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ABSTRAK 

Loyalitas pekerja Generasi Z pada industri coffee shop menjadi perhatian 

karena tingginya mobilitas tenaga kerja. Penelitian ini bertujuan menganalisis 

pengaruh work-life balance, dukungan supervisor, dan motivasi kerja terhadap 

loyalitas pekerja Generasi Z melalui kepuasan kerja sebagai variabel mediasi pada 

coffee shop di Kota Surabaya. 

Penelitian ini menggunakan pendekatan kuantitatif dengan jenis penelitian 

eksplanatori. Sampel penelitian berjumlah 69 pekerja Generasi Z yang dipilih 

menggunakan teknik purposive sampling. Data dikumpulkan melalui kuesioner dan 

dianalisis menggunakan metode Structural Equation Modeling-Partial Least 

Squares (SEM-PLS) dengan bantuan SmartPLS. 

Hasil penelitian menunjukkan bahwa dukungan supervisor dan motivasi 

kerja berpengaruh positif dan signifikan terhadap kepuasan kerja, sedangkan work-

life balance tidak berpengaruh signifikan. Selain itu, work-life balance, dukungan 

supervisor, motivasi kerja, dan kepuasan kerja tidak berpengaruh signifikan 

terhadap loyalitas pekerja. Kepuasan kerja juga tidak mampu memediasi pengaruh 

ketiga variabel independen terhadap loyalitas pekerja Generasi Z. 

Berdasarkan hasil penelitian, pengelola coffee shop perlu meningkatkan 

dukungan supervisor, memperkuat motivasi kerja, serta memperhatikan faktor lain 

di luar model penelitian yang berpotensi memengaruhi loyalitas pekerja Generasi 

Z. Penelitian selanjutnya disarankan menambahkan variabel lain serta memperluas 

cakupan wilayah dan jumlah responden agar memperoleh hasil yang lebih 

komprehensif. 

 

 

Kata Kunci: Work-Life Balance, Dukungan Supervisor, Motivasi Kerja, Kepuasan 

Kerja, Loyalitas Pekerja, Generasi Z. 
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ABSTRACT 

Employee loyalty among Generation Z in the coffee shop industry has 

become an important issue due to the high level of workforce mobility. This study 

aims to examine the effects of work-life balance, supervisor support, and work 

motivation on Generation Z employee loyalty through job satisfaction as a 

mediating variable in coffee shops in Surabaya. 

This study employed a quantitative approach with an explanatory research 

design. The sample consisted of 69 Generation Z employees selected using 

purposive sampling. Data were collected through questionnaires and analyzed 

using Structural Equation Modeling-Partial Least Squares (SEM-PLS) with 

SmartPLS. 

The results indicate that supervisor support and work motivation have a 

positive and significant effect on job satisfaction, while work-life balance has no 

significant effect. Furthermore, work-life balance, supervisor support, work 

motivation, and job satisfaction do not significantly affect employee loyalty. Job 

satisfaction also does not mediate the relationships between the independent 

variables and employee loyalty. 

Based on these findings, coffee shop managers are encouraged to strengthen 

supervisor support, enhance employee motivation, and consider other factors that 

may influence Generation Z employee loyalty. Future studies are recommended to 

include additional variables and involve a larger sample from broader research 

areas to obtain more comprehensive findings. 

 

  

Keywords: Work-Life Balance, Supervisor Support, Work Motivation, Job 

Satisfaction, Employee Loyalty, Generation Z. 
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