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ABSTRACT

This study aims to examine “soft living” as a new
paradigm in the transformation of modern work
culture among Generation Z and millennials. The
increasingly dynamic nature of the workplace is
driving a shift from a productivity-oriented
approach toward a more flexible one that
prioritizes employee well-being. As the dominant
groups in the workforce, Generation Z and
millennials possess characteristics that emphasize
work-life balance, the meaning of work, and
attention to mental health, thereby influencing
changes in workplace culture within organizations.
This study employs a qualitative approach using a
literature review method, drawing from various
scientific ~ journals, books, and relevant
publications. The findings indicate that soft living
serves as a response to the pressures of modern
work culture by emphasizing balance, self-
awareness, and healthy stress management. The
implementation of this concept within
organizations is reflected through work flexibility
and increased attention to employee well-being.
Thus, soft living can be viewed as a relevant
paradigm in fostering a more humane, adaptive,
and sustainable work culture
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INTRODUCTION

The evolution of the modern workplace reflects increasingly complex
dynamics driven by advancements in digital technology, globalization, and
shifting social values within society. These changes not only impact work
systems and mechanisms but also transform how individuals perceive their work
and life as a whole. A work culture that was previously synonymous with a focus
on high productivity, long working hours, and intense competition is now
shifting toward a more flexible approach centered on employee well-being as
part of efforts to foster sustainable performance (Guest, 2017). This shift is
becoming increasingly evident, particularly among Generation Z and
millennials, who tend to prioritize work-life balance in their careers.

This shift has become increasingly evident with the growing dominance
of Millennials and Generation Z in the workforce. These two generations exhibit
distinct characteristics compared to previous generations, particularly in terms
of their expectations regarding work. Millennials and Generation Z tend to place
greater value on work flexibility, a supportive work environment, and work-life
balance as key factors in determining job satisfaction (Schroth, 2019). As work
demands and pressures in the professional environment increase, issues related
to workplace burnout are becoming increasingly relevant. A work culture that
emphasizes unlimited productivity —often referred to as “hustle culture” —has
the potential to negatively impact employees” mental health. Burnout not only
affects individual well-being but also leads to a decline in work performance and
productivity (Maslach & Leiter, 2016)

In response to these conditions, various new approaches have emerged
that emphasize the importance of work-life balance and individual well-being.
One such concept is “soft living” —a lifestyle that prioritizes simplicity, self-
awareness, and efforts to reduce stress in daily life, including in the workplace.
This concept offers an alternative to a fast-paced and demanding work culture
by emphasizing the importance of quality of life and mental health. This
approach aligns with research on mindfulness in the workplace, which shows
that self-awareness and stress management contribute positively to individual
well-being and performance (Good et al., 2015). In an organizational context, the
implementation of values aligned with the concept of “soft living” is beginning
to be reflected in various modern workplace policies, such as flexible work
arrangements, remote work, and a focus on employee well-being. This indicates
that organizations are beginning to adapt to the needs of a new generation of
workers who prioritize work-life balance and the meaning of work (Allen et al.,
2013)

However, although the concept of soft living is gaining traction in
discussions about lifestyle and the workplace, academic research specifically
examining this concept in relation to the transformation of work culture remains
relatively limited. Most studies focus primarily on aspects of workplace well-
being or work-life balance in isolation, so few have integrated soft living as a new
paradigm, particularly in the context of Generation Z and millennials (Twenge,
s). Based on the above discussion, this study aims to examine “soft living” as a
new paradigm in the transformation of modern work culture among Generation
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Z and millennials through a qualitative literature review. This study is expected
to contribute to enriching the body of research on modern work culture and to
offer new perspectives on creating a healthier, more balanced, and sustainable
work environment.

LITERATURE REVIEW
The Concept of Soft Living

The concept of soft living is a lifestyle approach that emphasizes a balance
between productive activities and individual well-being. This concept has
emerged as a response to modern lifestyles that tend to demand speed, efficiency,
and high productivity. Soft living encourages individuals to live more mindfully,
simply, and without excessive pursuit of achievement, thereby reducing
psychological stress and improving quality of life (Kasser, 2016). In the
workplace, “soft living” refers to an individual’s efforts to manage their energy,
time, and work expectations in a healthier way. This approach also emphasizes
the importance of work-life balance, as well as an individual’s ability to set
boundaries to maintain mental health (Sonnentag, 2018)
Modern Work Culture

Modern work culture has undergone significant changes alongside
technological advancements and shifts in organizational structures. Today’s
organizations tend to adopt more flexible work systems, such as remote work
and more adaptable work schedules. These changes aim to improve efficiency
while providing employees with the opportunity to achieve a better work-life
balance (Robbins & Judge, 2017). In addition, modern workplace culture is also
beginning to prioritize employee well-being as part of organizational strategy. A
supportive work environment, open communication, and a focus on mental
health are key elements in creating a sustainable workplace culture (Schein, 2012)
Generation Z and Millennials in the Workplace

Generation Z and millennials are groups with unique characteristics in the
workplace, particularly in terms of values, motivations, and expectations
regarding work. These generations tend to value flexibility, freedom, and a sense
of purpose in their work more than mere financial compensation (Francis &
Hoefel, 2018). In addition, Gen Z and millennials are also known to be more
concerned about mental health and work-life balance. They tend to avoid overly
stressful work environments and prefer organizations that provide support for
employee well-being (Dimock, 2019)
The Relationship Between Soft Living and Work Culture

The concept of soft living is closely linked to the transformation of modern
work culture, particularly in efforts to create a more humane and sustainable
work environment. Applying the values of soft living within an organization can
help reduce work-related stress, increase job satisfaction, and improve the work-
life balance (Cieri et al., 2005). Thus, soft living can be viewed as a relevant
approach to addressing the challenges of the modern workplace, particularly for
Generation Z and millennials, who have different work needs and preferences
compared to previous generations.

1171



Simatupang, Silalahi, Putri, Putra, Candra

METHODOLOGY

This study employs a qualitative approach using the literature review
method. This approach was chosen to gain an in-depth understanding of the
concept of “soft living” as a new paradigm in the transformation of modern work
culture, particularly among Generation Z and millennials, based on various
relevant sources of literature. The literature review method allows the researcher
to systematically identify, evaluate, and synthesize findings from previous
studies (Creswell, 2009). The data sources for this study consist of secondary data
obtained from scientific journals, academic books, and research reports related to
the topics of work culture, employee well-being, work-life balance, and the
characteristics of Generation Z and millennials. The literature used was selected
based on criteria of relevance, credibility, and year of publication, with priority
given to sources from the relevant timeframe to ensure alignment with the latest
research developments (Snyder, 2019).

Data collection was conducted by searching academic databases such as
Google Scholar, ScienceDirect, and other international journals using keywords
such as “soft living,” “modern work culture,” “work-life balance,” “Generation
Z,” and “millennials.” This process was carried out systematically to ensure that
the retrieved literature was relevant to the research focus and of high academic
quality (Tranfield et al., 2003). The data analysis technique used is qualitative
descriptive analysis, which involves examining, comparing, and interpreting
various findings from the collected literature. The analysis was conducted by
grouping the main themes related to the concepts of soft living and the
transformation of work culture, which were then systematically organized to
gain a comprehensive understanding (Miles et al., 2013).

Iaw7s

RESULTS AND DISCUSSION
The Transformation of Modern Work Culture from a Contemporary Perspective

The transformation of modern work culture is not only understood as a
change in work systems resulting from technological advancements, but also as
a paradigm shift in the very meaning of work itself. The development of digital
technology has eliminated the constraints of space and time, enabling individuals
to work flexibly without being tied to a specific location. This phenomenon has
given rise to various new work models, such as remote working and hybrid
working, which are now part of contemporary work practices (Kniffin et al.,
2026). However, this transformation also brings complex consequences. On the
one hand, work flexibility gives individuals the freedom to manage their own
time and work pace. On the other hand, this flexibility has the potential to expand
work boundaries uncontrollably, making it difficult for individuals to separate
their personal lives from their work. This situation gives rise to the “always-on
culture,” where individuals feel they must always be available for work, even
outside of formal working hours.

Furthermore, modern work culture also reflects a shift in values from a
productivity-oriented approach toward well-being. Organizations are beginning
to realize that productivity cannot be separated from employees” psychological
well-being. Employees who experience constant work-related stress tend to see
a decline in performance, making a well-being-based approach increasingly
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relevant for fostering organizational sustainabilit (Pfeffer, 2018). Thus, the
transformation of modern work culture is not merely technical in nature, but also
touches on the values and philosophy of work.

The Dynamics of Generation Z and Millennials as Agents of Change in
Workplace Culture

Generation Z and millennials are not only part of the workforce but also
serve as agents of change in the transformation of modern workplace culture.
Having grown up in an environment saturated with technology, widespread
access to information, and rapid social change, these two generations have
developed characteristics that make them more adaptable and critical of existing
work systems. In the context of work, Generation Z and Millennials have a more
complex orientation compared to previous generations. They consider not only
economic factors but also psychological and social aspects when choosing a job.
Work flexibility, the meaning of work, and work-life balance are the primary
factors influencing their decisions (Stillman & Stillman, 2017).

In addition, an awareness of mental health is a defining characteristic of
both generations. They are more open to discussing issues such as work-related
stress, emotional exhaustion, and the importance of maintaining a healthy work-
life balance. As a result, they tend to reject work cultures that are exploitative and
do not allow for individual well-being (Seemiller & Grace, 2016). From an
organizational perspective, these changing characteristics demand significant
adaptation. Organizations can no longer maintain traditional, hierarchical, and
rigid management approaches. Instead, they need to foster a work culture that is
more flexible, inclusive, and focused on individual needs. Thus, Generation Z
and millennials are not merely the objects of change, but also the agents actively
driving the transformation of work culture.

Soft Living as an Alternative Paradigm in the Workplace

The concept of soft living can be understood as a form of resistance to
modern work culture, which tends to place excessive emphasis on productivity.
In this context, soft living is not merely a lifestyle but also an alternative
paradigm that offers a new perspective on how to interpret work and life. A work
culture oriented toward high productivity often subjects individuals to constant
pressure. The demands to constantly meet targets, compete, and improve
performance can lead to physical and mental exhaustion. In the long term, this
situation has the potential to cause burnout, which is detrimental not only to the
individual but also to the organization (Dalton, 2019).

In response to these conditions, soft living offers a more balanced
approach by emphasizing the importance of self-awareness, energy
management, and the ability to set boundaries at work. Individuals are
encouraged to focus not only on achievements, but also on the process and the
quality of life they lead. Furthermore, soft living also represents a shift in values
within modern society. Success is no longer viewed solely as material
achievement or social status, but also as the ability to live a balanced, healthy,
and meaningful life. In this regard, soft living reflects the individual’s need to

tind balance amidst the increasingly complex demands of the workplace (Brown,
2018).
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Integrating Soft Living into Organizational Practices.

implementation of soft living in modern workplace culture is not limited
to the individual level; it is also being adopted by organizations through various
policies and work practices. Adaptive organizations are beginning to integrate
well-being values into their management systems as part of their long-term
strategies. One of the most tangible forms of implementation is work flexibility.
Policies such as remote work, hybrid work, and flexible working hours provide
employees with the space to manage a balance between work and personal life.
Additionally, organizations are also beginning to offer programs that support
mental health, such as counseling services, stress management training, and the
creation of a more supportive work environment (Richardson & Rothstein, 2008).

However, the implementation of soft living within an organization is not
without its challenges. One of the main challenges is the need to shift
management’s mindset, which remains focused on short-term productivity.
Furthermore, not all types of work allow for the optimal application of work
flexibility, necessitating contextual adjustments. Nevertheless, various studies
indicate that organizations capable of striking a balance between productivity
and employee well-being tend to demonstrate more stable and sustainable
performance. Employees who feel valued and supported exhibit higher levels of
work engagement and stronger loyalty to the organization (Harter et al., 2003)
Theoretical and Practical Implications of Soft Living in Workplace Culture

The concept of soft living has significant implications, both theoretically
and practically, for the development of modern workplace culture. Theoretically,
this concept enriches the study of workplace culture by introducing a more
humanistic and well-being-oriented perspective. Soft living can be viewed as an
evolution of the work-life balance concept, placing greater emphasis on self-
awareness and quality of life. Practically, the implementation of soft living
provides a new direction for organizations in designing work policies that are
more adaptive to the needs of today’s generations. Organizations that can
integrate soft living values into their work culture will have a competitive
advantage in attracting and retaining talent, particularly from Generation Z and
millennials.

Furthermore, soft living also contributes to creating a more sustainable
work culture. By making well-being a part of organizational strategy, companies
not only improve short-term performance but also build a strong foundation for
long-term sustainability (Brough et al., 2014). Thus, soft living can be viewed as
a relevant new paradigm for addressing the challenges of modern work culture.
This concept not only offers solutions to work-related stress but also opens up
opportunities to create a more humane, adaptive, and sustainable work system
in the future.
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CONCLUSIONS AND RECOMMENDATIONS

This qualitative literature review concludes that soft living has emerged
as a relevant paradigm in the transformation of modern work culture among
Generation Z and Millennials. The findings indicate a shift from productivity-
oriented work practices toward more flexible and employee-centered approaches
that emphasize work-life balance, mental health, and overall well-being. As the
dominant workforce, these generations increasingly value meaningful work,
flexibility, and psychological well-being. Therefore, soft living should be viewed
not only as a lifestyle trend but also as a strategic approach to fostering healthier,
more balanced, and sustainable workplaces.

Based on these findings, organizations are encouraged to incorporate soft
living principles into workplace policies by promoting flexible work
arrangements, strengthening mental health support, and creating inclusive
leadership practices. These initiatives can improve employee engagement, job
satisfaction, and long-term organizational sustainability while maintaining
productivity. Furthermore, future research should employ quantitative,
qualitative, or mixed-method approaches to provide empirical evidence on the
impact of soft living across different industries, organizational settings, and
cultural contexts.

FURTHER STUDY

Future research is recommended to move beyond qualitative literature
reviews by conducting empirical studies that examine the implementation and
impact of soft living in organizational settings. Quantitative, qualitative, or
mixed-method approaches can be used to investigate its influence on employee
well-being, work engagement, job satisfaction, organizational commitment, and
productivity. Comparative studies across industries, countries, and generational
groups are also encouraged to provide broader insights into the applicability and
effectiveness of soft living as a sustainable paradigm for modern work culture.
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