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Abstract: This study explores how millennial employees develop individual resilience in the workplace 

amid increasing volatility, uncertainty, complexity, and ambiguity. Using a qualitative phenomenological 

approach, this research involved five millennial workers employed in private companies, selected through 

purposive sampling based on relevance to the research focus. Data were collected through semi-

structured interviews and analyzed using thematic analysis to identify patterns of meaning within 

participants’ lived experiences. The findings reveal three core themes shaping millennial resilience: (1) 

resilience as an adaptive capacity that allows individuals to regulate emotions, reinterpret challenges, 

and respond constructively to organizational changes; (2) organizational support—particularly 

supportive leadership, psychological safety, opportunities for learning, and flexible work arrangements—

as a critical external factor that strengthens resilience; and (3) active engagement as the behavioral 

manifestation of resilience, reflected through proactive effort, teamwork, and a willingness to contribute 

beyond formal job roles. The study highlights that resilience is not merely a personal trait but a dynamic 

process shaped by continuous interaction between individual coping strategies and organizational 

practices. Millennials interpret workplace challenges not only as stressors but also as opportunities for 

self-development, provided they operate within a psychologically safe and supportive environment. 

Practically, the findings underscore the need for organizations to implement development programs 

focused on psychological resilience, cultivate empathetic and empowering leadership styles, and promote 

collaborative work cultures that enhance well-being and work engagement. Strengthening resilience 

among millennial employees is essential for sustaining performance, maintaining adaptability, and 

ensuring organizational effectiveness in the modern VUCA-dominated workplace. 
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INTRODUCTION 

The rapid pace of global environmental change has placed organizations in a state of constant 

uncertainty. The VUCA phenomenon (Volatility, Uncertainty, Complexity, and Ambiguity) 

captures this dynamic reality, where long term strategies are increasingly difficult to predict, and 

organizations are required to be more adaptive (Bennett & Lemoine, 2014 ; Syamsir et al., 2025). 

In such circumstances, organizational success is determined not only by innovation and technology 

but also by the ability of human resources to adjust to unpredictable change. 

One of the key personal capacities that has gained significant attention in addressing VUCA 

challenges is individual resilience. Resilience enables employees to recover from pressure, manage 
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stress, and find new ways to thrive amid obstacles. (Hartmann et al., 2020) emphasize that 

resilience is a critical competence influencing both well-being and long-term performance. Thus, 

resilience is not merely about surviving adversity but also serves as a foundation for achieving 

sustainable excellence in the workplace. 

A growing body of research shows that resilience can be strengthened through organizational 

support. (Cooke et al., 2019) found that supportive human resource management (HRM) practices 

such as high performance work systems contribute to greater resilience and work engagement. 

Similar findings in Indonesia were reported by (Ramadhan et al., 2025), who revealed that 

employee resilience, along with job autonomy, significantly influences organizational citizenship 

behavior (OCB) voluntary behaviors that go beyond formal job requirements and positively 

contribute to the organization. This suggests that resilience is not solely an outcome of individual 

internal factors but is also shaped by organizational policies, culture, and support. Therefore, the 

role of HRM is crucial in creating a work environment that fosters resilience and encourages 

employees’ discretionary contributions. 

Nevertheless, despite increasing empirical evidence on the importance of organizational 

support, (Raetze et al., 2021) argue that understanding resilience at work remains limited 

particularly regarding the interaction between individual, team, and organizational levels. Many 

studies have focused on collective resilience, while the subjective experiences of employees in 

facing pressure and uncertainty have been relatively underexplored. This gap underscores the need 

for qualitative research that deeply examines how resilience is perceived, developed, and enacted 

by employees within real work contexts. 

Generational context also adds an important dimension to the study of resilience. The 

millennial generation, which now dominates the labor market, is known for having distinct 

characteristics compared to previous generations. Millennials tend to value flexibility, seek 

meaning in their work, and are more likely to change jobs when expectations are unmet (Anderson 

et al., 2017). These characteristics make them more vulnerable to career uncertainty, yet also 

highlight resilience as a vital competence for navigating the dynamics of the modern workplace. 

Based on this background, the present study aims to explore how millennials build resilience 

in the workplace. Using a phenomenological qualitative approach, this research seeks to 
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understand the meaning of resilience from the millennial perspective, the strategies they employ, 

and the organizational factors that facilitate or hinder resilience development. The findings are 

expected to enrich the literature on individual resilience while providing practical implications for 

organizations to design policies and interventions that strengthen employee resilience in the 

VUCA era. 

 

METHOD 

This study employed a qualitative approach with a phenomenological design to explore the 

experiences of private sector employees in building resilience in the workplace. The 

phenomenological design was chosen because it enables researchers to gain a deep understanding 

of the subjective meanings of individual experiences, particularly regarding how resilience is 

perceived, experienced, and developed within the dynamic context of the modern work 

environment (Sari et al., 2024) 

Participants were selected using a purposive sampling technique, which involves choosing 

individuals who are most relevant to the research focus. The selection criteria included permanent 

employees working in private companies, aged 25–40 years (representing the millennial 

generation). Approximately five participants were involved, with the number determined by the 

point of data saturation, when no new information emerged from subsequent interviews 

(Suryandari; 2019) 

Data were collected through semi structured interviews, allowing flexibility for participants 

to share their experiences while ensuring that discussions remained aligned with the research 

objectives. Field notes were also used to capture contextual information and enrich the 

interpretation of the data. Data analysis followed the thematic analysis technique as developed by 

(Forbes, 2022). The process consisted of six stages: 

1. Familiarizing with and repeatedly reading the data, 

2. Generating initial codes, 

3. Identifying potential themes, 

4. Reviewing themes, 

5. Defining and naming themes, and 
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6. Producing the final research report. 

This analytical process facilitated the systematic identification of meaningful patterns within 

participants’ narratives. 

To ensure the trustworthiness of the study, data validity was examined through member 

checking, in which participants were asked to confirm the accuracy of the interpretations, and 

simple triangulation, which enhanced the credibility and representativeness of the findings in 

reflecting participants’ real experiences. 

 

RESULT AND DISCUSSION 

This study revealed three main themes illustrating how millennials working in private 

companies build resilience in facing the challenges of the modern workplace. The themes are: (1) 

resilience as an adaptive capacity toward change,(2) organizational support in fostering resilience, 

and (3) active engagement as a manifestation of resilience in work performance. 

Resilience as an Adaptive Capacity toward Change 

Most participants revealed that sudden changes in the workplace often became a major 

source of pressure. Such changes included revised performance targets, new management policies, 

or unexpected demands from supervisors. These situations frequently triggered stress, confusion, 

and discomfort—especially among young employees who were still adjusting to the fast-paced 

dynamics of the work environment. However, within these challenging moments, employees 

gradually learned to adapt and develop inner strength through experience and self-regulation. 

One participant shared: 

“At first, I was really stressed when the monthly target suddenly increased. But I learned not to 

dwell on it. I tried to manage my time better, prioritized important tasks, and eventually achieved 

the target.” (Participant 2) 

This statement illustrates how resilience functions as an adaptive mechanism that allows 

employees to cope with uncertainty and regain a sense of control. Resilience does not merely mean 

enduring pressure; rather, it involves actively finding new ways to respond to challenges 

effectively. In this sense, resilience acts as a personal resource that transforms obstacles into 

opportunities for growth. 
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For most millennial employees, change is not perceived solely as a threat, but also as a 

learning process that fosters professional and personal development. They tend to interpret 

challenges as opportunities to enhance their capabilities and experiment with innovative 

approaches at work. This aligns with the broader characteristics of millennials dynamic, flexible, 

and technologically adaptive who often respond to stress by seeking creative and efficient solutions 

instead of resisting change. 

Findings show that employees with higher levels of resilience tend to manage their emotions 

more effectively. Rather than dwelling on frustration or disappointment when facing temporary 

setbacks, they use those experiences as valuable feedback for improvement. Resilient individuals 

are able to maintain both emotional stability and work productivity under demanding conditions, 

which ultimately supports their overall job satisfaction and performance. 

Resilience emerges as a crucial psychological capital that enables adaptation amid 

continuous organizational change. In an era where uncertainty and high performance expectations 

dominate, the ability to remain composed, flexible, and constructive becomes a determining factor 

for success. For millennial workers in particular, resilience serves not only as a defense mechanism 

against workplace stress but also as a foundation for achieving balance between professional goals 

and personal well being ensuring sustainable career growth in the long run. 

Organizational Support in Fostering Resilience 

The second theme highlights that individual resilience does not grow in isolation but is often 

shaped and reinforced by the support systems within the organization. Participants consistently 

emphasized that open communication, flexible work arrangements, and continuous learning 

opportunities play an essential role in strengthening their ability to adapt and persevere through 

challenges. These organizational factors create a psychological safety net that allows employees 

to face difficulties without fear of judgment or punishment. 

A participant highlighted the importance of a supportive leader: 

“When there’s a problem, I can talk directly to my unit head. He doesn’t immediately blame me 

but discusses solutions instead. That makes me feel more relaxed, so I can focus on getting things 

done.” (Participant 4) 
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This quote illustrates that leadership style is a central element in building employee 

resilience. Supportive leaders who listen, empathize, and provide constructive feedback encourage 

employees to view mistakes as learning opportunities rather than failures (Dweck, 2016; Yukl, 

2019). This approach nurtures a growth mindset, which is essential for developing long-term 

resilience. When employees feel psychologically secure, they become more open to 

experimentation, innovation, and self-improvement—key characteristics of adaptive performance 

in a dynamic workplace (Edmondson, 2019; Luthans et al., 2020). 

In addition to leadership, participants also highlighted the importance of access to training 

and professional development programs. They described that learning opportunities such as 

workshops, mentoring, or skill enhancement sessions help them cope with new demands and 

improve their sense of competence. Such organizational investments not only increase employees’ 

capabilities but also signal that the company values their growth and well-being (Noe, 2020; Saks 

& Burke-Smalley, 2014). This perception of being supported strengthens their emotional 

attachment to the organization and boosts their motivation to contribute (Meyer & Allen, 1997). 

Furthermore, flexible working conditions emerged as another significant form of 

organizational support. Several participants mentioned that the option to adjust work hours or work 

remotely during stressful periods helped them maintain balance between work responsibilities and 

personal life. This flexibility was seen as a trust-based policy that acknowledges employees’ 

autonomy and encourages accountability (Kossek & Thompson, 2016). 

Collectively, these findings suggest that organizational support functions as a protective 

buffer that sustains resilience. When employees perceive their organization as caring and 

responsive, they are more likely to recover quickly from setbacks and maintain a positive outlook 

even in challenging circumstances (Britt et al., 2016; Eisenberger et al., 2020). Therefore, 

resilience in the workplace should be understood as a shared responsibility—an outcome of both 

individual coping capacity and a supportive organizational culture that prioritizes communication, 

learning, and psychological well-being. 

Active Engagement as a Manifestation of Resilience 
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The third theme reveals that resilience, when nurtured through organizational support, not 

only protects employees from workplace stress but also promotes positive work behaviors that 

enhance both individual and team performance. Participants described that once they felt supported 

and capable of managing pressure, they became more proactive, cooperative, and motivated to 

contribute beyond their formal job descriptions. This active engagement was reflected in their 

willingness to assist colleagues, maintain service quality, and participate in collective efforts to 

achieve organizational goals. 

One participant explained: 

“For me, just doing my own tasks is normal. But when we help the team, the work gets done faster 

and better. It also makes me feel more appreciated at the office.” (Participant 5) 

This statement illustrates that resilience is not merely about personal endurance it evolves 

into a deeper commitment to teamwork and shared success. Resilient employees tend to approach 

challenges with optimism, interpret difficulties as opportunities for growth, and view their roles 

within the organization as meaningful. Rather than focusing solely on self-preservation, they 

demonstrate a desire to make a positive impact on their teams and workplace. 

Active engagement, therefore, can be understood as an outward expression of resilience. 

When employees successfully manage stress and find meaning in their work, they are more likely 

to invest emotional and cognitive energy into their tasks. Resilience fosters a sense of control and 

self-efficacy, helping employees believe that their contributions matter. This mindset strengthens 

their sense of purpose and belonging, which in turn fuels motivation and persistence in achieving 

work objectives. 

Several participants also emphasized that social support from colleagues plays a key role in 

reinforcing this engagement. When team communication is open and mutual respect is maintained, 

employees feel encouraged to share ideas, assist one another, and maintain high-quality standards. 

Such collaboration reflects the presence of collective resilience, where individuals draw strength 

not only from personal coping mechanisms but also from a supportive and cohesive team 

environment. 

This phenomenon demonstrates that resilience creates a ripple effect on workplace dynamics. 

It transforms individual coping capacity into collective engagement, generating a cycle of 
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motivation and performance improvement. In this sense, resilience serves as a bridge between 

individual well-being and organizational effectiveness. Employees who are resilient contribute not 

only to their own stability but also to the positive emotional climate and productivity of their teams. 

Conceptually, these findings reinforce the view that resilience is a dynamic process rather 

than a fixed trait. When organizations provide adequate support, resilience evolves into a 

sustainable source of energy that drives engagement, loyalty, and collaboration. Ultimately, 

resilient employees become key agents in fostering a productive, harmonious, and enduring 

workplace culture. 

The findings of this study reinforce the argument that resilience is a fundamental competence 

in the contemporary workplace. As highlighted by (Hartmann et al., 2020), resilience extends 

beyond the capacity to simply bounce back from adversity,it embodies the ability to grow and 

transform through challenging experiences. Within the context of millennial employees, resilience 

emerges as an essential adaptive resource shaped by the interaction between personal attributes 

and organizational environments. 

 The first theme demonstrates that resilience is context sensitive and continuously evolving, 

as emphasized by (Raetze et al., 2021). In an era marked by rapid change and uncertainty, 

adaptability becomes a key differentiator for employees. Millennials in this study view workplace 

challenges not solely as sources of stress but as opportunities for learning and self development. 

This mindset reflects their tendency to seek meaning and purpose in work, extending the insights 

of (Anderson et al., 2017) by showing that resilience acts as the mechanism through which they 

construct meaning in demanding professional contexts. Rather than being a reactive trait, resilience 

functions as a proactive form of career adaptability that allows employees to reframe pressure into 

productive energy. 

Building upon this, the second theme highlights the strategic function of organizational 

support in shaping and sustaining resilience. Supportive leadership, participatory work systems, 

and access to developmental opportunities cultivate psychological safety and foster confidence 

among employees. Consistent with (Cooke et al., 2019), these findings affirm that high-

performance HR practices contribute not only to skill enhancement but also to employees’ 

emotional and social resilience. In the Indonesian workplace context, the results align with 
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(Ramadhan et al., 2025), indicating that job autonomy and organizational support foster positive 

work behavior and a stronger sense of belonging. This interaction suggests that resilience 

flourishes most effectively in relational environments where individuals feel trusted, valued, and 

empowered to make decisions. 

Resilience does not operate in isolation it evolves within a reciprocal relationship between 

individuals and their organizations. As employees experience psychological support and 

autonomy, they internalize these experiences into stronger coping mechanisms and higher 

engagement. This cycle strengthens both personal growth and organizational sustainability, 

illustrating that resilience is not merely a personal asset but a shared organizational capability. 

Finally, the third theme demonstrates that resilience promotes active engagement a 

manifestation of psychological strength translated into positive work behaviors. Resilient 

employees show greater initiative, teamwork, and persistence, which ultimately contribute to 

higher performance outcomes. This finding supports the broader literature on positive 

organizational behavior, showing that resilience serves as a bridge between individual well being 

and collective success. In this regard, resilience functions as an integrative resource that connects 

emotional stability, work motivation, and organizational commitment. 

These findings collectively emphasize that resilience is both an individual and systemic 

phenomenon. For organizations, fostering resilience should not be limited to personal training 

programs but extended toward cultivating a supportive culture that enables continuous adaptation. 

When both employees and organizations engage in mutual resilience-building, they create an 

ecosystem capable of sustaining performance, innovation, and well-being even amid volatility and 

change. 

 

CONCLUSION 

This study demonstrates that the resilience of millennial employees in private companies is 

built through the interaction between personal factors and organizational support. Resilience 

serves as an adaptive resource that enables employees to cope with changes, while organizations 

play a crucial role in fostering and strengthening that resilience. Ultimately, resilience leads to 

active engagement, which contributes to improved performance and organizational sustainability. 
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 From a practical standpoint, this study offers several important implications for private 

companies. First, organizations should design employee development programs that focus not only 

on technical skills but also on strengthening psychological aspects such as stress management and 

resilience-building. Second, it is essential to cultivate supportive leadership, ensuring that 

employees feel heard, valued, and guided when facing challenges. Third, companies need to foster 

a work culture of collaboration and openness, as a supportive environment has been shown to 

enhance employees’ endurance and motivation. By integrating these strategies, organizations can 

create a workplace ecosystem that not only supports employee well-being but also sustains long-

term organizational effectiveness in the face of uncertainty. 
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