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Abstract: Optimizing the interaction between individuals and their work environment has become
increasingly relevant in enhancing employee well-being and driving the overall success of businesses.
The goal of this study is to provide information about how ergonomics affects job performance in
the tourism and hospitality industry. The full-time staff employees of Egypt’s category (A) travel
agencies and five-star hotels were the source of the study’s data. The partial least squares struc-
tural equation modeling (PLS-SEM) technique of analysis was utilized to explore how ergonomics
influences job performance while taking into account the mediating roles of work engagement and
talent retention. WarpPLS statistical software version 7.0 was used to analyze the 389 valid replies
obtained. The findings revealed that there is a positive relationship between the employees’ percep-
tion of ergonomics on their job performance, in addition to the positive relationships between the
perception of ergonomics and work engagement and talent retention. The work engagement and
talent retention were also found to have a positive relationship with job performance. Furthermore,
research revealed that work engagement and talent retention act as mediators between ergonomics
and job performance. The results of this research significantly advance the Job Demands-Resources
(JD-R) model theory. The study also offers evidence-based recommendations to organizations in the
tourism and hospitality industry, empowering them to establish supportive work environments that
enhance the job performance, work engagement, and talent retention. Businesses in this industry
could create work environments that prioritize the well-being, comfort, and safety of their employees
by embracing ergonomic concepts.

Keywords: job performance; ergonomic; work engagement; talent retention; hospitality and tourism
industry

1. Introduction

In the current dynamic and competitive business environment, the tourism and hospi-
tality industry is experiencing notable growth and change [1]. This has led to a growing
recognition of the importance of ergonomics in influencing job performance. Ergonomics,
which focuses on optimizing the interaction between individuals and their work environ-
ment, has become increasingly relevant in enhancing employee well-being and driving
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the overall success of businesses in the tourism and hospitality sector [2–4]. Dedicating
significant importance to ergonomics, organizations recognize its crucial role in influencing
employee well-being, performance, and overall operational efficiency [5,6]. Through the
incorporation of ergonomic principles into the workplace, organizations prioritize the
health and comfort of their workforce, resulting in a wide range of benefits that go beyond
mere physical comfort [7,8].

Ergonomic design plays a fundamental role in preventing injuries and discomfort
associated with the workplace [9,10]. Well-designed workstations, seating arrangements,
and equipment effectively reduce the likelihood of musculoskeletal disorders, repetitive
strain injuries, and other physical ailments. This not only protects the physical well-being
of employees but also reduces absenteeism and medical expenses, thereby improving
organizational productivity [11]. Moreover, ergonomics has a direct impact on job sat-
isfaction and morale. When employees perceive that their organization prioritizes their
well-being and comfort, their overall satisfaction with their jobs tends to increase. A com-
fortable and supportive work environment fosters a positive workplace culture, elevating
employee morale and motivation. Consequently, this leads to higher levels of engagement
and a willingness to go the extra mile in performing their tasks [12,13]. The influence of
ergonomics extends beyond individual well-being and also has implications for organiza-
tional performance [14]. By optimizing the work environment through ergonomic design,
productivity and efficiency can be enhanced. When employees are provided with well-
designed workspaces and tools, they can carry out their tasks more easily and effectively.
This efficiency translates into improved organizational performance, resulting in increased
output and profitability [7,15].

In the pursuit of excellence, organizations have recognized the significant connection
between ergonomics and job performance. This relationship goes beyond physical comfort
and encompasses psychological and cognitive aspects that profoundly influence how
employees carry out their tasks and contribute to the organization’s objectives [16]. Job
performance is no longer viewed as a standalone measure but rather as a complex outcome
influenced by multiple factors, including work engagement and talent retention [17,18].
Work engagement plays a vital role in connecting ergonomics with job performance. When
employees work in an environment that incorporates ergonomic principles, it can greatly
enhance their level of engagement. Engaged employees are more likely to demonstrate
greater dedication, creativity, and commitment, which positively impacts their overall
job performance [19]. Moreover, the interconnectedness of these factors extends to talent
retention, which is a critical concern in industries that face challenges in retaining skilled
professionals [20]. Ergonomics, by creating a supportive work environment, contributes
to employee satisfaction and well-being, thus influencing their decision to stay with an
organization [21]. When employees feel that their comfort and needs are valued, they
are more likely to remain dedicated and contribute their skills to the long-term success
of the company. Furthermore, in response to the growing recognition of the significance
of talent retention, ergonomics has emerged as a strategic tool for retaining employees.
A work environment that places a high priority on the comfort and well-being of employees
fosters a sense of loyalty and attachment. Employees are more inclined to stay with an
organization that values their health and actively endeavors to create an environment that
supports their physical and mental needs [22,23].

Although the correlation between ergonomics and job performance has been explored
in different industries [16], there is a research gap regarding this relationship specifically
within the context of the tourism and hospitality sector, particularly when considering the
mediating factors of work engagement and talent retention [24]. The existing literature
on ergonomics in this industry primarily concentrates on physical aspects such as the
workplace design, equipment, and safety, with limited emphasis on the broader concept of
ergonomics and its influence on job performance. There is a research gap in understanding
the specific ergonomic factors that have a significant impact on job performance within
the tourism and hospitality industry. While studies in other sectors have explored the
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influence of ergonomics on job performance, the distinctive characteristics of the tourism
and hospitality business, such as customer interactions, service quality, and emotional
labor, may necessitate a customized approach. Hence, there is a clear need for research
that focuses on identifying the specific ergonomic factors that hold the most relevance
and influence within the tourism and hospitality industry. Additionally, another research
gap lies in understanding the mediating roles of work engagement and talent retention.
While previous studies have separately examined the relationship between ergonomics
and job performance, as well as the impact of work engagement and talent retention on
job performance, no prior research has investigated the mediating effects of work engage-
ment and talent retention in the relationship between ergonomics and job performance
specifically within the tourism and hospitality sector. Gaining insight into the interplay of
these variables is crucial for obtaining a comprehensive understanding of the mechanisms
by which ergonomics affects job performance. It is imperative to address these research
gaps to advance knowledge in the field of ergonomics and its impact on job performance
within the tourism and hospitality sector. By bridging these gaps, researchers can offer
evidence-based recommendations to organizations in this industry, empowering them to
establish supportive work environments that enhance job performance, work engagement,
and talent retention. Consequently, the current study research question is the following:
how is job performance affected by ergonomics in the tourism and hospitality industry
through work engagement and talent retention?

2. Literature Review and Hypotheses Development
2.1. Ergonomics

Ergonomics, or human factors, involves applying scientific principles and practices to
design work systems, tasks, equipment, and environments that optimize human well-being,
comfort, safety, and performance. Its objective is to establish a harmonious alignment be-
tween the demands of the work and the capabilities of the individuals carrying out the tasks.
By implementing ergonomic practices, organizations can enjoy various advantages, such
as enhanced employee well-being, increased productivity, improved job satisfaction, and
decreased risks of work-related injuries or illnesses [25,26]. In an organizational context,
ergonomics encompasses the evaluation and management of different aspects, including
physical ergonomics, cognitive ergonomics, and organizational ergonomics [27,28]. Physi-
cal ergonomics specifically concentrates on the design of workstations, tools, equipment,
and environments to promote optimal posture, body mechanics, and physical comfort.
This involves considerations such as appropriate desk and chair heights, adjustable work
surfaces, ergonomic seating, and adequate lighting to minimize the risk of musculoskeletal
disorders and fatigue [29]. Cognitive ergonomics focuses on the design of tasks, processes,
and interfaces to align with human cognitive abilities, information processing, and decision-
making. Its objective is to minimize the mental workload, enhance information presentation
and organization, and optimize human–computer interaction. This involves considera-
tions such as user-friendly software interfaces, clear instructions, intuitive workflows, and
efficient communication systems [30]. Organizational ergonomics aims to optimize the
organizational and social aspects of work to improve employee well-being and perfor-
mance. It encompasses various factors, including workload management, work schedules,
teamwork and collaboration, leadership styles, and organizational culture. By fostering a
supportive and inclusive work environment, organizations can mitigate stress, enhance job
satisfaction, and promote employee engagement [31,32].

2.2. Job Demands-Resources (JD-R) Model

The JD-R (Job Demands-Resources) model is a well-established theoretical framework
in occupational psychology that elucidates how job characteristics impact employee well-
being and performance. In this model, job demands encompass the physical, psychological,
social, or organizational aspects of work that necessitate sustained effort and may result
in stress or burnout if not effectively managed. On the other hand, job resources are the



Sustainability 2023, 15, 14947 4 of 24

elements that facilitate goal attainment, alleviate job demands, and foster motivation and
well-being [33–35]. Within the realm of ergonomics, the physical and cognitive aspects of
work can be categorized as either job demands or resources based on their management.
For instance, an ergonomically optimized workstation that encourages correct posture and
minimizes physical strain can be considered a job resource. Conversely, an uncomfortable
and inadequately designed workstation can be perceived as a job demand [36]. Work
engagement refers to a positive motivational state marked by elevated levels of energy,
dedication, and absorption in one’s work. It plays a significant role as a mediator in the
JD-R (Job Demands-Resources) model, as it represents the motivational mechanism through
which job resources impact job performance. Engaged employees are more inclined to
invest effort, experience greater job satisfaction, and demonstrate superior performance
in their roles [37]. Talent retention refers to an organization’s capacity to retain skilled
and talented employees over a sustained period. It is closely intertwined with employee
engagement, job satisfaction, and overall organizational performance. Engaged employees
who benefit from a positive work environment, including ergonomic support, are more
likely to feel valued and satisfied, resulting in heightened loyalty and decreased turnover
rates [38,39]. By comprehending and implementing the JD-R (Job Demands-Resources)
model within the realm of ergonomics, organizations can establish a virtuous cycle whereby
ergonomics positively influences both job demands and resources. This, in turn, leads to
heightened work engagement, improved job performance, and enhanced talent retention.
The model underscores the significance of offering ergonomic support to employees, as it
not only enhances their well-being but also generates positive outcomes throughout the
organization [34,40,41].

2.3. Tourism and Hospitality Industry

The tourism and hotel business is a major contributor to global economic growth and
job creation. Egypt’s tourism and hospitality sectors, as well as its personnel, should be
dedicated to giving visitors high-quality services because these sectors are a significant
contributor to the country’s economy [42]. According to research by [43], visitors were
pleased with the attentiveness and empathetic nature of staff members in tourism and
hospitality businesses. As a result, it is important to give hotel personnel better workplace
environment “ergonomics” that improves their work engagement, the retention of talent,
and job performance, helping them to provide better services to their customers.

2.4. The Relationship between Ergonomics and Job Performance

The connection between ergonomics and job performance is a vital and complex one,
as it involves the intricate interaction between the design of the work environment and em-
ployees’ capacity to perform their tasks effectively [44]. Ergonomics, which is the scientific
discipline focused on optimizing the workplace to match the abilities and requirements
of individuals, exerts a significant influence on various facets of job performance [16]. Er-
gonomic considerations have a substantial impact on the physical well-being of employees.
Thoughtfully designed workspaces, ergonomic chairs, and properly adjusted equipment
contribute to physical comfort, reducing the likelihood of discomfort, pain, or physical
strain. When employees experience physical comfort, they are better able to maintain focus
and concentration on their tasks, leading to enhanced overall job performance [45,46]. Fur-
thermore, ergonomics plays a vital role in mitigating errors and cognitive fatigue. Through
the reduction in awkward postures and repetitive movements, ergonomic design minimizes
the chances of mistakes that may arise from physical discomfort. Working in ergonom-
ically optimized environments helps employees experience less mental fatigue, leading
to enhanced cognitive function. This, in turn, positively impacts decision-making and
problem-solving abilities, thereby improving job performance [47,48]. Ergonomics is closely
tied to efficiency and productivity in the workplace. Thoughtfully designed ergonomic
solutions optimize workflow processes by providing employees with streamlined access to
tools, resources, and information. This reduces unnecessary movements and minimizes
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time wastage. As a result, tasks can be completed more swiftly and efficiently, leading to
increased overall productivity and, consequently, improved job performance [49–51].

In addition to the physical and cognitive aspects, the connection between ergonomics
and job performance encompasses the employees’ health and absenteeism. Inadequate
ergonomics can contribute to work-related injuries and health problems, potentially leading
to increased absenteeism. Conversely, implementing appropriate ergonomic measures
can help mitigate these risks, promoting the employees’ overall health and well-being.
By reducing absenteeism, workflow disruptions are minimized, ensuring consistent job
performance [52,53]. The long-term effects of working in an ergonomically optimized envi-
ronment are particularly noteworthy [54]. The reduction in physical strain, fewer injuries,
and improved overall well-being contribute to elevated job satisfaction and increased career
longevity. Employees who receive physical and emotional support from their organization
are more likely to consistently perform at their best, ultimately driving organizational
success [55,56]. Building upon this, refs. [16,57] have corroborated the significant and
positive impact of ergonomics on job performance. Therefore, the following hypothesis
is proposed:

H1. Ergonomics significantly and positively affects job performance.

2.5. The Relationship between Ergonomics and Work Engagement

Work engagement pertains to being fully absorbed, enthusiastic, and concentrated
on work tasks, accompanied by elevated levels of energy, dedication, and focus [58]. Er-
gonomics plays a critical role in establishing a work environment that fosters and amplifies
work engagement through various means [59]. Ergonomics plays a significant role in
fostering employee satisfaction, a vital component of work engagement [60]. When em-
ployees perceive that their organization prioritizes their well-being and invests in creating
ergonomic workspaces, it enhances their satisfaction and commitment to their work [59,61].
Implementing ergonomic interventions demonstrates that the organization values the
health and comfort of its employees, which can result in increased job satisfaction and a
sense of being valued. Satisfied employees are more likely to be engaged, motivated, and
willing to invest discretionary effort into their work tasks [62,63].

Moreover, organizations can promote work engagement by involving employees in
the process of ergonomic design [64]. This approach fosters a sense of autonomy and
empowerment, which are key drivers of work engagement. When employees have the
opportunity to contribute to the design of their workspaces and tools, they develop a sense
of ownership and control over their work environment. This involvement can heighten
their level of engagement and commitment to their work, as they perceive themselves
as active contributors to the organization’s success [65,66]. Ergonomics plays a pivotal
role in enhancing the employees’ focus and concentration, which are vital components of
work engagement [24,59]. Organizations can promote sustained attention by providing
ergonomic workstations and tools that minimize distractions. For instance, ergonomic
chairs and adjustable desks enable employees to find optimal seating positions that reduce
discomfort and promote good posture, allowing them to concentrate on their tasks without
undue physical strain. This improved focus enables employees to immerse themselves in
their work and maintain engagement for extended periods [67,68].

Ergonomics also plays a role in fostering proactive behavior among employees, which
is closely associated with work engagement. When employees perceive that their organi-
zation prioritizes their well-being and provides them with adequate ergonomic support,
they are more likely to take proactive measures to enhance their work environment and
optimize their performance [69,70]. This may involve adjusting their workstation, effec-
tively utilizing ergonomic tools, or suggesting improvements to the organization. Proactive
behavior demonstrates a higher level of engagement and a willingness to exceed minimum
requirements, resulting in increased individual and team performance [71]. It is impor-
tant to note that the relationship between ergonomics and work engagement is cyclical.
Work engagement itself can serve as a motivating factor for employees to prioritize and
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adhere to ergonomic practices. Engaged employees are more likely to actively seek out
ergonomic adjustments to further enhance their work environment, thus reinforcing the
positive connection between ergonomics and engagement [59,72,73]. Furthermore, er-
gonomics enhances the level of work engagement [74]. Therefore, the following hypothesis
is proposed:

H2. Ergonomics significantly and positively affects work engagement.

2.6. The Relationship between Work Engagement and Job Performance

The connection between work engagement and job performance is a vital factor that
determines how the employees’ emotional commitment to their work translates into tangi-
ble outcomes [75]. Work engagement, characterized by vigor, dedication, and absorption
in tasks, significantly influences different aspects of job performance [76,77]. Work en-
gagement is closely linked to heightened levels of motivation and the effort exerted by
employees [78]. Engaged employees demonstrate a strong sense of enthusiasm and dedica-
tion towards their work. This intrinsic motivation drives them to invest additional effort
in their tasks, resulting in increased productivity and efficiency. Engaged employees are
more inclined to exceed their job requirements, ultimately contributing to enhanced job
performance [19,79,80]. Work engagement is strongly correlated with the quality of work
performed. Engaged employees are fully absorbed in their tasks and exhibit a high level of
concentration and focus. This heightened attention to detail leads to a decrease in errors
and an improvement in the accuracy of their work. Consequently, the quality of outputs
and deliverables tends to be higher among engaged individuals, which has a positive
impact on the overall job performance [81,82]. Furthermore, work engagement plays a
significant role in fostering the employees’ adaptability and their willingness to embrace
challenges. Engaged individuals are more inclined to perceive setbacks as opportunities
for growth and learning. Their proactive problem-solving approach and resilience in the
face of challenges enable them to navigate uncertainties and complexities more effectively.
This adaptability directly translates into improved job performance, especially in dynamic
and rapidly changing environments [83–85].

Work engagement has a significant impact on interpersonal dynamics and team-
work [86]. Engaged employees typically possess a positive attitude and a willingness
to collaborate with their colleagues. This cooperative spirit fosters effective teamwork,
communication, and knowledge sharing, leading to a harmonious work environment and
improved collective job performance [87–89]. Additionally, studies by [90] have shown a
positive correlation between work engagement and employee performance. Therefore, the
following hypothesis is suggested:

H3. Work engagement has a significant and positive impact on job performance.

2.7. The Mediating Role of Work Engagement in the Link between Ergonomics and Job Performance

The mediating role of work engagement indicates that the positive impact of er-
gonomics on job performance is transmitted through the level of work engagement expe-
rienced by employees. In essence, work engagement acts as a mechanism that explains
how ergonomics influences job performance. By optimizing the work environment to align
with the employees’ needs, ergonomics indirectly affects job performance by influencing
work engagement [74,91]. Working in an ergonomic environment provides employees with
physical comfort, reduced strain, and improved well-being [56]. These factors contribute to
a sense of physical ease that can have a positive impact on their psychological state [92].
Engaged employees are more likely to experience positive emotions, higher levels of job
satisfaction, and a sense of fulfillment in their work. Moreover, engaged employees are
more inclined to fully utilize their skills and competencies, display proactive behavior, and
demonstrate a willingness to exceed the minimum requirements of their roles. They exhibit
enhanced focus, productivity, and effectiveness in their work tasks, resulting in improved
job performance outcomes [93,94].



Sustainability 2023, 15, 14947 7 of 24

As a result of the positive psychological state fostered by ergonomics, work engage-
ment is increased. When employees feel physically comfortable and supported by their
ergonomic environment, they are more likely to become fully absorbed in their tasks,
exhibit higher levels of concentration, and experience a greater sense of dedication and
enthusiasm. This heightened work engagement motivates them to invest their time and
effort into their work, leading to improved job performance [95–97]. Additionally, work
engagement can also influence other psychological processes that contribute to job perfor-
mance, such as cognitive flexibility, problem-solving abilities, and adaptability. Engaged
employees are more likely to possess these qualities, which significantly contribute to their
overall job performance [98]. It is important to note that work engagement also influences
the employees’ willingness to invest discretionary effort and surpass performance expecta-
tions [99]. Engaged employees are more inclined to go above and beyond their required
duties, fostering innovative thinking, problem-solving skills, and improved task outcomes.
The intrinsic motivation generated by ergonomic support aligns with the proactive be-
havior associated with heightened work engagement, ultimately leading to enhanced job
performance. Therefore, the following hypothesis is assumed:

H4. Work engagement mediates the link between ergonomics and job performance.

2.8. The Relationship between Ergonomics and Talent Retention

Creating a conducive and comfortable work environment through ergonomics is
instrumental to talent retention [100,101]. The organizations that prioritize ergonomics
demonstrate their commitment to the well-being and satisfaction of employees. This fosters
a positive work experience, which contributes to higher levels of talent retention [25,102].
Ergonomics interventions aim to reduce physical discomfort, minimize work-related in-
juries, and promote overall well-being. When employees work in an environment that sup-
ports their physical health and comfort, they experience increased job satisfaction [25,103].
Creating comfortable workstations, providing ergonomic seating, and ensuring proper
lighting are factors that contribute to a more positive and enjoyable work experience. When
employees feel physically comfortable, they are more likely to experience higher levels of
job satisfaction, which in turn leads to increased loyalty and a greater inclination to stay
with the organization [104,105].

By prioritizing ergonomics, organizations send a clear message to its employees that
their well-being is highly valued and that the organization genuinely cares about their
health and safety. This commitment to employee welfare contributes to the development
of a positive organizational culture [14,25]. Employees who perceive their organization
as caring and supportive are more likely to experience higher levels of job satisfaction,
engagement, and loyalty [106]. A positive organizational culture, established on the
foundation of ergonomics, fosters a sense of belonging and cultivates long-term employee
commitment, ultimately reducing turnover rates [107,108]. Ergonomics interventions have
a significant impact on promoting a healthy work–life balance. Through the provision
of ergonomic tools, flexible work arrangements, and supportive policies, organizations
empower employees to effectively manage their work responsibilities alongside personal
commitments [109,110]. This balance between work and personal life is highly valued by
employees and contributes to their overall satisfaction and well-being. When employees
feel that their organization supports their work–life balance, they are more likely to exhibit
a long-term commitment to the company [111,112].

Ergonomics interventions can also serve as a catalyst for talent development and
growth within organizations. When employees work in an ergonomic environment, they
are better able to concentrate on their tasks, improve their productivity, and foster the
development of their skills. The absence of physical discomfort and distractions enables
employees to allocate their time and energy toward professional growth and development.
By investing in ergonomics, organizations demonstrate their commitment to nurturing
employee development, which can result in higher levels of talent retention as employees
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perceive opportunities for advancement and career growth [113–115]. Thus, the following
hypothesis is formulated:

H5. Ergonomics significantly and positively affects talent retention.

2.9. The Relationship between Talent Retention and Job Performance

When an organization prioritizes talent retention, it implements strategies and prac-
tices designed to attract, develop, and retain high-performing employees [116,117]. By
retaining talented individuals, organizations can maintain a skilled and experienced work-
force, which has a positive impact on job performance. Satisfied and committed employees
are more likely to demonstrate higher levels of engagement, productivity, and dedication
to their work [118,119]. Talent retention plays a significant role in cultivating loyalty and
motivation among employees. When employees feel appreciated and acknowledged for
their contributions, they are more inclined to exceed the expectations of their job roles. The
knowledge that their efforts are recognized and rewarded serves as a strong motivator.
This heightened motivation directly translates into improved job performance, resulting
in increased productivity levels and favorable outcomes for the organization [120–122].
Moreover, talent retention plays a pivotal role in fostering a positive work culture. When
employees feel that their skills are valued and they have opportunities for growth and
advancement within the organization, they are more inclined to remain committed and
engaged. A positive work culture promotes collaboration, teamwork, and the sharing of
knowledge, all of which contribute to improved job performance. Employees are more
likely to support and assist one another, leading to increased efficiency and effectiveness in
achieving organizational objectives [123,124].

Talent retention has a crucial impact on knowledge management within organiza-
tions [125]. Experienced and knowledgeable employees have valuable expertise that is
developed over time [126]. When these employees are retained, they can actively share their
knowledge, mentor others, and contribute to the continuous learning and enhancement
of the organization. This transfer and retention of knowledge has a positive influence
on job performance by preserving and effectively utilizing critical institutional knowl-
edge [127,128]. Furthermore, talent retention plays a crucial role in ensuring organizational
stability and reducing disruptions in workflow. When employees remain with an organiza-
tion for a longer duration, they develop a profound understanding of its processes, systems,
and culture. This institutional knowledge facilitates smoother operations, faster decision-
making, and improved coordination among team members. It also reduces the time and
resources needed for onboarding and training new employees, enabling the organization
to maintain consistent performance levels and efficiently meet business objectives [129,130].
Therefore, the following hypothesis is proposed:

H6. Talent retention significantly and positively affects job performance.

2.10. The Mediating Role of Talent Retention in the Link between Ergonomics and Job Performance

Studies have demonstrated that a carefully designed ergonomic environment can
yield favorable effects on job performance by alleviating physical discomfort, minimizing
work-related injuries, and enhancing overall well-being [56]. Additionally, talent retention
is influenced by multiple factors, including job satisfaction, organizational culture, career
development opportunities, and compensation. The retention of skilled employees holds
significant importance for organizational success as it guarantees the continuity of critical
skills, knowledge, and experience within the workforce [122,131]. The relationship between
ergonomics and job performance can be mediated by talent retention. When organizations
prioritize ergonomics and establish a comfortable work environment, it positively impacts
employee satisfaction, well-being, and engagement. Employees who experience physical
comfort and reduced strain are more likely to be satisfied with their jobs, which, in turn,
increases their commitment and loyalty [59,132]. This heightened job satisfaction and
commitment, in return, contribute to talent retention within the organization. Satisfied
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employees who perceive organizational support and a positive work environment are more
inclined to remain with the company, resulting in reduced turnover rates. Talent retention
enables organizations to retain a skilled workforce that possesses valuable knowledge of
the organization’s processes, systems, and industry-specific expertise [42,113].

Through effective implementation of ergonomics interventions, organizations can de-
crease turnover rates and retain skilled employees who have acquired extensive knowledge
and expertise over time. This accumulated knowledge and expertise positively impact
job performance by enhancing the productivity, problem-solving abilities, and overall
efficiency [133,134]. Additionally, talent retention also plays a crucial role in sustaining
the long-term benefits of ergonomics within the organization. Talent retention enables
organizations to cultivate a culture of continuous improvement and innovation. Skilled
employees, who possess a deep understanding of ergonomic practices and their advan-
tages, can offer valuable insights and contribute to the ongoing enhancement of the work
environment [135,136]. This continual improvement in ergonomics further enhances job
performance by creating an environment that adapts to the evolving needs and demands
of employees [137]. In addition, talent retention is in line with an organization’s dedication
to fostering a learning culture [138,139]. When employees stay with the organization for
extended periods, they have ongoing opportunities to enhance their skills and knowledge.
Organizations that prioritize talent retention also typically invest in continuous training and
development, equipping their employees with the necessary resources to excel. This culture
of continuous learning directly contributes to improved job performance, as employees
possess the skills and knowledge needed to adapt to evolving business demands [140,141].
Therefore, the following hypothesis is postulated:

H7. Talent retention mediates the link between ergonomics and job performance.

The hypothesized research framework presented in Figure 1 below.
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3. Materials and Methods
3.1. Measures and Instrument Development

Ergonomics was assessed by a 14-item scale adapted from [142]. Sample items include:
“Reaching or working over your head or away from your body” and “Insufficient breaks
or pauses during the workday”. In addition, employee job performance was measured
by a 4-item scale from [143]. For example, “I make sure that my work meets/exceeds
performance standards” and “I meet/exceed my goals”. Moreover, work engagement was
evaluated by a 5-item scale from [144]. For instance, “I am highly engaged in this work” and
“Sometimes I am so into my work that I lose track of time”. Furthermore, talent retention
was determined by a 6-item scale adapted from [145]. For example, “My hotel/travel agency
provides career development opportunities to retain key employees” and “Attractive
compensation and benefit incentives engage me to work with my hotel/travel agency”.
The entire scale items are included in Appendix A. This study used a self-administrated
questionnaire. The survey was divided into two parts. The first part included 29 items
to examine the study’s four latent variables: ergonomics, employee job performance,
work engagement, and talent retention. All responses were assessed on a 5-point Likert
scale, “ranging from 1 for strongly disagrees to 5 for strongly agrees”. The second part
included five questions regarding employees’ gender, age, educational level, years of work
experience, and work organization. The original questionnaire was written in English.
Then, to guarantee that the matching was accomplished, a back translation technique
was used.

3.2. Sampling and Data Collection

Information collected from the entry and middle levels employees of Egypt’s category
(A) travel agencies “In Egypt, there are three types of travel agents (A–C)” and five-star
hotels between March 2023 and April 2023 was used to evaluate the study’s proposed
model. Since they aim to consistently provide superior services to their customers, working
at a category (A) travel agency or a five-star hotel is demanding. The high workload and
demands of the jobs in those organizations are more likely to make ergonomics, work
engagement, and talent retention among the critical factors for effective job performance.
According to [146]’s statistics, there are 158 five-star hotels and 2222 category (A) travel
agencies operating in Egypt. However, no official figures are available for Egypt that
include the full number of personnel employed by category A travel agencies or five-star
hotels. Therefore, this study relied on [147]’s sampling equation. Cochran [147] developed
an equation to produce a representative sample for the population that equals 385 replies
in situations when a list of the population is not available, as in the case of the current
study. The convenience sampling approach was used in the current study because of the
geographical scope and the fact that the five-star hotels and category (A) travel agencies
were spread out over the country. A total of 600 questionnaires were given out to the
organizations under examination. Only 389 valid forms were retrieved, resulting in a
64.8% response rate: 266 (68.4%) surveys were collected from 25 five-star hotels, and
123 (31.6%) responses were collected from 45 categories-A travel agencies. For the analysis,
the 389 valid responses that were obtained were sufficient.

3.3. Data Analysis

PLS-SEM is a popular analytical technique in tourism and hospitality research, e.g.,
Hair et al. [148]. It is a useful technique for analyzing complicated structural models that
connect several variables via both indirect and direct paths [149].

4. Results
4.1. Participants’ Profile

Accordng to Table 1, out of the 389 total participants, 314 (80.7%) were male and
75 (19.3%) were female. Also, 51 (13.1%) participants were beyond the age of 50, 187 (48.1%)
participants were between the ages of 30 and less than 40, and 151 (38.8%) participants
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were below the age of 30. Moreover, 63 (16.2%) had a high school or institute certificate,
313 (80.5%) had a bachelor’s degree, and 13 (3.3%) held a master’s or a PhD. Furthermore,
173 (44.5%) of the participants had more than ten years of work experience, while 73 (18.8%),
78 (20.1%), and 65 (16.7%) had less than two years’, two to five years’, and six to ten years’
experience, respectively. Additionally, 266 participants (68.4%) worked in five-star hotels,
as opposed to 123 participants (31.6%) who worked in category (A) travel agencies.

Table 1. Participant’s profile (N = 389).

Frequency Percent

Gender
Male 314 80.7

Female 75 19.3

Age
<30 years 151 38.8

30: <40 years 187 48.1
40: >50 years 51 13.1

Educational Level
High schools/institute 63 16.2

Bachelor 313 80.5
Master/PhD 13 3.3

Work Experience

<2 years 73 18.8
2 to 5 years 78 20.1

6 to 10 years 65 16.7
>10 years 173 44.5

Work Organization Hotels 266 68.4
Travel agency 123 31.6

4.2. Descriptive Statistics and Factor Loadings

After factor loading was calculated, the item loadings were found to range from
0.501 to 0.987 (see Table 2). An item loading value greater than 0.5 can be regarded as
acceptable by [148]’s guideline. The mean scores of the employees’ perceptions of the
studied variables are shown in Table 2. The values were (3.34 ± 1.03), (3.16 ± 0.96),
(3.47 ± 0.95), and (2.84 ± 1.04) for ergonomics, job performance, work engagement, and
talent retention, respectively.

Table 2. Descriptive statistics and factor loadings.

Construct Mean * Standard Deviation Item Loading

Ergonomic (Ergo) 3.34 1.03 -
Ergo.1 3.16 1.35 0.573 **
Ergo.2 3.37 1.32 0.501 **
Ergo.3 3.26 1.37 0.546 **
Ergo.4 3.27 1.32 0.806 **
Ergo.5 3.37 1.33 0.912 **
Ergo.6 3.47 1.29 0.817 **
Ergo.7 3.37 1.26 0.910 **
Ergo.8 3.27 1.23 0.842 **
Ergo.9 3.34 1.28 0.870 **
Ergo.10 3.38 1.33 0.903 **
Ergo.11 3.48 1.29 0.836 **
Ergo.12 3.38 1.26 0.907 **
Ergo.13 3.28 1.24 0.840 **
Ergo.14 3.36 1.27 0.833 **
Job Performance (JP) 3.16 0.96 -
JP.1 2.92 1.14 0.766 **
JP.2 2.97 1.43 0.666 **
JP.3 3.53 1.20 0.831 **
JP.4 3.21 1.31 0.748 **



Sustainability 2023, 15, 14947 12 of 24

Table 2. Cont.

Construct Mean * Standard Deviation Item Loading

Work Engagement (WE) 3.47 0.95 -
WE.1 3.26 1.23 0.817 **
WE.2 3.36 1.25 0.806 **
WE.3 3.58 1.19 0.815 **
WE.4 3.66 1.15 0.759 **
WE.5 3.48 1.05 0.834 **
Talent Retention (TR) 2.84 1.04 -
TR.1 2.58 1.42 0.850 **
TR.2 2.86 1.26 0.786 **
TR.3 2.98 1.25 0.979 **
TR.4 2.92 1.16 0.987 **
TR.5 2.98 1.18 0.722 **
TR.6 2.74 1.38 0.552 **

* Mean score; low: “1.00 to 2.33, average (moderate): 2.34 to 3.66, high: 3.67 to 5.00”. ** p value < 0.05.

4.3. Reliability and Validity

Manley et al. [149] claimed that when all variables have values greater than 0.7,
as indicated in Table 3, Cronbach’s alpha and composite reliability for all variables are then
considered sufficient. Furthermore, AVE values greater than 0.5 were observed, proving
the validity of the scales according to [148]’s standard. The findings of the full collinearity
VIF were all sufficient as well.

Table 3. Reliability and AVEs.

Construct/Items Composite Reliability Cronbach alpha Average Variance Extracted (AVE) Full Collin.VIF

Ergonomic (Ergo) 0.961 0.955 0.636 1.727
Job Performance (JP) 0.838 0.742 0.564 2.836
Work Engagement (WE) 0.902 0.863 0.648 2.247
Talent Retention (TR) 0.924 0.901 0.672 2.357

In addition, a discriminant validity test was performed. Table 4 demonstrates that
the AVE value for each variable is bigger than the greatest common value. These findings
confirm the study model’s reliability and validity, according to [148]. The HTMT for validity
was also examined (see Table 5), illustrating that it is sufficient for all values as they all
were <0.85.

Table 4. Discriminant validity results.

Variable TR JP Ergo WE

Talent Retention (TR) 0.820 0.731 0.559 0.636
Job Performance (JP) 0.731 0.751 0.595 0.706
Ergonomic (Ergo) 0.559 0.595 0.798 0.578
Work Engagement (WE) 0.636 0.706 0.578 0.805

Table 5. HTMT for validity.

HTMT Ratios TR JP Ergo WE

Talent Retention (TR)
Job Performance (JP) 0.897
Ergonomic (Ergo) 0.605 0.710
Work Engagement (WE) 0.723 0.881 0.638
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4.4. Model Fit and Quality Indices for the Research Model

The model fit had been examined before testing the study’s hypotheses. The results for
model fit and quality indices were in line with the standards, as presented in Appendix B.

4.5. The Structural Model and Hypotheses Testing

The path coefficient analysis (β), p-value, and R-square (R2) were used to examine the
hypothesized structural model of the current study. The results of the hypotheses’ testing
(Figure 2 and Table 6) indicated that there is a positive relationship between ergonomics
and job performance (β = 0.12, p < 0.01), work engagement (β = 0.74, p < 0.01), and talent
retention (β = 0.72, p < 0.01). This means that ergonomics increases job performance, work
engagement, and talent retention. Thus, H1, H2, and H5 are supported. Also, a positive
relationship between work engagement and talent retention and job performance existed
(β = 0.33, p < 0.01) and (β = 0.42, p < 0.01), respectively. This means that work engagement
and talent retention increase job performance. So, H3 and H6 are supported.
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Table 6. Mediation analysis (Bootstrapped Confidence Interval).

No. Path a Path b Indirect Effect SE t-Value
Bootstrapped Confidence Interval

Decision
95% LL 95% UL

H4 0.740 0.330 0.244 0.034 7.182 0.178 0.311 Mediation
H7 0.720 0.420 0.302 0.034 8.894 0.236 0.369 Mediation

In addition, Figure 2 illustrated that ergonomics interpreted 54% of the variance in
work engagement (R2 = 0.54) and 51% of the variance in talent retention (R2 = 0.51). More-
over, ergonomics, work engagement, and talent retention explained 65% of the variance in
job performance (R2 = 0.65).
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Lastly, the indirect impact was measured to evaluate the role of work engagement and
talent retention as mediators (see Table 6). For work engagement, the “bootstrapping anal-
ysis” indicated that the indirect effect’s Std. β = 0.244 (0.740 × 0.330) was significant, with
a t-value of 7.182. In addition, the indirect effect of 0.244, “95% Bootstrapped Confidence
Interval” (LL = 0.178, UL = 0.311), does not cross a zero in between, indicating a media-
tion. Thus, the mediation role of work engagement in the ergonomics–job performance
relationship is considered statistically significant. Therefore, H4 is supported.

Furthermore, for talent retention, the “bootstrapping analysis” indicated that the
indirect effect’s Std. β = 0.302 (0.720 × 0.420) was significant, with a t-value of 8.894. In
addition, the indirect effect of 0.302, “95% Bootstrapped Confidence Interval” (LL = 0.236,
UL = 0.369), does not cross a zero in between, indicating a mediation. Thus, the mediation
role of talent retention in the ergonomics–job performance relationship is considered
statistically significant. Therefore, H7 is supported.

5. Discussion

The purpose of this study was to examine how job performance is affected by er-
gonomics, taking into account work engagement and talent retention as mediators. The
findings support our first hypothesis that ergonomics significantly and positively affects
job performance. This finding is in line with prior research, e.g., refs. [45,46,49–51] which
claimed that ergonomics increases job performance. Workspaces that are thoughtfully
planned, ergonomic seats, and correctly set up equipment all contribute to physical com-
fort, lowering the risk of discomfort, pain, or physical strain. Physically comfortable
employees are better able to focus and concentrate on their jobs, resulting in improved
overall job performance [45,46]. Ergonomics is also important in reducing mistakes and
cognitive strain. Ergonomic design reduces the risks of mistakes caused by physical pain
by reducing uncomfortable postures and repeated activities. Working in ergonomically op-
timized workplaces reduces mental tiredness, resulting in improved cognitive performance.
By viewing employees as the key to guaranteeing company sustainability and working to
create meaningful and significant work, businesses acknowledge the relevance of human
factors in organizational processes [150–152].

The findings also support our second hypothesis that ergonomics significantly and pos-
itively affects work engagement. This finding is in line with prior research, e.g., refs. [62,63]
which claimed that ergonomics increases work engagement. Employees obtain a sense
of ownership and control over their work environment when they have the chance to
contribute to the design of their workplaces and equipment. This involvement might
increase their level of engagement and passion for their jobs since they consider themselves
as active contributors to the success of the organization [65,66]. In addition, the findings
support our third hypothesis that work engagement significantly and positively affects
job performance. This finding is in line with prior research, e.g., refs. [19,79,80,90] claimed
that work engagement increases job performance. Individual and group interactions as
well as collaboration are significantly impacted by work engagement. Employees who are
engaged often have a good attitude and are eager to cooperate with their coworkers. This
cooperative atmosphere promotes successful collaboration, interaction, and information
sharing, resulting in a peaceful workplace and increased collective job performance [87–89].

Moreover, the findings support our fourth hypothesis that work engagement mediates
the link between ergonomics and job performance. This finding indirectly is in line with
prior research, e.g., refs. [95–97,99]. Employees are more likely to become completely en-
gaged with their work, have better levels of focus, and feel more dedicated and enthusiastic
when they feel physically comfortable and encouraged by their ergonomic atmosphere.
This increased work engagement inspires employees to devote more time and effort to their
jobs, resulting in enhanced performance at work. Furthermore, the findings support our
fifth hypothesis that ergonomics affects significantly and positively talent retention. This
finding is in line with prior research, e.g., refs. [100,101] which claimed that ergonomics
increases talent retention. Interventions in ergonomics may foster talent development and
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progress inside organizations. Employees who operate in an ergonomic setting are more
able to focus on their jobs, increase their productivity, and promote the growth of their
talents. Employees may devote their time and efforts to professional development and
progress since they are not bothered by physical discomfort or interruptions.

Additionally, the findings support our sixth hypothesis that talent retention signifi-
cantly and positively affects job performance. This finding is in line with prior research,
e.g., refs. [116,117] which claimed that talent retention increases job performance. When
workers feel valued and recognized for their achievements, they are more likely to go
above and beyond what is required of them in their positions. Knowing that their efforts
are recognized and appreciated is a powerful incentive. This increased drive leads to
enhanced work performance. Lastly, the findings support our seventh hypothesis that
talent retention mediates the link between ergonomics and job performance. This finding
is indirectly in line with prior research, e.g., refs. [137–141]. The long-term advantages of
ergonomics inside the organization depend critically on retaining talent. Organizations
may foster a culture of continual improvement and innovation through the retention of
talent. Skilled individuals with a thorough awareness of ergonomic practices and their
benefits can provide useful insights and contribute to the continuous improvement of the
work environment. This continuous development in ergonomics improves job performance
by establishing an environment that responds to the employees’ changing requirements
and desires.

6. Implications
6.1. Theoretical Implications

The findings of this study make notable contributions to the Job Demands-Resources
(JD-R) model theory in various meaningful ways. One significant aspect is the contextu-
alization of the JD-R model within the tourism and hospitality industry. By specifically
examining this industry, the study acknowledges the distinct demands, challenges, and
attributes that shape the connections between job demands, resources, and outcomes. This
recognition emphasizes the adaptability and applicability of the JD-R model across di-
verse work environments. Another valuable contribution of this study is the introduction
of ergonomics as a significant job resource within the tourism and hospitality industry.
While the JD-R model traditionally focuses on psychological and social resources, the
incorporation of ergonomic factors highlights the model’s flexibility in encompassing the
physical elements of the work environment. This extension enhances the model’s overall
inclusiveness and comprehensiveness. Furthermore, this study expands the JD-R model by
incorporating the mediating effects of work engagement and talent retention. While the
conventional model primarily focuses on the direct impact of job demands and resources
on well-being and performance, this study delves deeper into the underlying mechanisms
by exploring how enhanced ergonomics influence work engagement, talent retention, and
ultimately, job performance. By considering these mediating factors, the study provides a
more comprehensive understanding of the relationships within the JD-R model.

6.2. Practical Implications

The examination of ergonomics and its influence on job performance within the
tourism and hospitality industry yields various practical implications, specifically on
work engagement and talent retention. The application of ergonomics in the tourism
and hospitality industry involves designing work environments, tools, and tasks to align
with the capabilities and requirements of employees. By embracing ergonomic principles,
businesses in this sector can establish work settings that prioritize the well-being, comfort,
and safety of their staff. This approach can result in decreased physical strain, enhanced job
satisfaction, and overall improved well-being, all of which have a positive impact on work
engagement and job performance. Factors such as ergonomically designed workstations,
appropriate lighting, comfortable seating, and streamlined workflows contribute to creating
a favorable work environment that fosters engagement, motivation, and productivity.
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Human factors and ergonomics are required to be well-understood within the complex
systems of today’s work environments [153]. In terms of sustainability and fair labor
practices, globalization and the digitalization of value production present serious challenges
to today’s businesses. Human factors and ergonomics may be useful in dealing with these
challenges [154]. Specifically, regarding ergonomics’ return on investment, investment in
ergonomics programs creates annual capital improvements of up to $100,000 per year [155].

Through the optimization of work processes and the mitigation of physical and
mental strain, employees can enhance their task performance in terms of efficiency and
effectiveness. The implementation of ergonomic interventions, such as the provision of
suitable tools and equipment, the establishment of comprehensive training programs, and
the reduction in ergonomic risk factors, can positively impact various job performance
metrics, including productivity, service quality, and customer satisfaction. Additionally,
talent retention poses a significant challenge for the tourism and hospitality industry, which
experiences high turnover rates. However, ergonomics can serve as a means to address this
issue by establishing a supportive work environment that emphasizes employee well-being
and contentment. When employees perceive that their well-being, comfort, and safety are
prioritized, they are more inclined to remain with the organization for an extended period.
The incorporation of ergonomic interventions can help decrease work-related injuries,
prevent burnout, and enhance job satisfaction, ultimately bolstering talent retention efforts.

Importantly, talent retention practices hold immense potential for providing a notable
competitive edge within the tourism and hospitality industry. By prioritizing the retention
of skilled and seasoned employees, organizations can uphold superior service quality,
customer satisfaction, and overall operational excellence. This differentiation positions
them favorably against competitors and contributes to long-term prosperity within the
industry. Creating an engaging and fulfilling work environment is a central aspect of talent
retention strategies. When employees are actively engaged and satisfied, they are more
likely to demonstrate increased productivity, deliver exceptional customer service, and
contribute positively to the organization’s culture and reputation. By understanding the
factors that influence employee engagement and satisfaction, organizations can implement
specific initiatives designed to improve these aspects, leading to enhanced talent retention.

In the tourism and hospitality industry, organizations have the opportunity to invest
in training and development programs that aim to enhance the skills and competencies
of their employees. By providing avenues for professional growth and advancement,
organizations demonstrate a strong dedication to employee development, which in turn
can foster increased employee loyalty and reduce turnover rates. Also, offering ongoing
training initiatives enables employees to stay abreast of industry trends and further improve
their job performance, ultimately benefiting the organization as a whole. Moreover, in the
tourism and hospitality industry, organizations should prioritize work engagement as a
favorable attribute when selecting and recruiting employees. By identifying individuals
who exhibit high levels of engagement, organizations can enhance the likelihood of hiring
motivated, dedicated, and enthusiastic individuals who genuinely enjoy their work. This
approach contributes to cultivating a positive work environment and elevating the overall
team performance.

Finally, the design of job roles holds a significant influence over employee engagement
within the tourism and hospitality industry. Organizations should strive to create mean-
ingful and challenging positions that allow employees to utilize their skills and abilities
effectively. Implementing job enrichment techniques, such as granting increased autonomy,
introducing task variety, and providing constructive feedback, can further enhance work
engagement. These practices offer employees a sense of purpose, accomplishment, and
personal growth, ultimately fostering a more engaged workforce.

7. Limitations and Future Research

Although examining the correlation between ergonomics, job performance, work
engagement, and talent retention in the tourism and hospitality industry offers significant
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insights, there are limitations and avenues for future research that warrant consideration.
Given the industry’s diverse nature, which encompasses sectors such as hotels, restaurants,
travel agencies, and event management, future studies could delve into how the influence
of ergonomics on job performance, work engagement, and talent retention may vary
across these distinct sectors. Furthermore, incorporating cultural, organizational, and
regional differences within the industry could provide a more comprehensive and nuanced
understanding of the subject matter. By addressing these aspects, future research can
contribute to a more robust body of knowledge in this field.

In the tourism and hospitality industry, organizations commonly have multiple hierar-
chical levels, encompassing front-line employees, supervisors, and managers. To gain a
more comprehensive understanding of the dynamics between ergonomics, job performance,
work engagement, and talent retention, future research could employ a multi-level analysis
approach. This approach would investigate how these factors interplay across different
organizational levels, shedding light on the intricate complexities involved in these rela-
tionships. By adopting such an approach, researchers can uncover valuable insights that
account for the specific dynamics at each level within the organization.

Additionally, it is important to consider that there might be other factors that play a
role in mediating or moderating the relationship between ergonomics, job performance,
work engagement, and talent retention. Factors such as the organizational culture, lead-
ership style, job characteristics, and individual differences could potentially influence
these relationships. Conducting further research to explore these factors would provide
valuable insights into the underlying mechanisms and boundary conditions that shape
the impact of ergonomics on job performance and employee outcomes. By understanding
these additional factors, organizations can gain a more comprehensive understanding of
how to optimize ergonomics and its effects on employee performance and well-being.

The tourism and hospitality industry is subject to continuous transformation, with
technological advancements exerting a substantial influence on work environments and
processes. To gain deeper insights, future research could investigate the repercussions of
emerging technologies such as automation, artificial intelligence, and virtual reality on
ergonomics, job performance, work engagement, and talent retention within the industry.
By comprehending how these technologies intersect with ergonomic factors, organizations
can refine the design of future work environments to optimize employee performance
and well-being. This research would offer valuable guidance for effectively integrating
technology while ensuring a positive impact on employees’ work experiences.
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Appendix A

Ergonomics-Related Job Factors Coluci et al. (2009) [142]

Ergo.1. Performing the same task over and over.
Ergo.2. Working very fast for short periods (lifting, grasping, pulling, etc.).
Ergo.3. Having to handle or grasp small objects.
Ergo.4. Insufficient breaks or pauses during the workday.
Ergo.5. Working in awkward or cramped positions.
Ergo.6. Working in the same position for long periods (standing, bent over, sitting, kneeling, etc.).
Ergo.7. Bending or twisting your back awkwardly.
Ergo.8. Reaching or working over your head or away from your body.
Ergo.9. Hot, cold, humid, wet conditions.
Ergo.10. Carrying, lifting, or moving heavy materials or equipment.
Ergo.11. Continuing to work when injured or hurt.
Ergo.12. Work scheduling (overtime, length of workday).
Ergo.13. Using tools (design, weight, vibration, etc.).
Ergo.14. Working without any type of training.
Employee Job Performance Kundu et al. (2019) [143]
EJP.1. I make sure that my work meets/exceeds performance standards.
EJP.2. I meet/exceed my goals.
EJP.3. I complete my tasks on time.
EJP.4. I respond quickly when problems come up.
Work engagement Saks (2006) [144]
WE.1. I really “throw” myself into my work.
WE.2. Sometimes I am so into my work that I lose track of time.
WE.3. This work is all-consuming; I am totally into it.
WE.4. My mind often wanders and I think of other things when doing my work (R).
WE.5. I am highly engaged in this work.
Talent retention Mujtaba et al. (2022) [145]
TR.1. My hotel/travel agency provides career development opportunities to retain key employees.
TR.2. Managerial support of the hotel/travel agency inspires me to continue my job.
TR.3. The conducive environment of my hotel/travel agency motivates talented employees to stay
a longer period.
TR.4. Attractive compensation and benefit incentives engage me to work with my hotel/
travel agency.
TR.5. My hotel/travel agency provides more avenues to high performers for work–life balance
TR.6. My hotel/travel agency applies a performance-based rewards and recognition policy to
motivate high performers to remain in the organization.
R: Reverse scoring

Appendix B. Model Fit and Quality Indices

Assessment Criterion
Supported/

Rejected

Average path coefficient (APC) 0.464, p < 0.001 p < 0.05 Supported
Average R-squared (ARS) 0.567, p < 0.001 p < 0.05 Supported
Average adjusted R-squared (AARS) 0.565, p < 0.001 p < 0.05 Supported
Average block VIF (AVIF) 2.985 acceptable if ≤5, ideally ≤3.3 Supported
Average full collinearity VIF (AFVIF) 2.292 acceptable if ≤5, ideally ≤3.3 Supported
Tenenhaus GoF (GoF) 0.598 small ≥0.1, medium ≥0.25, large ≥0.36 Supported
Sympson’s paradox ratio (SPR) 1.000 acceptable if ≥0.7, ideally = 1 Supported
R-squared contribution ratio (RSCR) 1.000 acceptable if ≥0.9, ideally = 1 Supported
Statistical suppression ratio (SSR) 1.000 acceptable if ≥0.7 Supported
Nonlinear bivariate causality
direction ratio (NLBCDR)

1.000 acceptable if ≥0.7 Supported
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