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Abstract 

This study aims to explore the phenomenon of burnout and coping strategies in dealing with work stress among 

Generation Z (Gen Z) during the high season. This phenomenon arises due to the increasing workload, multiple 

tasks, and excessive working hours experienced by Gen Z workers. With the unique characteristics of Gen Z such as 

the need for work-life balance and sensitivity to mental health, this can trigger burnout. The study used a qualitative 

approach with an exploratory design. Data were collected through in-depth interviews with Gen Z workers, 

coworkers, and management, and supported by operational documentation. The results showed that work stress was 

triggered by organizational factors, such as increasing task demands, dual roles, time pressure, limited organizational 

structure, and interpersonal relationship dynamics. Continuous stressful conditions can lead to burnout, which is 

characterized by physical, emotional, and mental exhaustion, as well as low self-achievement. To deal with this 

pressure, Gen Z workers apply coping strategies such as social support, self-healing, and self- evaluation. These 

findings underscore the importance of organizations' role in creating a supportive and adaptive work environment to 

Gen Z characteristics to prevent work stress and burnout, particularly in the small to medium-scale tourism sector. 
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INTRODUCTION 

The tourism sector plays a vital role as a major source of foreign exchange earnings and as a driver 

of national economic growth, particularly in reducing unemployment and increasing a country’s 

productivity (Yakup, 2019). In Bali, tourism is one of the primary engines of the local economy, especially 

in Ubud, an area renowned for its natural and cultural attractions. In Ubud, Bali, many Generation Z 

workers are employed in the tourism industry, including restaurants, hotels, and villas. This distinctive 

characteristic makes Ubud one of Bali’s leading tourist destinations, experiencing a significant increase in 

visitor arrivals each year, particularly during the year-end holiday season. One example is D’Carik Villas 

Ubud, a villa located in a rural area of Ubud, Bali, specifically in Gentong Village, Tegalalang, Gianyar. 

The term “D’Carik” means “in the rice field,” reflecting the natural atmosphere and tranquility offered by 

the property, which is surrounded by green rice paddies, scenic landscapes, and a serene rural environment. 

D’Carik Villas Ubud experiences a surge in tourist visits during the high season, with occupancy rates 

reaching 23–26 nights per month per villa unit, directly affecting employees’ work intensity. The increase 

in tourist numbers leads to a heavier workload for employees, particularly younger workers from 

Generation Z who serve in frontline roles such as housekeeping, front office, food and beverage (F&B), 

and marketing. These employees are often required to perform multiple roles (double job descriptions), 

work overtime, and operate under high pressure to maintain service performance for guests. The distinctive 

characteristics of Gen Z compared to previous generations in interpreting work also create implications for 

organizations in managing human resources aligned with Gen Z expectations to ensure business 

sustainability (Agarwal & Vaghela, 2019). 
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Figure 1. BPD Data of Bali Prov. 2024 

 

According to Badan Pusat Statistik Provinsi Bali, the number of international tourists arriving 

directly in Bali in December 2024 reached 551,100 visits. This figure represents a 16.54% increase 

compared to November 2024, which recorded 472,900 visits. The increase occurred because December is 

a global Christmas and New Year holiday period, as well as a time of school holidays and collective leave 

in Indonesia. As a premier tourist destination, Bali offers a tropical climate, unique local culture, and 

various year-end events that attract visitors. Tourists from Australia dominated arrivals in December 2024, 

accounting for 24.78% of total visits. The room occupancy rate of star-rated hotels in December 2024 was 

recorded at 63.71%, an increase of 4.10 percentage points compared to November 2024 (BPS Bali, 2024). 

This surge in tourist arrivals increases workload across the tourism sector, particularly in workplaces with 

small team structures but substantial responsibilities, such as D’Carik Villas Ubud during the high season. 

Without adequate organizational support, this condition has the potential to generate work-related stress. 
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Figure 2. Gen Z Resignation Data 2023 

 

Data from GoodStats (2023) indicate that 56.9% of Gen Z employees resign due to work stress 

caused by excessive working hours, 41.8% due to heavy workloads, and 37.2% due to a lack of work–life 

balance. These findings suggest that burnout is no longer viewed merely as an individual issue but as a 

serious organizational concern that can lead to high turnover if left unaddressed. Generation Z, born 

between 1997 and 2012, is now beginning to dominate the workforce in Indonesia. This generation has 

distinctive characteristics, including a strong emphasis on mental health, high expectations regarding 

work–life balance, and a tendency to change jobs quickly if dissatisfied with the work environment 

(GoodStats, 2023). Gen Z also experiences higher levels of anxiety, stress, and burnout compared to 

previous generations such as Generation X or Millennials. This is supported by a report from the American 

Psychological Association (2020), which identifies Gen Z as the age group most vulnerable to mental 

pressure due to work factors, future uncertainty, and high social expectations. 

Work stress is one of the primary triggers of psychological disturbances in the workplace, especially 

among younger workers such as Gen Z (Suartana, 2020). It can originate from various sources, including 

excessive workload, role ambiguity, interpersonal conflict, and authoritarian leadership styles within 

organizations (Shandy et al., 2013). If not managed effectively, work stress can lead to burnout—a 

condition characterized by profound physical, emotional, and mental exhaustion resulting from prolonged 

workplace pressure (Maslach & Leiter, 2016). Burnout not only reduces employee productivity but also 

negatively affects psychological health and work motivation (Bakker & de Vries, 2021). Individuals 

experiencing burnout typically exhibit symptoms such as chronic fatigue, cynicism toward work, and 

decreased self-confidence (Maslach & Leiter, 2016). Gen Z employees working in service sectors such as 

tourism face a higher risk of burnout due to perfectionist tendencies, pressure to perform optimally, and 

continuous exposure to technology that may disrupt work–life balance (Putri & Wibawa, 2022). 

To mitigate the negative impacts of burnout, individuals require appropriate coping strategies 

(Agustiningsih, 2019). Coping strategies refer to the methods or mechanisms individuals use to manage 

stress, either by addressing the source of stress or by regulating emotional responses (Lazarus & Folkman, 

in Agustiningsih, 2019). Two primary types of coping strategies are problem-focused coping, which targets 

the direct resolution of stressors, and emotion-focused coping, which emphasizes managing emotional 

responses to stress (Agustiningsih, 2019). Previous studies have extensively examined burnout. For 

example, research by Richadatul Aisy et al. (2023), titled “Implementation of Employee Welfare Policies 

for Gen Z to Address Burnout in the Workplace,” found that burnout adversely affects mental health and 

employee performance and proposed welfare policies to mitigate the condition. Another study by Fahri 

Fhauzan and Ali (2024), titled “The Influence of Workload and Burnout on Employee Performance 

Through Work Stress,” concluded that high workload and burnout significantly contribute to decreased 
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employee performance through increased work stress. Both studies highlight the crucial role of 

organizations in creating supportive work environments that reduce work pressure. However, research 

specifically addressing burnout among Gen Z in Indonesia’s tourism sector particularly in Bali remains 

limited, creating a research gap that this study aims to address. This study focuses on Generation Z workers, 

who possess unique expectations and work attitudes, within the tourism sector, which is characterized by 

highly dynamic working conditions, especially during holiday seasons. The research not only provides an 

overview of burnout but also proposes stress-management strategies relevant to Gen Z characteristics. 

Practically, the findings are expected to offer insights for tourism management in formulating human 

resource policies that are more responsive to the needs of younger workers. The study also contributes 

theoretically to the development of human resource management literature, particularly in examining and 

addressing psychosocial issues such as work stress and burnout based on generational characteristics. The 

objective of this study is to identify the factors that cause burnout among Gen Z workers and to analyze 

effective strategies for managing their work stress. Accordingly, the main research questions are: What 

factors influence the emergence of burnout among Gen Z workers in the tourism sector, and what strategies 

are most effective in addressing their work-related stress? Through an in-depth qualitative approach, this 

study is expected to provide a comprehensive understanding of the burnout phenomenon and formulate 

measures to mitigate work stress among Generation Z. 

 

METHOD  

This study employs a qualitative design with an exploratory case study approach to gain an in-depth 

understanding of Generation Z workers’ subjective experiences of burnout and their coping strategies in 

dealing with work-related stress during the high season in the tourism sector, with the research conducted 

at D’Carik Villas Ubud, Bali. Data were collected through structured and unstructured interviews as well 

as operational documentation, including work schedules, attendance records, and visitor data, obtained 

from purposively selected informants comprising Generation Z employees, co-workers, and supervisors 

(HRM). The primary instrument was an interview guide covering perceptions of burnout, factors 

contributing to work stress, and stress management strategies. Data analysis followed the model proposed 

by Matthew B. Miles et al. (2014), involving stages of data collection, data condensation (selection, 

focusing, summarizing, and simplification), data display, and conclusion drawing and verification. Data 

credibility was ensured through source and technique triangulation by comparing information from 

multiple informants and integrating interview findings with documentation, thereby producing credible 

insights into the phenomenon of burnout and stress management efforts among Generation Z workers 

within a high-pressure work environment.  

 

RESULTS AND DISCUSSION  

Factors Causing Work Stress Influencing Burnout Among Generation Z Employees at D’Carik 

Villas Ubud 

Burnout can occur as a result of workloads that exceed employees’ personal capacities, causing them to 

experience work-related stress. This stress arises from employees’ unpreparedness to face various job 

demands and the changes occurring in their work environment. Each work unit has different stressors. 

Overall, the factors causing work stress can be identified based on the researcher’s interviews with 

informants as follows. 

1. Task Demands 

Employees at D’Carik Villas Ubud are required to meet performance targets, which are reflected in 

the monthly room occupancy rate throughout the year. Higher occupancy rates lead to higher revenue; 

therefore, the company demands that employees perform optimally, both in marketing efforts to attract 

guests and in improving service quality to encourage repeat visits whenever guests travel to Bali. 

However, each employee faces distinct challenges in meeting these demands. During the high season, 

task demands increase significantly compared to the low season. This increase is reflected in the 

number of rooms to be cleaned, the frequency of guest interactions, and the volume of special requests 
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that must be fulfilled within limited timeframes. Employees across divisions—such as Front Office, 

Housekeeping, and Marketing—experience additional workloads requiring multitasking, including 

rapid guest handling and cross-departmental coordination. This situation causes employees, 

particularly Gen Z workers, to feel more quickly fatigued and pressured, despite their efforts to 

maintain excellent service quality. Supporting documentation and informant testimony indicate that 

villa bookings are nearly fully occupied during high season, creating clear differences in job demands 

between low and high seasons. The 2024 occupancy data show that the villa reached 79% occupancy 

in July and increased to 83% in December, indicating a rise in guest volume that corresponds with 

increased task demands and workload. Workload intensifies significantly during high season. 

Informants N1, N2, and N3 reported working under limited time and high pressure due to the sharp 

increase in occupancy. Employees are required to deliver fast and professional service despite handling 

large numbers of guests, resulting in physical fatigue, reduced rest time, and decreased work 

concentration. These findings align with Apriana et al. (2021) and Fahruzan Fahri & Ali (2024), who 

state that excessive workload and time pressure increase work stress and reduce performance. Aisy et 

al. (2023) also note that individuals working under high-pressure conditions are vulnerable to 

emotional exhaustion and performance decline, especially younger workers still adapting to workplace 

demands. Thus, the excessive workload experienced by employees at D’Carik Villas Ubud represents 

organizational stress stemming from task demands. 

2. Role Demands 

Employees are expected to perform according to their respective duties in compliance with established 

SOPs. However, during high season, the surge in guest arrivals substantially increases the volume of 

work compared to normal periods. Due to limited staffing—particularly in housekeeping and front 

office divisions that interact directly with guests—employees are often required to perform multiple 

roles. In addition, work facilities and equipment are sometimes insufficient relative to service 

demands, such as limited cleaning supplies. This condition disrupts workflow efficiency, causing tasks 

that should be completed within a single shift to be continued by the next shift. Consequently, 

employees face heavier workloads, as they must meet service standards while still delivering the best 

possible guest experience under pressure. Informants indicated that role demands during high season 

differ markedly from low season conditions. Employees must work faster, multitask, and coordinate 

across divisions due to increased guest numbers. Limited staffing and supporting facilities further 

intensify the situation, requiring divisions to support one another because of high booking volumes 

and insufficient staff per shift. This often delays task completion and results in employees assuming 

dual roles. Non-Gen Z coworkers, who generally possess longer work experience, provide more 

objective assessments of Gen Z employees’ ability to handle dual roles and increased demands. During 

high season, staff frequently experience double job descriptions due to limited manpower for example, 

housekeeping staff assisting front office operations during guest surges and marketing staff 

coordinating room reservations. This overlap creates imbalanced responsibilities and pressure from 

role conflict. According to Robbins, role ambiguity and role overload significantly increase work 

stress. Dhaniawari & Sudarince (2024) similarly found that mismatches between job roles and 

individual capacity particularly among Gen Z workers are a primary cause of burnout. At D’Carik 

Villas Ubud, limited staffing results in responsibilities that exceed available resources, placing 

employees under substantial pressure to meet service standards. 

3. Interpersonal Demands 

Working during high season also creates interpersonal pressure. The rapid increase in guest numbers 

is not always matched by adequate resources and facilities, leading to friction among employees, 

particularly when coordinating the use of limited equipment. Employees must complete tasks quickly 

according to service standards, and competition for facilities can trigger minor conflicts. Informants 

reported that workplace dynamics during high season often make relationships more tense compared 

to low season periods. 



EXPLORATION OF BURNOUT PHENOMENA AND COPING STRATEGIES FOR WORK-RELATED STRESS 

AMONG GENERATION Z 

Ni Putu Shintania Pramesti and  Luh Putu Mahyuni 

Publish by Radja Publika 

               4040 

Interpersonal conflicts are primarily driven by miscommunication and work fatigue. Increased 

workload, limited facilities, and urgent service demands disrupt communication, causing 

misunderstandings in task distribution and resource usage. Negative feedback during interactions and 

inadequate tools further contribute to interpersonal conflict and reduced work effectiveness. 

Informants N1, N2, and N3 reported frequent minor tensions due to miscommunication and high 

pressure, with employees becoming more sensitive and easily offended, especially when fatigued or 

competing for limited equipment. This indicates communication breakdowns and decreased empathy 

among team members. Robbins (2015) states that interpersonal conflict generates psychological stress 

by disrupting individuals’ social balance. Putri & Wibawa (2022) further note that social pressure, 

intensive digital interaction, and expectations of constant responsiveness exacerbate stress and burnout 

among Gen Z. Therefore, strained interpersonal relationships at D’Carik Villas Ubud reinforce 

organizational factors as sources of work stress. 

4. Organizational Structure 

Employees must also adapt to a simple organizational structure with limited human resources. During 

high season, they are required to adapt quickly and assume roles beyond their primary job descriptions, 

often causing discomfort due to staffing and facility constraints. Interviews indicate that the villa’s 

relatively small organizational structure directly contributes to work stress among Gen Z employees. 

Although task allocation is generally clear, limited staff numbers force employees to assume additional 

roles, sometimes causing confusion about priorities. However, the small structure also provides 

flexibility for direct communication with supervisors and opportunities for cross-functional learning. 

Overall, this situation creates multitasking challenges that generate stress because responsibilities are 

not proportional to available manpower. The structure presents both advantages and disadvantages: 

employees gain development opportunities through diverse roles and open communication, yet limited 

resources and increased workload during high season become major stressors. Employees reported 

needing to make independent decisions in urgent situations due to unclear boundaries of responsibility, 

which further increases stress. Robbins emphasizes that unstable or poorly defined organizational 

structures create uncertainty that triggers stress. Aisy et al. (2023) similarly note that small 

organizations with immature structures are prone to work pressure due to imbalanced authority and 

responsibilities. Afifah et al. (2024) add that organizations must manage time allocation and work 

balance to prevent stress caused by disproportionate workload distribution. 

5. Organizational Leadership 

Leadership plays a crucial role in maintaining operational continuity despite limited staff. Leaders act 

not only as directors but also as facilitators who encourage flexibility and multi-role performance. 

During high season, leadership provides motivation that helps Gen Z employees feel more confident. 

However, frequently changing instructions can create confusion and anxiety about making mistakes, 

thereby increasing stress. Employees reported feeling more comfortable when supervisors regularly 

check on field conditions, and sharing sessions help reduce tension and foster open communication. 

Nevertheless, overly laissez-faire leadership is perceived as less effective, as Gen Z workers still 

require clear guidance. Leadership at the villa is generally open and communicative, with HR 

managers and owners often directly assisting employees during busy periods, boosting morale and 

appreciation. However, sudden changes in instructions create pressure for employees who must make 

rapid decisions. Robbins notes that inconsistent leadership styles increase stress due to uncertainty. 

Rahman & Dewi (2023) emphasize the importance of empathetic leadership in reducing stress, while 

Aura & Sitorus (2025) highlight that flexible policies and supportive leadership maintain 

psychological balance and productivity. In this context, moral support from leaders serves as a 

protective factor for Gen Z employees under high pressure. 

6. Organizational Life Cycle 

Organizations evolve through stages from establishment to growth, maturity, and eventual decline each 

creating distinct pressures for employees. As a relatively small villa, D’Carik Villas Ubud is currently 

in the growth stage. Increasing service demand reflects organizational expansion but also introduces 
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challenges typical of developing organizations. Employees experience stress from the need to deliver 

fast and accurate service amid sharply increased workloads, potential interdepartmental 

miscommunication, and guest expectations for immediate service. Informants indicated that the villa 

is still recovering and expanding after the pandemic, with high guest numbers during peak seasons 

requiring employees to work more quickly and efficiently. This growth generates pressures such as 

heavy workloads, communication challenges, and demands for optimal service. Although adjustments 

are ongoing, the organization is gradually moving toward more stable and professional operations. 

Robbins (2015) explains that growth stages are characterized by uncertainty, rapid change, and 

significant workload increases. This aligns with informants’ statements that guest numbers have 

surged while staffing remains limited, forcing employees to handle multiple responsibilities. Studies 

by Alisy et al. (2023) and Afifah et al. (2024) also indicate that developing organizations require 

structural support and stress-management training to prevent employee burnout during expansion. 

 

Burnout Phenomenon 

High job demands can lead to burnout among human resources, both mentally and physically. 

Individuals experiencing burnout often feel exhausted, bored, and unable to cope with work pressure, 

resulting in negative impacts on organizational operations. 

1. Physical Exhaustion 

Physical exhaustion is one of the most visible forms of fatigue experienced by employees, particularly 

during the high season when workload increases drastically and working hours become longer than 

usual. This condition triggers excessive tiredness, decreased energy, and difficulty maintaining 

concentration at work. Physical exhaustion is a major impact experienced by Generation Z employees 

in the villa work environment during the high season. The sharp increase in workload leads to longer 

working hours and high physical activity, such as cleaning rooms or serving guests without sufficient 

rest. This condition results in excessive fatigue, muscle soreness, reduced energy, difficulty 

concentrating, and psychological pressure due to dual workloads. Nevertheless, employees are still 

required to remain friendly and professional in front of guests, which further exacerbates their fatigue. 

This indicates that high job demands without adequate rest balance can trigger burnout among young 

employees. 

2. Emotional Exhaustion 

Another form of burnout experienced by Gen Z employees is emotional exhaustion. This condition 

arises when individuals feel mentally drained due to continuous work pressure, high service demands 

toward guests, and dense working conditions during the high season. Employees begin to lose 

motivation, become easily irritated, and have difficulty regulating their emotions at work. Emotional 

exhaustion becomes one of the dominant forms of burnout among Gen Z employees during the high 

season. Employees tend to become short-tempered, easily offended, and inclined to withdraw from 

social interactions outside of work. This reflects a decline in emotional stability due to accumulated 

fatigue. When emotional energy is depleted, employees become less enthusiastic and struggle to 

maintain professionalism in delivering services. This demonstrates that an imbalance between 

workload and psychological needs can worsen burnout symptoms and reduce employee performance 

quality. 

3. Mental Exhaustion 

In addition to physical fatigue, employees also experience mental exhaustion. This condition results 

from continuous work pressure, high service demands, and insufficient rest, leading to feelings of 

boredom, cynicism toward coworkers, and difficulty concentrating. Mental exhaustion affects not only 

emotional conditions but also employees’ ability to think clearly and maintain interpersonal 

relationships at work. Difficulty concentrating and the emergence of cynical attitudes indicate that 

individuals are beginning to lose control over accumulated stress. In the hospitality industry context, 

such as at D’Carik Villas Ubud, this poses a serious challenge because service quality heavily depends 

on emotional stability and coordination among employees. 
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4. Low Personal Accomplishment 

Another form of burnout experienced by employees is a diminished sense of personal accomplishment. 

This condition occurs when employees feel that their efforts and performance do not yield results 

proportional to the work they have invested. Feelings of being undervalued, lack of appreciation, and 

limited opportunities for development cause employees to lose pride in their work. The absence of 

recognition in the workplace can reduce employees’ confidence in performing tasks and diminish their 

work motivation, leading to boredom at work, as expressed by one employee. Boredom is not only 

caused by heavy workloads but also by unmet emotional needs for recognition. When appreciation is 

lacking, employees tend to feel that their efforts are meaningless. In a high-paced work environment 

such as D’Carik Villas Ubud, simple forms of appreciation—such as praise or expressions of 

gratitude—play an important role in maintaining motivation and a sense of belonging toward one’s 

job. The burnout phenomenon among Generation Z employees at D’Carik Villas Ubud is a direct 

consequence of work stress originating from organizational factors during the high season. Burnout 

manifests in the form of physical, emotional, and mental exhaustion, as well as a low sense of personal 

achievement. High job demands, dual roles, long working hours, and pressure to maintain service 

quality are the primary triggers of burnout. This phenomenon is further reinforced by the 

characteristics of Generation Z, who tend to have high sensitivity to mental health issues and a strong 

need for work–life balance. When these expectations are unmet, prolonged work pressure can easily 

develop into burnout. Therefore, burnout should not be viewed merely as an individual weakness but 

as a signal of imbalance between job demands and organizational support. The burnout phenomenon 

identified among Gen Z employees at D’Carik Villas Ubud indicates that high work pressure during 

the high season affects their performance. Burnout is a reaction to chronic work stress resulting from 

an imbalance between job demands and individual capacity. The findings show that all four forms of 

exhaustion physical, mental, emotional, and low personal accomplishment occur simultaneously and 

are interrelated. These results support the study by Fauzhan Fahri & Ali (2024), which explains that 

excessive workload often becomes a source of work stress leading to burnout, defined as physical, 

mental, and emotional exhaustion due to prolonged job pressure. Additionally, research by Dhaniswari 

& Sudarnice (2024) indicates that burnout can negatively affect employee performance and is 

influenced by stress-causing factors. When high workloads are not balanced with adequate social 

support and recognition, employees tend to experience decreased energy, loss of enthusiasm, and 

ultimately job dissatisfaction. 

 

Strategies for Overcoming Work Stress 

Various factors causing work stress during the high season can be addressed adaptively and 

effectively by Generation Z employees at D’Carik Villas Ubud. Each employee also employs different 

efforts to cope with workplace stress. Several work stress issues described above have been successfully 

managed by the employees. This study identifies three main methods used by Generation Z workers at 

D’Carik Villas Ubud to cope with work stress during the high season, namely social support, self-

evaluation, and self-healing. These three methods are applied flexibly and complement one another, 

adjusted to working conditions, individual capacity, and the level of pressure experienced. Statements from 

the first, second, and third informants are presented as follows: 

1. Social Support Method 

Social support is the coping strategy most frequently used by Gen Z workers in dealing with work 

stress. This support is obtained from both colleagues and supervisors. In a busy and high-pressure 

work environment, the presence of coworkers who help and understand one another provides a sense 

of security and reduces psychological burden. Gen Z workers tend to share stories, complaints, and 

work experiences with colleagues within or across divisions as a form of emotion-focused coping. 

The social support method is manifested through providing motivation individually and collectively, 

as well as mutual assistance among employees at work. When supervisors demonstrate empathy and 

appreciation, Gen Z workers feel more valued and motivated to endure work pressure. Supportive 
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working relationships, open communication, and empathy from supervisors and colleagues can reduce 

the emotional strain experienced by Gen Z workers. When employees feel heard and appreciated, 

heavy workloads can be perceived as shared challenges rather than individual pressure. This indicates 

that organizations have a strategic role in creating a psychologically safe work environment. 

2. Self-Calming / Self-Healing Method 

The second strategy used by Gen Z workers is self-healing as a form of emotion-based stress 

management. Self-healing is carried out through various relaxation activities, such as getting sufficient 

rest, listening to music, enjoying leisure time, engaging in hobbies, and limiting work-related 

interactions outside working hours. The self-healing method helps create positive feelings related to 

the recovery of physical and emotional energy among Gen Z workers and enhances self-satisfaction, 

preventing them from being entirely focused on work pressure. Relaxation activities and self-reward 

practices help maintain a balance between job demands and personal needs. Overall, the 

implementation of self-healing indicates that Gen Z workers possess relatively high awareness of the 

importance of maintaining mental health. 

3. Self-Evaluation Method 

The third method used by Gen Z workers is self-evaluation. This involves reflecting on one’s abilities, 

personal limitations, and performance achievements during work. Under increasing work stress, Gen 

Z workers attempt to adjust their expectations of themselves to avoid excessive perfectionism. Self-

evaluation encourages adaptive attitudes, where workers focus more on the process and effort rather 

than solely on outcomes. Thus, self-evaluation plays an important role in maintaining psychological 

balance and preventing work stress from escalating into more severe burnout. Gen Z employees cope 

by prioritizing main tasks and completing them gradually. If a task has an imminent deadline, it is 

handled first. When employees are unable to manage multiple tasks simultaneously, other employees 

even from different divisions—are willing to assist. Informant N6, who serves as HRM, stated that 

managing communication and time management is also an important strategy for addressing work 

stress. From an individual perspective, Gen Z employees apply simple self-healing strategies such as 

deep breathing, listening to music, or engaging in hobbies as relaxation techniques to calm the mind 

and maintain emotional balance. These activities help reduce emotional tension, maintain focus, and 

restore work motivation. Additionally, management plays a crucial role through communication and 

time-management training, as well as an open approach that allows employees to feel heard and 

prevents them from becoming trapped in burnout conditions. The findings of this study support 

research by Aura & Sitorus (2025), which shows that burnout can be reduced through effective stress 

management, supportive work environments, and flexible work policies. Afifah et al. (2024) also state 

that self-healing methods can serve as effective approaches to reducing stress, including listening to 

music, meditation, exercise, and engaging in hobbies. With appropriate strategies, individuals, 

organizations, and governments can collaborate to create workplace well-being and improve employee 

productivity. 

 

Analysis of Work Stress Coping Strategies Among Generation Z Employees at D’Carik Villas Ubud 

Based on the interviews conducted by the researcher, Generation Z employees tend to experience 

work-related stress. This condition was reported by several key informants (N1, N2, and N3), whose ages 

range from 20 to 25 years. They acknowledged that the stress they experienced was primarily caused by 

overwork during the high season, including working beyond their formal job descriptions and assuming 

additional responsibilities from other divisions. As reflected in the data presented by each informant, 

employees at D’Carik Villas Ubud employ their own strategies to cope with work-related stress. Coping 

strategies refer to recovery mechanisms from stress or physical and psychological reactions characterized 

by discomfort, unease, or pressure. Based on Generation Z employees’ efforts to manage work stress during 

the high season, this study finds alignment with three of the four methods proposed by Anwar Prabu 

Mangkunegara (cited in Shandy et al., 2013), which state that work stress can be addressed through four 

approaches: 
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1. Social support method, demonstrated through individual and team motivation, discussions with 

colleagues, and mutual assistance among employees. 

2. Self-calming method, reflected in employees’ efforts to maintain positive thinking, accept demanding 

conditions as challenges for both individuals and the organization, and engage in self-healing activities 

such as listening to music, pursuing hobbies, and enjoying nature or open environments. 

3. Biofeedback method, which was not utilized because the stress experienced by Generation Z employees 

did not exhibit symptoms requiring professional assistance or consultation from specialists such as 

doctors or psychiatrists. 

4. Self-evaluation method, conducted before, during, and after completing work tasks. Employees strive 

to align performance, responsibilities, and time constraints during the high season, while also discussing 

work outcomes and seeking feedback and solutions from colleagues and supervisors. 

At D’Carik Villas Ubud, work stress management during the high season relies on three of 

Mangkunegara’s methods social support, self-calming, and self-evaluation. This indicates that work stress 

during peak periods can be effectively mitigated through these approaches, preventing significant negative 

consequences; therefore, the biofeedback method (professional assistance) is not considered necessary. In 

addition, supervisors consistently foster a positive work environment, enabling stress to be managed 

effectively and supporting the maintenance of positive employee performance. 

 

CONCLUSION 

Conclusion 

Based on the results of the discussion, several conclusions can be drawn as follows: The factors 

causing work stress among Generation Z employees at D’Carik Villas Ubud arise from several triggering 

conditions. These include increased job demands related to the frequency of employee interactions with 

guests, numerous special requests that must be fulfilled within a short time, and additional workload 

requiring multitasking abilities. Role demands on Gen Z employees require them to work faster, 

particularly due to the surge in bookings during the high season and limited staffing within a single shift. 

This situation compels employees to perform multiple roles (double job descriptions) and provide cross-

support across divisions. The demand for rapid service often disrupts communication among employees, 

leading to misunderstandings in task allocation and the use of work facilities. The relatively small 

organizational structure directly contributes to the emergence of work stress among Gen Z employees; 

however, it also provides flexibility for direct communication with supervisors. Frequently changing 

instructions from management create confusion and additional pressure for employees who must make 

quick decisions. Furthermore, the organization is in a developmental stage, characterized by increasing 

guest numbers and operational expansion, yet without a fully stable work system. 

Strategies to cope with work stress during the high season at D’Carik Villas Ubud are directed at 

addressing the identified stressors through three primary methods. First, social support methods involve 

sharing experiences, listening to colleagues, and providing work motivation. Second, self-calming methods 

(self-healing) include relaxing the mind, engaging in hobbies, listening to music, and enjoying nature. 

Third, self-evaluation methods involve maintaining work notes before, during, and after work, as well as 

seeking feedback from colleagues regarding performance. These findings indicate that work stress during 

the high season can be effectively managed through these three approaches, preventing significant negative 

outcomes; therefore, biofeedback methods (professional expert assistance) were not deemed necessary. In 

addition, supervisors consistently strive to maintain a positive work environment, enabling stress to be 

managed effectively and to produce positive performance outcomes. 

 

Recommendation 

1. Recommendations for Management (More Concise) 

Work stress among Gen Z employees is driven by overlapping task, role, and interpersonal demands, 

especially during high season, resulting in heavier workloads, double job roles, and miscommunication. 

Management should build a supportive communication culture through regular briefings and 
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evaluations, and consider hiring daily workers during peak periods to reduce overload. Small 

organizational structures often cause task overlap and unclear coordination. Therefore, simple SOPs 

covering core operations and coordination are needed to provide clarity, job certainty, and reduce 

burnout risk, supported by training to enhance initiative and flexibility. Burnout symptoms—physical, 

emotional, mental exhaustion, and reduced personal accomplishment—can be addressed through 

balanced schedules, rest time, empathetic communication, open discussion spaces, recognition, and 

team-building. Additional well-being support such as relaxation activities, controlled gadget use, and 

journaling can also help employees manage stress. 

2. Recommendations for Management of D’Carik Villas Ubud 

Employees have generally managed stress well during high season despite pressures and limited 

facilities. However, management should strengthen social support through open communication, short 

briefings before or after shifts, accessible supervisors, and adequate work facilities during peak periods 

to improve productivity and financial performance. Appreciation can be given through overtime 

bonuses, verbal recognition, rotating leave after high season, or flexible hours. Controlled use of gadgets 

and music may support focus, mood, coordination, comfort, and reduce boredom that could lead to 

burnout. 

3. Recommendations for Gen Z Employees 

Gen Z employees should continue optimizing self-regulation strategies such as breathing techniques, 

emotional control, mindfulness, and short breaks to maintain professionalism and performance. Self-

evaluation and work–life balance through exercise, recreation, and hobbies can also reduce stress. They 

are encouraged to communicate proactively with supervisors about work obstacles or emotional pressure 

so that timely support can be provided. 

4. Recommendations for Future Research 

Future studies should apply mixed-methods approaches to obtain more comprehensive data on stress 

levels and influencing factors, and examine broader tourism-sector samples for comparison. Including 

additional variables such as organizational culture, workload, and communication patterns may deepen 

understanding of factors affecting work stress among younger employees. These recommendations aim 

to contribute to creating healthier, more supportive, and adaptive workplaces for younger generations. 
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