be more fruitful and comprehensive to
combine those job resources together to combat depression.
Nevertheless, this research contributes to the investigation of
mechanism that occur between organizational resources and
depression, and points to the mediating effect of
person-organization, and the moderating effect of
organizational tenure, which might help the hotel managers in
deciding the intervention programs for employees.
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