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Abstract:

This study aims to determine the effect of Cost Change, Work Quality, and Company Image
On Loyality of Employee Cafe in Batam With Employee Satisfaction as A Mediation Variable.
The population in this study were the Employees Café in Batam with a total of 510
respondents as a sample conducted from February to June 2023 using online and offline
questionnaire. The research data was analyzed using SmartPLS version 3 application. The
cost change variable has no effect and does not significantly influence the employee
satisfaction variable. The work quality variable shows a positive and significant influence in
influencing the employee satisfaction variable. The corporate image variable shows a positive
and significant influence in influencing the employee satisfaction variable. The cost change
variable has no effect and does not significantly influence the employee loyalty variable. The
work quality variable shows a significant positive influence in influencing the employee loyalty
variable. The corporate image variable shows a significant positive influence in influencing
the employee loyalty variable. The employee satisfaction variable shows a positive but not
significant influence in influencing the employee loyalty variable. The cost change variable
indirectly has no effect and does not significantly affect the employee loyalty variable. The
work quality variable indirectly has a positive but not significant influence on the employee
loyalty variable. The company image variable indirectly has no effect and is not significant on
the employee loyalty variable.

Keywords: Cost Change, Work Quality, Company Image, Employee Loyality, Employee
Satisfaction.

1. Introduction

The pandemic COVID-19 is a global health problem that had a major impact on the
world economy. As time goes by, many countries are starting to try to recover from
the pandemic which for three years has paralyzed various sectors and has hampered
all economic activities (Syukur et al., 2022). Indonesia is one of the countries that has
successfully recovered from the pandemic Covid-19 and is in third place after China
and India with GDP gains in the first quarter which have reached 7.1% (Putri, 2022).
Based on data projections from the IMF, Indonesia occupies the sixth highest
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economic growth position with an increase in GRDP from 3.3% to 5.6% (Ahdiat,
2022).

One of the City in Indonesia that has many improvements and recovery after Covid-
19 is Batam. In 2021, Batam's economic growth increased by 4.75% from the previous
year which experienced minus 2.55% (Media Center, 2022). This increase was
supported by an increase in the growth rate of business fields in Batam which reached
9.66 percent (BPS, 2022). The very rapid development of the business sector is
business in the culinary sector. This is based on the fact that food is a basic human
need that must be fulfilled, so that the culinary business can continue to grow and
develop because of the important needs

Apart from that, there is the Coffee Shop phenomenon which has boomed in the last
few years. Coffee shops are a place to fill free time for people, especially young
people, who have become a lifestyle because they not only provide coffee drinks, but
also provide other supporting facilities. With this phenomenon and supported by
increasingly sophisticated and rapid technological developments, there is an
opportunity for culinary business people to open a café business , resulting in a
significant increase in the number of cafés and the level of coffee consumption in
Indonesia. Based on the results of research in 2019 by Toffin and MIX Marcom
Magazine, the number of cafes in Indonesia grew to 2,950 outlets and even tripled
compared to the previous year and continues to increase to this day. “Coffee is no
longer just a drink. "Coffee has become a necessity of life, and has become universal
for all groups," said the Minister of Cooperatives and SMEs, Teten Masduki
(Kusumawanti, 2022).

The large number of cafes that exist opens up many opportunities for job seekers to
apply for jobs at the cafes they want. However, this has big consequences for the high
turnover rate of employees. With high competition, technology that develops over
time, demographic changes, very rapid economic changes and an unpredictable,
complex and rapidly changing environment are factors that cause employee loyalty to
their work to decrease so that turnover increases (Magdalena Andrin, 2021).
According to a survey from FinanceOnline , the average US turnover rate is 20% with
an average number of employees leaving at 2.3% or equal to 3.4 million employees.
Meanwhile, in Indonesia itself, based on statistical data on employee recruitment and
turnover, it can be seen that the number of employees recruited is inversely
proportional to the number of employees who leave (Inti.co.id, 2021).

Based on the results of a survey conducted by Mercer, it has been shown that Indonesia
has the highest employee turnover rate at the middle level. This is caused by around
55% of employees' dissatisfaction with salaries which is the main factor in this
phenomenon. The ability of employees to get better benefits at other companies is the
next factor. Changes in salary and environmental conditions are also factors that are
very important to pay attention to (Triamanda, 2022). Sourced from CNBC (2022),
40% of job seekers admit they need a higher income due to inflationary turmoil which
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causes increased costs which requires them to look for better benefits at other
companies. This high level of employee dissatisfaction has an impact on weak
employee loyalty to the company. Therefore, companies must be able to understand
the needs and desires of employees. A company successfully manages their
employees, employee satisfaction will increase which has an impact on employee
loyalty.

Job satisfaction is an indicator that describes a person's condition related to their
feelings and attitudes towards the experiences they experience while working
(Sudiantini & Saputra, 2022). Employee loyalty is an attitude that arises because of
the desire to behave well and be loyal to work, leadership and the workplace so that
someone is willing to work hard and make sacrifices for the satisfaction of themselves
and other parties (Munadzifah & Fahrullah, 2021). There are various factors that
influence employee satisfaction that companies need to know in order to increase
employee loyalty levels so that turnover can be reduced and business processes can
run smoothly.

2. Theoretical Background

Employee Loyality

Employee loyalty is the success of employee work implementation in achieving
company goals over a certain period of time. Increasing loyalty is very important so
that it can create a good work environment, high work discipline and high motivation
so that it can raise employee enthusiasm while working. Employee loyalty will have
a very positive impact on the company (Swadarma & Netra, 2020). Employee loyalty
has an important influence on the sustainability and progress of the company.
Therefore, companies must always pay more attention to employee loyalty because
loyal employees will make a big contribution to achieving company goals (Larissa et
al., 2023). Employee loyalty is seen from how much ideas, performance and thoughts
they can provide to the company, not only seen from the length of time the employee
has worked at the company. Not only does it require a contribution of energy from its
employees, but it also requires a contribution in terms of concept and loyalty so that
it can be used as a means for employee performance to be maintained so that
productivity and quality increase. With high loyalty, companies can see the mental
and attitude of employees in various situations, both in good conditions and
undesirable conditions (Mandagi et al., 2020).

Employee Satisfaction

Employee satisfaction is one of the company's efforts to determine the level of
satisfaction of its employees regarding the rights and responsibilities they receive.
This is very important to develop the company's operational production capacity
because in a business unit in the company there are usually employees who have
unsatisfactory performance resulting in hampered performance of the business unit
(Schuster, 2023). Ariadi et al., (2023) stated that job satisfaction is the effectiveness
and emotional reactions of humans to various aspects of the work carried out. Job
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satisfaction is also described as employees' feelings about how enjoyable the work
they do is. On the other hand, employees who have a low level of job satisfaction tend
to make turnover, which will initially be characterized by a decrease in discipline and
work productivity which will certainly be detrimental to the company (Alda et al.,
2023).

Cost Change

The difference in costs felt by employees is one of the significant factors that can
influence employee loyalty in the company (Rustiawan, 2023). Fair and competitive
compensation plays an important role in attracting and retaining employees with good
contributions to the company. When employees feel that the salary they receive is
insufficient or not commensurate with industry standards or their contribution,
employee satisfaction will decrease (Sinaga et al., 2022). Costs or salaries are
something that is intended as a reward for work done (Faradila & Suryaman, 2021).
This is divided into two, namely direct costs in the form of salaries or wages and
indirect costs such as health insurance, housing allowance, or educational assistance.
Satisfaction from individual employees comes from a comparison between what
employees receive from the work they do with what is expected, everything that
employees want or think, so that employee satisfaction can be achieved, a company is
expected to provide good service and in accordance with expectations. employees
(Hao & Wang, 2022).

Work Quality

The quality of work in a company is proof that the company can create good job
satisfaction so that employees can feel satisfied with the work they do (Sumarsi,
2020). Work quality is the level of work demonstrated by employees in showing the
best performance for the company (Pramuditha et al., 2023). Meanwhile, according to
Agung (2022) states that work quality is a form of behavior or activities carried out in
accordance with expectations and needs or goals to be achieved effectively and
efficiently (Alfian & Susanti, 2023). Quality of work in a job is defined as fair and
adequate working conditions both in terms of wages, benefits, safety protection, career
opportunities, and so on (Wau, 2022). Work quality is a process by which an
organization review or assess employee work performance whether it was carried out
well, orderly and correctly and can be done creating work motivation while increasing
satisfaction employees (Kirana et al., 2023).

Corporate Image

There are several studies regarding company image on employee satisfaction and
loyalty. Empirical studies conducted by Bloomer, et al., (1998); Andreassen and
Lindested (1997) in research conducted by Firdaus et al., (2021) that image influences
satisfaction. However, there is another opinion expressed by Christina and Germa
Coenders (2002) in the same research , that image has no influence on satisfaction.
Image is a form of identity of different organizations or companies in the eyes of the
public. A good corporate image is created so that the company can remain standing
and the people within it can continue to develop creativity and even provide more
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benefits for other people (Febriana & Kustini, 2022). Organizational image or
company image is a personal impression of a group of people or an organization
(Munthe, 2023). Company image is a positive thing that can increase employee loyalty
through the company's success and company history (Junior et al., 2019). This
depends on various factors as well as the physical behavior of the company itself, such
as company name, diversity of products produced by the company, organizational
traditions and culture, ideology and quality of communication methods between
employees (Sinambela et al., 2022). Image cannot be created like a good or service,
but there is a process in maintaining and improving it. A good company image will
create satisfaction within employees. This will have an impact on employee
enthusiasm and motivation while working. When employees work in a company with
a good image, it will automatically build employee satisfaction (Wedadjati & Helmi,
2022).

Relationship between Cost Changes and Employee Satisfaction

The difference in costs felt by employees is one of the significant factors that can
influence employee loyalty in the company (Rustiawan, 2023). Fair and competitive
compensation plays an important role in attracting and retaining employees with good
contributions to the company (Sinaga et al., 2022). Costs or salaries are something
that is intended as a reward for work done (Faradila & Suryaman, 2021). Satisfaction
from individual employees comes from a comparison between what employees
receive from the work they do with what is expected, everything that employees want
or think, so that employee satisfaction can be achieved, a company is expected to
provide good service and in accordance with expectations. employees (Hao & Wang,
2022). Loyal and productive employees will be created if a sense of satisfaction is
embedded within the employee, with his work, superiors, equipment and facilities,
and others. Conditions often occur where employees are pressured to work in order to
achieve certain targets, but are not supported by equipment, guidance from superiors,
or even wages that are not in accordance with the workload carried out so that the
results have a poor impact on the process and final results (product) provided. to
customers (Wee & Bang, 2020). Many companies focus on customer satisfaction,
assuming that the factor that can help achieve company success is employee job
satisfaction (Febriana & Kustini, 2022).

H1: Cost Change have a significant positive influence on employee satisfaction

Relationship between Work Quality and Employee Satisfaction

Quality of work in a job is defined as fair and adequate working conditions both in
terms of wages, benefits, safety protection, career opportunities, and so on (Wau,
2022). The quality of work in a company is proof that the company can create good
job satisfaction so that employees can feel satisfied with the work they do (Sumarsi,
2020). Work quality is a process by which an organization review or assess employee
work performance whether it was carried out well, orderly and correctly and can be
done creating work motivation while increasing satisfaction employees (Kirana et al.,
2023). Based on previous research, work quality increases employee satisfaction. The
quality of work in question includes 2 aspects, namely external aspects such as salary,
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a comfortable working environment and other things that can be seen and felt and
internal aspects provided by the company, namely employee development, awards and
recognition and others (Shoukun et al., 2022). The work environment contributes to
employee affective commitment thereby increasing employee engagement and
employee satisfaction (Kaur et al., 2020).

H2: Work Quality has a significant positive influence on Employee Satisfaction

Relationship between Company Image and Employee Satisfaction

Image is a form of identity of different organizations or companies in the eyes of the
public. A good corporate image is created so that the company can remain standing
and the people within it can continue to develop creativity and even provide more
benefits for other people (Febriana & Kustini, 2022). Employee satisfaction is a
feeling of satisfaction or vice versa that originates from the reality and expectations
obtained (Maghfirah & Chandra, 2023). Employees are closely related to their
performance and work results as well as rewards and sanctions accepted. Therefore,
the level of job satisfaction in a company can be seen from several things such as
employee attitudes towards work, job transfers, absenteeism or attendance, tardiness,
and the complaints shown (Faruk, 2022). Empirical studies conducted by Bloomer, et
al., (1998); Andreassen and Lindested (1997) in research conducted by Firdaus et al.,
(2021) that image influences satisfaction. However, there is another opinion expressed
by Christina and Germa Coenders (2002) in the same research , that image has no
influence on satisfaction. Organizational image or company image is a personal
impression of a group of people or an organization (Munthe, 2023). A good company
image will create satisfaction within employees. This will have an impact on employee
enthusiasm and motivation while working. When employees work in a company with
a good image, it will automatically build employee satisfaction (Wedadjati & Helmi,
2022).

H3: Company image has a significant positive influence on employee satisfaction

Relationship between Cost Changes and Employee Loyalty

Employee loyalty occurs when employees have deep feelings for the place where they
work, grow and develop with the company, have a sense of purpose and the same
sense of responsibility in their work, and contribute well to achieving company goals
(Shoukun et al., 2022). According to Forbes, 79% of employees report lack of
appreciation as a key reason for leaving their company. This indicates that the low
level of employee loyalty in a company is a result of the lack of appreciation given, in
this case the costs obtained (Dita, 2017). So it can be said that changes in perceived
costs have a significant impact on employee loyalty. When employees receive decent
and good fees, this will have an effect on creating quality employees and increasing
employee loyalty. Qualified employees will be more easily attracted by competitors
so that they leave their company and join their company (Marwanto & Hasyim, 2023).
Therefore, companies need to give employees good and decent salaries in order to
create employees who are quality and loyal to the company, so that employee
performance and loyalty can increase profitability for the company (Asmaniati et al.,
2023). The cost change obtained are the remuneration paid by the company based on
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the period as a bond of cooperation, a form of job satisfaction, creating motivation,
and stability, discipline and employee loyalty (Herienda et al., 2022).
H4: Cost Change has a significant positive influence on Employee Loyalty

Relationship between Work Quality and Employee Loyalty

Work quality is the level of work demonstrated by employees in showing the best
performance for the company (Pramuditha et al., 2023). Meanwhile, according to
Agung (2022) states that work quality is a form of behavior or activities carried out in
accordance with expectations and needs or goals to be achieved effectively and
efficiently (Alfian & Susanti, 2023). Employees play an important role in a company.
Employees who have high loyalty are valuable company assets and must be well
looked after by the company (Marwanto & Hasyim, 2023). To create employee loyalty
to their work, it can be seen from their attitude in showing their abilities and skills,
carrying out their duties and responsibilities, being disciplined and honest in their
work. (Foeh, 2022). The quality of an employee's work is a comparison between the
achievements obtained by the company and the sacrifices made by the company
including the human resources within it and the costs incurred by the company to pay
the employee. Employee work performance and work results are the impact of the
quality of work provided by employees to the company. So that with good quality
work, employees will receive proper recognition from their leaders. This will be a
motivation for the employee to be more active in working so that it can influence
employee loyalty (Sutrisno et al., 2022).

H5: Work Quality has a significant positive influence on Employee Loyalty

Relationship between Company Image and Employee Loyalty

Employee loyalty focuses on the level of employee loyalty to the company (Febriana
& Kustini, 2022). Company loyalty indicates that the company has created a culture
and environment that is well received by its employees and can provide opportunities
for them to develop and provide appropriate material rewards, so that they can
automatically devote themselves wholeheartedly to the company's development
(Shoukun et al., 2022). When a company has a good corporate image in society, it will
have a positive effect on employees and provide a good corporate image to employees
who work in the company (Maulyan et al., 2022). Employees will feel proud if they
work for a company that has a good corporate image in society. So the relationship
between company image shows significant results on employee loyalty (Khuong &
Linh, 2020). Company image is a positive thing that can increase employee loyalty
through the company's success and company history (Junior et al., 2019). This
depends on various factors as well as the physical behavior of the company itself ,
such as company name, diversity of products produced by the company ,
organizational traditions and culture , ideology and quality of communication methods
between employees (Sinambela et al., 2022). These factors can influence how
employees act loyally to their company.

H6: Company Image has a significant positive influence on Employee Loyalty

The relationship between Employee Satisfaction and Employee Loyalty
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Satisfaction is an initial requirement in creating loyalty because employee loyalty is
influenced by satisfaction (Kertiyasa & Irbayuni, 2022). According to Imran (2022)
the mediating effect of employee satisfaction and employee loyalty is significant.
Sutrisno (2022) defines job satisfaction as a person's thoughts, feelings and action
tendencies, which is a person's attitude towards their work. Job satisfaction is related
to the emotional state of employees, as well as the meeting point between the services
provided by employees and the impact provided by the company (Irfan, 2022).
Employee job satisfaction has a positive impact on employee loyalty to the company.
Employee satisfaction is positively related to employee loyalty (Shoukun et al., 2022).
Job satisfaction is a key variable in company success. Job satisfaction is also a factor
that can increase employee loyalty (Ravanpeykar et al., 2022).

H7: Employee satisfaction has a significant positive influence on employee loyalty

The relationship between Cost Changes and Employee Loyalty is mediated by
Employee Satisfaction

Cost changes are especially important for employees who are considering moving
jobs. When employees think about moving from their old workplace to a new
workplace, they will look at and consider the costs and benefits they will get from the
move. If this transfer costs more than the benefits that will be obtained, it will be
detrimental to employees. So it can be concluded that cost changes have a significant
positive relationship with employee loyalty (Shoukun et al., 2022). Job satisfaction
can form employees' loyal attitude towards their leaders and company (V.A.R.Barao
et al., 2022). Generally, loyalty can be described as an employee's attachment to the
company where he works psychologically, so that employees are able to make
themselves do everything in the interests of the company. The difference between the
amount of salary a worker receives and the amount they should receive will affect
employee job satisfaction because this will relate to the employee's feelings at work.
This indirectly means that cost change that occur will significantly affect employee
job satisfaction (Abdullah et al., 2021). Employees will feel satisfied at work if their
hard work during work is rewarded with fair costs and provides benefits for them.
When they want to change places of work, what they hope is to get better costs so that
they can contribute to working well (Zheitamhl, 2023). Viewed from the perspective
of employee loyalty, it is stated that work loyalty can arise if all life or work needs are
met, then employees can stay in the company for a long time (Sara et al., 2023).

HS8: Cost Change have a significant positive influence on Employee Loyalty with
Employee Satisfaction as the mediating variable

The relationship between work quality and employee loyalty is mediated by
employee satisfaction

Quality of work leads to the well-being of employees' work lives . Work quality
influences employee loyalty, thereby creating satisfaction and motivating them to
commit to their work (IThwanudin et al., 2023). Work quality is a result seen from its
effectiveness and efficiency carried out by employees to achieve company goals and
objectives (Nasution, 2018). Employee loyalty is influenced by job satisfaction,
because when employees feel satisfied with the work they do, it will give them a
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feeling of comfort and joy when they are at work. Employees become enthusiastic
about carrying out their work. A peaceful work environment can prevent employees
from feeling tired after work, thereby creating employee loyalty (Rulianti &
Nurpribadi, 2023). An employee is someone who has feelings, thoughts, needs and
desires that impact all their actions and behavior at work (Toto Handiman & Alj,
2019). Wydyanto & Ilhamalimy (2021) also stated that the traits and attitudes that
emerge are divided into two, namely positive and negative, such as a sense of
satisfaction at work and the emergence of stress due to work piling up or pressure
from the leadership. When employees feel satisfied from their leadership's service, it
will be something special that employees can feel so that employee loyalty will
increase (Cakranegara et al., 2022).

HY9: Work Quality has a significant positive influence on Employee Loyalty with
Employee Satisfaction as the mediating variable

The relationship between Company Image and Employee Loyalty is mediated by
Employee Satisfaction

Company image refers to the impression the company gives that is felt by employees
(Maulyan et al., 2022). The company image will encourage their intention to work
well in the company. Junior ( 2019) stated that the formation of a company image can
take the form of visualization to the public and overall evaluation internally in the
company. Previous researchers believed that a company's image was the overall
impression among the public (Shoukun et al., 2022). Company image has a significant
impact on employee loyalty and plays a key role in employee retention (Citra &
Fahmi, 2019). When a company has a good image in the eyes of its employees, this
indirectly indicates that the employees who work for the company are satisfied with
the services and policies implemented by the company (Kertiyasa & Irbayuni, 2022).
Susita (2020) concluded that the sense of satisfaction felt by employees can support
high employee loyalty to the company.

HI10: Company Image has a significant positive influence on Employee Loyalty with
Employee Satisfaction as the mediating variable

3. Methodology

The research used Café Employees in Batam City as the population and the sample
taken was 510 employees. This amount of sample data was obtained through sample
calculations using Hair et al's theory which is used if the population size is unknown,
then 1 statement is calculated as 10 respondents and calculate on a 7-point linear scale.
(Trianto, 2018). In the questionnaire used, there are 2 main parts, namely containing
demographic information on respondents' statements regarding assessments of
employee loyalty, work quality, company image, cost change and employee
satisfaction while working at the Café which is used as the research object. And the
secondary data used is data sourced from previous scientific books and journals and
supports this research.
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The data analysis method used is the Partial Least Squares (PLS) method. The use of
this method is based on the existence of a mediating variable that exists between the
dependent variable and the independent variable. And also use the descriptive and
quantitative analysis methods. The descriptive analysis is a type of research on data
that is used to help describe, explain, and help summarize the data obtained so that it
can develop according to the conditions of the data (Tari, 2022). The quantitative
methods used to testing the accuracy of each statement distributed through the
questionnaire that has been distributed.

Outer Loading

Outer Loading test is used to determine the correctness of each indicator for the
variable. If the results of this outer loading test show >0.5 then the statement in each
variable can be declared valid (Ghozali & Hengky, 2012).

Average Variance Extracted (AVE)

The AVE test is a way to determine the validity of the data used. If the AVE test gets
a value of 0.5 then the data is valid and meets the convergent validity requirements so
it can proceed to the next level of data testing. So, every statement that can exceed 0.5
has good validity (Ghozali & Hengky, 2012).

Composite Reliability
Composite Reliability is used to measure the accuracy of each statement in the

questionnaire based on the appropriate variables. Measurements using Composite
Reliability will be reliable if they obtain a score > 0.7 (Ghozali & Hengky, 2012).

Cronbach Alpha

Measurement using Cronbach Alpha is the second method that can be used to test the
reliability of the statements in each variable. The Cronbach Alpha test will be said to
be reliable if it gets a score > 0.6 (Albi, 2020)

Test the Structural Model Without Mediation ( Direct Impact)

The purpose of conducting this model test is to show the magnitude of the influence
between variables and to test the suitability of the relationship matrix which is based
on two or more models as a comparison of the relationship between the variables being
tested which will be declared significant if a T-statistics score > 1.96 or P-Values
shows the value. below 0.05 (Trianto, 2018).

Test the Structural Model with Mediation ( Indirect Impact)

This model test was carried out to find out which variables have the biggest and
smallest influence and to find out whether the intervening variables have an influence
and can be said to be mediating variables. The relationship between the variables
tested will be declared significant if they obtain a T-statistics score > 1.96 or P-Values
show a value below 0.05 (Trianto, 2018).



Yuli Indah Fajar Dini, Inayah Alifia Fajar
1530

Path Coefficients

This test will show the impact of the latent variable on other latent variables which
can also be seen in the T-Statistics column (Ghozali & Hengky, 2012). The Path
Coefficients test will be said to be significant if the significance level is 5% if it has a
T-statistics value of more than 1.96 or P-values < 0.05.

Coefficient of Determination Test ( R Square )

This test can also see how big the influence of the independent variable is on the
dependent variable. If the resulting value is close to 1, then the variable can describe
the information needed to find out the related variable and vice versa. If the value
obtained from the R Square test results is higher, the research model can be said to be
consistent or good (Trianto, 2018).

Quality Index
This test can be seen in Goodness of Fit (GoF), where if the value obtained in the GoF
test is higher, it indicates that the resulting model is good. However, if the GoF value
is > 0.10 then it is classified as weak, if the figure obtained shows > 0.25 then it is
included in the medium group and if > 0.36 then it can be defined as a strong model
(Ghozali & Hengky, 2012). The calculation can be seen as follows:

GoF = YComm x R2
Information:
GoF  : Goodness of Fit criteria to measure the level of model accuracy
Comm : Average communalities (AVE)
R2 : Average R

4. Empirical Findings/Result

Demographic Analysis of Respondents

This research requires respondent data obtained from two questionnaire sources which
are distributed online in the form of Google Form and offline to respondents. The
collection and distribution of this questionnaire was carried out between February and
June 2023. The data currently collected is 510 respondents. Based on the
questionnaires distributed, the number of questionnaires that met the criteria was 504
people, while the number of questionnaires that did not meet the criteria was 6 people.
Data from the questionnaire distributed showed that the data of respondents who were
female were 215 people (42.7 % ) and male respondents were 289 people (57.3%).
So, male respondents are more dominant than female respondents. This is comparable
to statistical data on the population of Batam City in 2022. Judging from the workforce
pyramid based on gender, the number of the male workforce is greater than the female
workforce (BPS Kota Batam, 2022).

Outer Loading

The statement is said to be valid if the outer loading value is above 0.5, it can be seen
from the table below that there is one indicator, namely the variable KK 17 (Employee
Satisfaction), which is found to be invalid with an outer loading value below 0.5,
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namely 0.369, so it is not included in the Outer Loading Test results because it cannot
used as a testing indicator. This data indicates that the indicator does not work in the
measurement model, resulting in low results.

Table 1. Outer Loading Test Results

Variable Outer Loading Information
PB1 0.901 Valid
PB2 0.913 Valid
PB3 0.901 Valid
PB4 0.867 Valid
PB5 0.730 Valid
KK1 0.801 Valid
KK2 0.764 Valid
KK3 0.724 Valid
KK4 0.775 Valid
KKS5 0.677 Valid
KK6 0.721 Valid
KK7 0.797 Valid
KKS8 0.742 Valid
KK9 0.765 Valid

KKI10 0.699 Valid
KK11 0.700 Valid
KK12 0.676 Valid
KKI13 0.754 Valid
KK14 0.704 Valid
KK15 0.747 Valid
KK16 0.727 Valid
KK18 0.630 Valid
KK19 0.640 Valid
KK20 0.644 Valid
KK21 0.715 Valid
CP1 0.927 Valid
CP2 0.925 Valid
CP3 0.926 Valid
CP4 0.878 Valid
CP5 0.797 Valid

KKY1 0.777 Valid
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Variable Outer Loading Information
KKY2 0.844 Valid
KKY3 0.851 Valid
KKY4 0.864 Valid
KKY5 0.879 Valid
KKY6 0.884 Valid
KKY7 0.717 Valid

LK1 0.872 Valid
LK2 0.852 Valid
LK3 0.853 Valid
LK4 0.859 Valid
LKS5 0.809 Valid
LK6 0.814 Valid
LK7 0.803 Valid
LKS 0.793 Valid
LK9 0.839 Valid

Source: Primary data processed (2023)

Average Variance Extracted (AVE)
If we look at the data obtained after carrying out the AVE test, it can be seen that all
statements on each variable are declared valid because the AVE value obtained is >0.5

Table 2. Average Variance Extracted (AVE) Test Results

Variable AVE Conclusion
Cost Changes 0.748 Valid
Work quality 0.521 Valid
Company Image 0.796 Valid
Employee Satisfaction 0.694 Valid
Employee Loyalty 0.694 Valid

Source: Primary data processed (2023)

Reliability Test Results

A variable is declared reliable if the composite reliability value exceeds 0.7, while the
Cronbach alpha test will be said to be reliable if it gets a score > 0.6 and if you look
at the table, it can be seen that all statements can be said to be reliable because they
have a composite reliability value and Cronbach alpha has exceeded the existing
provisions (Albi, 2020)
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Table 3. Reliability Test Results
. Composite Cronbach's .
Variable Reliability Alpha Conclusion
Cost Changes 0.937 0.914 Reliable
Work quality 0.956 0.952 Reliable
Company Image 0.951 0.935 Reliable
Employee Satisfaction 0.940 0.925 Reliable
Employee Loyalty 0.953 0.945 Reliable

Source: Primary data processed (2023)

Structural Model Test Results Without Mediation ( Direct Impact )
The relationship between the variables tested will be declared significant if they obtain
a T-statistics score > 1.96 or the P-Values show a value of 0.05 or below (Trianto,
2018).

Table 4. Direct Impact Results

Direct Line T-Statistics  P-Values Conclusion
Cost Changes > Employee 0.010 0.992 No Inﬂuegce and Not
Satisfaction Significant
Work Qual.lty > Employee 6.646 0,000 Positive and Significant
Satisfaction Influence
Company Image - Employee 6.851 0,000 Positive and Significant
Satisfaction Influence
Cost Changes -> Employee 0.436 0.663 No Inﬂuegce and Not
Loyalty Significant
Quality of Work -> Employee 6.077 0,000 Positive and Significant
Loyalty Influence
Company Image -> Employee 3,198 0001 Positive and Significant
Loyalty Influence
Employee Satisfaction -> 2,295 0.022 Positive }nﬂuence but not
Employee Loyalty significant

Source: Primary data processed (2023)

Structural Model Test Results with Mediation ( Indirect Impact )

The relationship between the variables tested will be declared significant if they obtain
a T-statistics score > 1.96 or the P-Values show a value of 0.05 or below (Trianto,
2018).

Table 5. Indirect Impact Results

T- P-

Direct Line Statistics  Values Conclusion
Cost Changes -> Employee 0.009 0.993 No Influence and Not
Satisfaction -> Employee Loyalty ' ) Significant
Work Quality -> Employee 2,400 0017 Positive influence but

Satisfaction -> Employee Loyalty not significant
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Company Image -> Employee 2018 0.044 Positive influence but
Satisfaction -> Employee Loyalty ’ ) not significant

Source: Primary data processed (2023)

R Square Test Results

Based on the table below, it can be seen that the variables company image, cost change
and quality of work have an influence on employee satisfaction at a moderate level
with a value of 0.611 and the variables company image, cost change and quality of
work show an influence on employee loyalty at a moderate level with a value of 0.611.
value value 0.634

Table 6. R Square Test Results

Variable R Square R Square Adjusted
Employee Satisfaction 0.613 0.611
Employee Loyalty 0.637 0.634

Source: Primary data processed (2023)

Quality Index Test Results
Best in the GoF results below, it show a value of 0.657, which means that the model
tested has a strong level so it is good for research.

Table 7. Quality Index Test Results

Communality R Square GoF Conclusion

0.691 0.625 0.657 Strong

Source: Primary data processed (2023)
5. Discussion

Hypothesis 1:

Based on data test result, the cost change variable has no effect and does not
significantly affect the employee satisfaction variable. Judging from the T-statistics
value, namely 0.010 (<1.96) and the P-values, namely 0.992 (>0.05), it is said to have
no influence and is not significant. This statement is in line with the results of previous
research by Ratna Gumilang, (2019), Kertiyasa & Irbayuni, (2022), Setiobudi, (2017)
namely that if cost change occur, then this cannot increase employee satisfaction. So
it can be concluded that costs change are not a factor that can influence employee
satisfaction.

Hypothesis 2:

Based on data test result, the work quality variable shows a positive and significant
influence in influencing the employee satisfaction variable. Judging from the T-
statistics value, namely 6.646 (>1.96) and the P-values, namely 0.000 (<0.05), it can
be said that this variable has a positive and significant influence. This statement is in
line with the results of previous research by Cakranegara et al., (2022), Ihwanudin et
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al., (2023), Swadarma & Netra, (2020), Schuster, (2023) where when the quality of
the work carried out is good, employee satisfaction will also increase. can increase.
Conversely, if the quality of work decreases, employee satisfaction will also decrease.
So it can be concluded that work quality is one of the factors that can influence
employee satisfaction.

Hypothesis 3:

Based on data test result, the corporate image variable shows a positive and significant
influence in influencing the employee satisfaction variable. Judging from the T-
statistics value, namely 6.851 (>1.96) and the P-values, namely 0.000 (<0.05), it can
be said that this variable has a positive and significant influence. This statement is in
line with the results of previous research by Sinambela et al., (2022), Maulyan et al.,
(2022), Alda et al., (2023), Idris, (2022), Schuster, (2023) which states that if a If a
company has a good image in the community or consumers, this will significantly
increase employee satisfaction while working. Likewise, if the company has a bad
image, employee satisfaction will be very low. So it can be concluded that company
image is one of the factors that can influence the level of employee satisfaction.

Hypothesis 4:

Based on data test result, the cost change variable has no effect and does not
significantly affect the employee loyalty variable. Judging from the T-statistics value,
namely 0.436 (<1.96) and the P-values, namely 0.663 (>0.05), it is said to have no
influence and is not significant. This statement is in line with the results of previous
research by Ratna Gumilang, (2019), Kertiyasa & Irbayuni, (2022) which also stated
that changes did not significantly affect employee loyalty. So that cost change are not
a factor that can influence employee loyalty.

Hypothesis 5:

Based on data test result, the work quality variable shows a significant positive
influence in influencing the employee loyalty variable. Judging from the T-statistics
value, namely 6.077 (>1.96) and the P-values, namely 0.000 (<0.05), it can be said
that this variable has a positive and significant influence. This statement is in line with
the results of previous research by Cakranegara et al., (2022), Ihwanudin et al., (2023),
Schuster, (2023) which, if concluded, states that work quality can be one of the factors
that influences employee loyalty. When the quality of employee work increases,
employee satisfaction will also increase. Conversely, if the quality of work produced
decreases, employee satisfaction will also decrease.

Hypothesis 6:

Based on data test result, the corporate image variable shows a significant positive
influence in influencing the employee loyalty variable. Judging from the T-statistics
value, namely 3.198 (>1.96) and the P-values, namely 0.001 (<0.05), it can be said
that this variable has a significantly positive influence. This statement is in line with
the results of previous research by Maulyan et al., (2022), Alda et al., (2023), Idris,
(2022), Schuster, (2023) namely that when the company image increases, employee
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loyalty will also increase. On the other hand, if the company has problems that impact
the company's image, employee loyalty to the company will decrease. So it can be
concluded that company image can be an important factor that can influence high
employee loyalty.

Hypothesis 7:

Based on data test result, the employee satisfaction variable shows a positive but not
significant influence in influencing the employee loyalty variable. Judging from the
T-statistics value, namely 2.295 (>1.96) and the P-values, namely 0.022 (<0.05), it
can be said that this variable has a positive but not significant influence. This statement
is in line with the results of previous research V.A.R.Barao et al., (2022), Sara et al.,
(2023), (Prasiwi et al., 2022) namely employee satisfaction will increase employee
loyalty but not significantly, which means that if satisfaction Increasing or decreasing
employees will not have an impact on increasing or decreasing the level of employee
loyalty to the company. So it can be concluded that employee satisfaction has a
positive influence but does not have any impact because the influence is not significant
on employee loyalty.

Hypothesis 8:

Based on data test result, the indirect cost change variable has no effect and does not
significantly affect the employee loyalty variable. Where the employee satisfaction
variable mediates between the cost change variable and employee loyalty. Judging
from the T-statistics value, namely 0.009 (<1.96) and the P-values, namely 0.993
(>0.05), it can be said that it indirectly has no influence and is not significant. This
statement is in line with the results of previous research Lamin, (2021), Sumarsi,
(2020) so it can be concluded that the existence of a mediating variable does not affect
the cost change variable which indirectly has no effect on employee loyalty.

Hypothesis 9:

Based on data test result, the work quality variable indirectly has a positive but not
significant influence on the employee loyalty variable. Where the employee
satisfaction variable mediates between the work quality variable and employee
loyalty. Judging from the T-statistics value, namely 2,400 (>1.96) and the P-values,
namely 0.017 (<0.05), it is said that it indirectly has an influence but is not significant.
This statement is in line with the results of previous research by Aristiana, (2019),
Asmaniati et al., (2023), (Khuong & Linh, 2020) so it can be concluded that the
existence of mediating variables can influence work quality variables but does not
significantly influence employee loyalty. .

Hypothesis 10:

Based on data test result, the company image variable indirectly has no effect and is
not significant on the employee loyalty variable. Where the employee satisfaction
variable mediates between the work quality variable and employee loyalty. Judging
from the T-statistics value, namely 2.018 (>1.96) and the P-values, namely 0.044
(<0.05), it can be said that it indirectly has no effect and is not significant . This
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statement is in line with the results of previous research by Ariyanti et al., (2020),
(Khuong & Linh, 2020) so it can be concluded that the existence of mediating
variables can influence the company image variable but does not significantly
influence employee loyalty.

6. Conclusions

This research is entitled Analysis of the Effect of Cost Change, Work Quality and
Company Image on Employee Loyalty Mediated by Employee Satisfaction at Cafés
in Batam City, with the aim of the research being to reveal the relationship and
influence between cost change, work quality and company image and overall
employee loyalty. not directly influenced by employee satisfaction. In accordance
with the explanation from the previous chapter, this research uses café employees in
Batam City as research objects with a total of 504 respondents.

Based on the results of the hypothesis test that has been carried out, it can be concluded
that the cost change variable has no influence and is not significant because if ccost
change occur, then this cannot increase employee satisfaction. The work quality
variable shows a positive and significant influence in influencing the employee
satisfaction variable because when the quality of work carried out is good, employee
satisfaction can increase. Conversely, if the quality of work decreases, employee
satisfaction will also decrease. The corporate image variable shows a positive and
significant influence in influencing the employee satisfaction variable because if a
company has a good image in the community or consumers, then this will significantly
increase employee satisfaction while working. The cost change variable has no effect
and does not significantly influence the employee loyalty variable. The work quality
variable shows a significant positive influence in influencing the employee loyalty
variable. The corporate image variable shows a significant positive influence in
influencing the employee loyalty variable because when the company image
improves, employee loyalty will also increase. On the other hand, if the company has
problems that impact the company's image, employee loyalty to the company will
decrease.

The employee satisfaction variable shows a positive but not significant influence in
influencing the employee loyalty variable because where employee satisfaction will
increase employee loyalty but not significantly, which means that satisfaction
Increasing or decreasing employees will not have an impact on increasing or
decreasing the level of employee loyalty to the company. The cost change variable
indirectly has no effect and does not significantly affect the employee loyalty variable,
where the employee satisfaction variable mediates between the cost change variable
and employee loyalty. The work quality variable indirectly has a positive but not
significant influence on the employee loyalty variable, where the employee
satisfaction variable mediates between the work quality variable and employee
loyalty. The company image variable indirectly has no effect and is not significant on
the employee loyalty variable, where the employee satisfaction variable mediates
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between the work quality variable and employee loyalty

There are a summary of several limitations experienced during conducting research.
First, during the online and offline distribution questionnaire, the researcher
experienced difficulties in getting respondents and estimating time. Second, there are
obstacles in distributing questionnaires offline that several cafés which prohibit or do
not allow research in the form of filling out questionnaires to their employees because
the café assumes that this is the privacy of the café's management.

With the limitations described in the previous section, suggestions for further research
are as follows. First, regarding the population used, it is hoped that a wider population
can be used, not only in the Batam City area, so that we can see how this research
model is applied to research objects in other places. Second, future researchers are
expected to be able to collect a larger number of respondents than the current number
of respondents. So the data obtained shows stronger validity.

References:

Abdullah, M. 1., Huang, D., Sarfraz, M., & Sadig, M. W. (2021). Service Innovation in Human
Resource Management During COVID-19: A Study to Enhance Employee Loyalty
Using Intrinsic Rewards. Frontiers in  Psychology, 12(February), 1-11.
https://doi.org/10.3389/fpsyg.2021.627659

Agung, S. (2022). Peranan Motivasi dan Etos Kerja Terhadap Kualitas Kerja Agung, S.,
Muniroh, L., Marlina, A., & Ramdani, D. (2022). Peranan Motivasi dan Etos Kerja
Terhadap Kualitas Kerja Karyawan. /1(1), 166—174. Karyawan. 11(1), 166—174.

Ahdiat, A. (2022). 10 Negara dengan Proyeksi Pertumbuhan Ekonomi Tertinggi di 2022.
https://databoks.katadata.co.id/datapublish/2022/02/03/10-negara-dengan-proyeksi-
pertumbuhan-ekonomi-tertinggi-di-2022

Albi, K. (2020). Pengaruh Pemasaran Digital dan Suasana Toko Terhadap Minat Beli di Kedai
Kopi S. Jurnal Manajemen Strategi Dan Aplikasi Bisnis, 3(1), 21-30.
https://doi.org/10.36407/jmsab.v3il.116

Alda, C., Clara, P., Ernawati, E., Hidayatullah, D., Nurjanah, P. A., & Gunawan, A. (2023).
Loyalitas Karyawan Terhadap Hubungan Antara Kepuasan Kerja Dengan Kinerja
Perusahaan. 9(1), 7-13. https://doi.org/10.24967/jmb.v9i1.1930

Alfian, & Susanti, R. (2023). Jurnal Economina. Jurnal Economina, 2(2), 3-4.

Ariadi, I. P. D., Niha, S. S., & Manafe, H. A. (2023). Pengaruh Organizational Citizenship
Behaviour ( OCB ) dan Komitmen Karyawan terhadap Kinerja Karyawan Melalui
Kepuasan Kerja sebagai Variabel Mediasi ( Suatu Kajian Studi Literatur Manajemen
Sumberdaya Manusia ). Jurnal llmu Manajemen Terapan, 4(3), 338-347.

Aristiana, M. (2019). The Factors that Influence People Interest in Using a Digital Platform
as a ZIS Payment (Case Study Go-Pay). International Conference of Zakat, 2017, 50—
59. https://doi.org/10.37706/iconz.2019.156

Asmaniati, F., Osman, I. E., Swantari, A., & Wicaksono, H. (2023). Faktor-Faktor Yang
Mempengaruhi  Kinerja Karyawan Hotel 88 di Jakarta. 2(1), 19-26.
https://doi.org/10.52352/jham.v2i1.965

BPS. (2022). Tingkat Pengangguran Terbuka (Persen), 2020-2022.
https://kepri.bps.go.id/indicator/6/224/1/tingkat-pengangguran-terbuka.html



Yuli Indah Fajar Dini, Inayah Alifia Fajar
1539

BPS Kota Batam. (2022). Statistika Ketenagakerjaan Kota Batam  2022.
https://batamkota.bps.go.id/publication/download.html?nrbvfeve=YmM1YzkxZWF1Y
2U3NDI1OWFmNTVKNGNmé&xzmn=aHROcHM6Ly91Y XRhbWtvdGEuYnBzLmdv
LmlkL3B1YmxpY2F0aW9uLzIwMjMvMDUvMDIvYmM1Y zkxZWF1Y2U3NDI10
WFmMNTVKNGNmL3NOY XRpc3Rpay IrZXRIbmFnY WtlemphY W4ta290YS1iY XRh
bSOyMD

Cakranegara, P. A., Mere, K., Larisu, Z., Tahirs, J. P., & Wibowo, T. S. (2022). Pengaruh
Pemberian Motivasi Pimpinan Terhadap Kualitas Kerja dan Kepuasan Karyawan Suatu
Perusahaan: Sebuah Studi Literature. Management Studies and Entrepreneurship
Journal, 3(5), 2908-2915. http://journal.yrpipku.com/index.php/msej

Citra, L., & Fahmi, M. (2019). Pengaruh Kepemimpinan, Kepuasan Kerja Dan Motivasi Kerja
Terhadap Loyalitas Karyawan. Maneggio.: Jurnal llmiah Magister Manajemen, 2(2),
214-225. https://doi.org/10.30596/maneggio.v2i2.3776

CNBC. (2022). Gejolak Inflasi Meningkatkan Perubahan Biaya di Masyarakat. CNBC
INDONESIA. https://www.cnbcindonesia.com/news/20220930083658-4-376169/apa-
itu-inflasi-simak-pengertian-penyebab-dampaknya

Dita, W. (2017). Gaji dan Bonus, Faktor Utama Penentu Loyalitas Karyawan di Asia.
https://entrepreneur.bisnis.com/read/20170418/56/646013/gaji-dan-bonus-faktor-
utama-penentu-loyalitas-karyawan-di-asia

Faradila, D., & Suryaman, S. (2021). Pengaruh Kompensasi, Budaya Organisasi dan
Komitmen Organisasi Terhadap Turnover Intention pada Karyawan PT. Krakatau
Poschem Dongshu Chemical. Jurnal Inovasi Dan Kreativitas (JIKa), 1(1), 1-7.
https://doi.org/10.30656/jika.v1i1.3282

Faruk, A. (2022). Pengaruh Kepuasan Karyawan Terhadap Turnover Karyawan PT. Setia.
7(September), 12-22.

Febriana, A., & Kustini, K. (2022). Dampak Kompensasi Dan Beban Kerja Terhadap Loyalitas
Karyawan Pada Pt. Berlian Multi Sejahtera. SCIENTIFIC JOURNAL OF
REFLECTION : Economic, Accounting, Management and Business, 5(3), 656—664.
https://doi.org/10.37481/sjr.v5i3.519

Firdaus, H., Fayruz, M., & Fauzi, A. (2021). Pengaruh Motivasi Kerja , Komitmen Organisasi
Dan Kompensasi Terhadap Kinerja Pegawai Dengan Kepuasan Kerja Sebagai Variabel
Moderating. 1(3), 397—409.

Foeh, J. E. H. J. (2022). Faktor Pengaruh Kepuasan Kerja Dan Loyalitas Kerja. 22(3), 253—
266.

Ghozali, 1., & Hengky, L. (2012). Partial Least Squares: Konsep, Teknik, dan Aplikasi
Menggunakan Program SmartPLS 3.0. Badan Penerbit Universitas Diponegoro.

Hao, Y., & Wang, G. (2022). The Effect of Supportive Organizational Climate on Employee
Turnover Intention: A Cross-Level Analysis. Journal of Human Resource and
Sustainability Studies, 10(03), 334-355. https://doi.org/10.4236/jhrss.2022.103021

Herienda, F., Ratnaningtyas, H., Catelya, R., & Oktavia, D. (2022). The Effect of Training
And Compensation on Employee Performance On The Implementing Directors Of
Controlling The Development. 7(3), 317-324. https://doi.org/10.30736/jpim.v7i3.1213

Idris, Z. 1. (2022). Analisis Faktor Yang Mempengaruhi Loyalitas Pada Perusahaan Daerah
Air Minum Muara Tirta Kota Gorontalo. Analysis of Factors Affecting Loyalty in Muara
Tirta Regional Drinking Water Company Gorontalo City. Jurnal Apresiasi Ekonomi,
10(2), 232-239.

Ihwanudin, M., Manajemen, D., Ekonomi, F., & Airlangga, U. (2023). Pengaruh kualitas
kehidupan kerja dan keseimbangan kehidupan kerja terhadap performa karyawan peran
mediasi kepuasan kerja. /0.



Yuli Indah Fajar Dini, Inayah Alifia Fajar
1540

Imran, A. (2022). Pengaruh Keterampilan dan Kompensasi terhadap Loyalitas Karyawan, di
PT. Pabrik Gula Camming Kabupaten Bone. In Braz Dent J. (Vol. 33, Issue 1).

Inti.co.id. (2021). Data Statistik Kepegawaian 2019-2021. https://www.inti.co.id/wp-
content/uploads/2021/07/Data-Statistik-Kepegawaian-2019-2021.pdf

Irfan, M. (2022). Peran Lingkungan Kerja , Keadilan Organisasi , dan Budaya Organisasi.
3(3), 434-439. https://doi.org/10.47065/ekuitas.v3i3.1315

Junior, O. M. S., Areros, W. A., & Pio, R. J. (2019). Pengaruh Brand Image dan Persepsi Harga
Terhadap Kualitas Pelayanan dan Kepuasan Pelanggan (Studi pada Pelanggan Datsun
Nissan Martadinata). Jurnal Administrasi Bisnis, 8(2), I.
https://doi.org/10.35797/jab.8.2.2019.23508.1-9

Kaur, P., Malhotra, K., & Sharma, S. K. (2020). Moderation-mediation framework connecting
internal branding, affective commitment, employee engagement and job satisfaction : an
empirical  study  of BPO  employees in  Indian  context.  Asia-
PacificJournalofBusinessAdministration. https://doi.org/10.1108/APJBA-10-2019-
0217

Kertiyasa, B., & Irbayuni, S. (2022). Effect of work environment and compensation on
employee loyalty at pt. mahakam kencana intan padi surabaya. 6.
https://doi.org/10.31539/costing.v6i1.4396

Khuong, M. N., & Linh, U. D. T. (2020). Influence of work-related stress on employee
motivation, job satisfaction and employee loyalty in hospitality industry. Management
Science Letters, 10(14), 3279—3290. https://doi.org/10.5267/j.msl.2020.6.010

Kirana, K. C., Purnamarini, T. R., & Mahanani, R. F. (2023). Pengaruh Tingkat Pendidikan,
Pengalaman Kerja, dan Beban Kerja terhadap Kualitas Kerja pada Pegawai Dinas Sosial
Kabupaten Sleman. 8(1), 1109-1116. https://doi.org/10.33087/jmas.v8i1.1095

Kusumawanti, R. (2022). Ada 2.950 Lebih Kedai Kopi Lahir dari Kaum Muda.
https://www.portonews.com/2022/keuangan-dan-portfolio/perdagangan-dan-jasa/ada-
2-950-1ebih-kedai-kopi-lahir-dari-kaum-muda/

Lamin. (2021). Pengaruh Budaya Organisasi Dan Kepemimpinan Terhadap Kinerja. Jurnal
Daya Saing, 7(3), 308-312.

Larissa, V., Susilarini, T., & I, U. P. I. Y. A. (2023). Hubungan Antara Stres Kerja Dan
Kompensasi Dengan Loyalitas Karyawan Di PT . X Di Jakarta Utara. Psikologi Kreatif
Inovatif, 3(1), 56—64.

Magdalena Andrin, E. (2021). Analisis Faktor Faktor yang Mempengaruhi Retensi Karyawan
pada Restoran Cepat Saji di Batam. 1-8.

Maghfirah, N., & Chandra, F. (2023). Employee Satisfaction at PT . Bank People Of Indonesia
( Persero ) Tbk , Sungguminasa Branch Office Pengaruh Kompensasi , Lingkungan
Kerja Dan Fasilitas Kerja Terhadap Kepuasan Kerja. 4(3), 2713-2722.

Mandagi, G. M., Areros, W. A., Sambul, S. A. P., Studi, P., Bisnis, A., & Administrasi, J. I.
(2020). Reward and Punishment terhadap Loyalitas Karyawan pada PT. Bank SulutGo
Cabang Utama Manado. Productivity, Vol. 1 No. 4, 2020, 1(4), 297-300.

Marwanto, A. E., & Hasyim, W. (2023). Pengaruh Kepemimpinan, Motivasi Dan Lingkungan
Kerja Terhadap Loyalitas Karyawan Di PT Penjalindo Nusantara (Metaflex). lkraith-
Ekonomika, 6(1), 44-51. https://doi.org/10.37817/ikraith-ekonomika.v6i1.2467

Maulyan, F. F., Drajat, D. Y., Angliawati, R. Y., & Sandini, D. (2022). Pengaruh Service
Excellent Terhadap Citra Perusahaan Dan Loyalitas Pelanggan: Theoretical Review.
Jurnal Sains Manajemen, 4(1), 2685—6972. https://ejurnal.ars.ac.id/index.php/jsm/index

Media Center. (2022). Tertinggi di Kepri, Pertumbuhan Ekonomi Batam Capai 4,75 Persen.
https://mediacenter.batam.go.id/2022/03/02/tertinggi-di-kepri-pertumbuhan-ekonomi-
batam-capai-475-persen/



Yuli Indah Fajar Dini, Inayah Alifia Fajar
1541

Munadzifah, F., & Fahrullah, A. (2021). Analisis Faktor-Faktor Internal yang Mempengaruhi
Loyalitas Karyawan pada CV.X-Tra Kaca & Aluminium Surabaya. Jurnal Ekonomika
Dan Bisnis Islam, 4(2), 142—155. https://doi.org/10.26740/jekobi.v4n2.p142-155

Munthe, S. M. S. (2023). Organisasional Terhadap Kepuasan Kerja Karyawan PT. ID Express,

Jakarta Barat.
Nasution, M. A. M. (2018). Pengaruh Kualitas Kejra dan Pengawasan Terhadap Kinerja
Pegawai Dinas Kebersihan dan Pertamanan Kota Medan.

https://repositori.uma.ac.id/bitstream/123456789/9717/1/Muhammad Ali Musa
Nasution - Fulltext.pdf

Pramuditha, P., Harto, B., & Parlina, L. (2023). Arti Penting Kualitas Kehidupan Kerja dan
Etos Kerja terhadap Peningkatan Kinerja Karyawan. ATRABIS: Jurnal Administrasi
Bisnis, 8(2), 265-270.

Prasiwi, Y., Santoso, B., & Iriyanti, E. (2022). Pengaruh Motivasi dan Beban Kerja Terhadap
Loyalitas Karyawan Melalui Kepuasan Kerja Karyawan Sebagai Variabel Intervening
Pada PT. Wangta Agung Surabaya. Briliant: Jurnal Riset Dan Konseptual, 7(2), 280.
https://doi.org/10.28926/briliant.v7i2.878

Putri, C. A. (2022). RI Masuk Top 3 Negara yang Sukses Sembuh dari Covid.
https://www.cnbcindonesia.com/news/20220816164829-4-364300/ri-masuk-top-3-
negara-yang-sukses-sembuh-dari-covid

Ratna Gumilang, R. (2019). Implementasi Digital Marketing Terhadap Peningkatan Penjualan
Hasil Home Industri. Coopetition : Jurnal Ilmiah Manajemen, 10(1), 9-14.
https://doi.org/10.32670/coopetition.v10il.25

Ravanpeykar, Y., Moghadam, A. Z., Abdollah, S., Jaghargh, S., & Ahmad, S. (2022). Journal
of Applied Research on Industrial Engineering Pathology of Human Resource
Management System Based on International and Global Competencies in the National
Iranian South Oil Company 1 | Introduction. 9(2), 212-229.

Rulianti, E., & Nurpribadi, G. (2023). Pengaruh Motivasi Kerja, Lingkungan Kerja dan
Pengembangan Karir Terhadap Kepuasan Kerja Karyawan. Jesya, 6(1), 849-858.
https://doi.org/10.36778/jesya.v6il.1011

Rustiawan, 1. (2023). Pengaruh Motivasi Karyawan , Gaji , Iklim Organisasi , Terhadap
Turnover Intention di Perusahaan Fashion. 2(02), 71-80.

Sara, M. A., Niha, S. S., & Manafe, H. A. (2023). Pengaruh Kepuasan Kerja dan Lingkungan
Kerja Terhadap Organizational Citizenship Behaviour ( OCB ) Melalui Loyalitas
Karyawan sebagai Variabel Mediasi ( Suatu Kajian Studi Literatur Manajemen
Sumberdaya Manusia ). 4(3), 403—411. https://doi.org/10.31933/jimt.v4i3.1341

Schuster, F. E. (2023). Penelitian Tingkat Kerja Karyawan di Badan Pengelola Tabungan
Perumahan Rakyat (BP Tapera) Dengan Menggunakan Metode Human Resource Index
(HR Index) Frederick E. Schuster. 1, 143-163.
https://doi.org/10.58738/kendali.v1i3.135

Setiobudi, E. (2017). Analisis Sistem Penilaian Kinerja Karyawan Studi pada PT. Tridharma
Kencana. JABE (Journal of Applied Business and Economic), 3(3), 170.
https://doi.org/10.30998/jabe.v3i3.1768

Shoukun, C., Kaili, X., & Yao, X. (2022). Empirical study of employee loyalty and satisfaction
in the mining industry using structural equation modeling. Scientific Reports, 12(1), 1-
15. https://doi.org/10.1038/s41598-022-05182-2

Sinaga, M., Saluy, A. B., Kemalasari, N., & Bari, A. (2022). The Impact of Compensation and
Career Development on Turnover Intention with Job Satisfaction as Intervening
Variable at PT Wijaya Machinery Perkasa. Dinasti International Journal of Economics,
Finance and Accounting, 3(5), 551-563.



Yuli Indah Fajar Dini, Inayah Alifia Fajar
1542

Sinambela, E. A., Retnowati, E., Ernawati, E., Lestari, U. P., & Munir, M. (2022). Pengaruh
Kualitas Layanan Dan Citra Perusahaan Terhadap Retensi Pelanggan Bengkel Resmi
Honda Surabaya. Jurnal Baruna Horizon, (1), 17-25.
https://doi.org/10.52310/jbhorizon.v5i1.73

Sudiantini, S., & Saputra, F. (2022). Pengaruh Gaya Kepemimpinan: Kepuasan Kerja,
Loyalitas Pegawai dan Komitmen di PT Lensa Potret Mandiri. Formosa Journal of
Sustainable Research, 1(3), 467-478.
https://doi.org/https://doi.org/10.55927/fjsr.v113.873

Sumarsi, A. R. (2020). Suggests that the quality of work life or abbreviated as QWL is a
company’s effort to be able to create feelings of security and satisfaction at work, so that
human resources within the company become competitive. Meanwhile, according to
Robbins (2002) qu. International Journal of Social and Management Studies (ljosmas),
02 No. 06(06), 69-88.

Susita, D., Saptono, A., Susono, J., & Rahim, A. (2020). The Effect of Career Development
and Work Environment on Employee Loyalty with Work Satisfaction as Intervening
Variables. The International Journal of Social Sciences World, 2(2), 20-31.
https://doi.org/10.5281/zenodo.3999430

Sutrisno, Herdiyanti, Asir, M., Yusuf, M., & Ardianto, R. (2022). The Impact Of
Compensation, Motivation And Job Satisfaction On Employee Performance In The
Company: A Review Literature. Management Studies and Entrepreneurship Journal,
3(6), 2022. http://journal.yrpipku.com/index.php/msej

Swadarma, I. P. S., & Netra, I. G. S. K. (2020). Kompensasi, Motivasi Kerja, Dan Lingkungan
Kerja Berpengaruh Terhadap Loyalitas Karyawan Pada Rame Café Jimbaran Seafood.
E-Jurnal Manajemen Universitas Udayana, 9(5), 1738.
https://doi.org/10.24843/ejmunud.2020.v09.105.p05

Syukur, M., Salam, M. N., & Junaidi, M. 1. (2022). Dampak Pandemi Covid-19 terhadap
Perekonomian Indonesia: Analisis terhadap Sektor Domestik dan Stabilitas Inflasi.
TRILOGI: Jurnal Illmu Teknologi, Kesehatan, Dan Humaniora, 2(3), 382-388.
https://doi.org/10.33650/trilogi.v2i3.3082

Tari, R. (2022). Analisis  Deskriptif-Definisi dan  Tips  Untuk  Peneliti.
https://lp2m.uma.ac.id/2022/09/12/analisis-deskriptif-definisi-dan-tips-untuk-peneliti/#

Toto Handiman, U., & Ali, H. (2019). The Influence of Brand Knowledge and Brand
Relationship On Purchase Decision Through Brand Attachment. International Journal
of Business Marketing and Management (IJBMM), 4(1), 49-56. www.ijjbmm.com

Triamanda, V. (2022). Pasca-Lebaran Banyak Karyawan Keluar-Masuk Perusahaan? Ini
Jawabannya.  Sindonews.Com. https://ekbis.sindonews.com/read/774903/34/pasca-
lebaran-banyak-karyawan-keluar-masuk-perusahaan-ini-jawabannya-1653044723

Trianto. (2018). Kurs : Jurnal Akuntansi , Kewirausahaan dan Bisnis. Jurnal Akuntansi Dan
Bisnis, 4(2), ISSN 2527-8223.

V.A.R.Barao, R.C.Coata, J.A.Shibli, M.Bertolini, & J.G.S.Souza. (2022). Analisis Aplikasi
MFIN Terhadap Kepuasan Karyawan PT. Mandala Multifinance, Tbk. dengan
Framework Customer Satisfaction Index (CSI). Braz Dent J., 33(1), 1-12.

Wau, A. (2022). Pengaruh Motivasi Kerja Dan Efektivitas Kerja Terhadap Produktivitas Kerja
Dengan Kualitas Kerja Sebagai Variabel Intervening. Jurnal Akuntansi, Manajemen
Dan Ekonomi, 1(1), 37-47. https://doi.org/10.56248/jamane.v1il.11

Wedadjati, R. S., & Helmi, S. (2022). Evaluasi Kepuasan Karyawan Berbasis Herzberg’s Two
Factors Motivation Theory. Mbia, 21(3), 246-262.
https://doi.org/10.33557/mbia.v21i3.1777

Wee, K., & Bang, W. (2020). A Study on Effect Relationships of Coaching Leadership Job



Yuli Indah Fajar Dini, Inayah Alifia Fajar
1543

Satisfaction, Organizational Commitment, Turnover Intention. International Journal of
Social Welfare Promotion and Management, 7(1), 1-8.
https://doi.org/10.21742/ijswpm.2020.7.1.01

Wydyanto, W., & Ilhamalimy, R. R. (2021). The Influence Of Service Quality And Product
Quality On Purchase Decisions And Customer Satisfaction (Marketing Management
Literature Review). Dinasti International Journal of Management Science, 3(2), 385—

394.
Zheitamhl, V. (2023). Literature review: implementation of job satisfaction and job rotation
systems  for  company  employees literature  review: 6, 1140-1153.

https://doi.org/10.31539/costing.v6i2.4868



