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Abstract: Studies on power relations in the workplace are often dominated by Western
perspectives that view phenomena such as quiet quitting or boundary setting solely as
economic transactional calculations. This study challenges this view by arguing that in the
Indonesian context, particularly Javanese culture, these phenomena are modern
manifestations of nrimo. Contrary to the common understanding that equates nrimo with
passive resignation, this study reconceptualizes it through Scott's Hidden Transcript
analytical framework, an infrapolitical strategy for negotiating power imbalances without
disrupting the social order. This study synthesizes Scott's Infrapolitics (hidden Transcript),
Indigenous Psychology, and Foucauldian discourse analysis (discipline, normalization,
governmentality) to examine how workers reinterpret global media discourse on labor
resistance. Through an interpretive qualitative approach to a corpus of online news, the
findings reveal three main mechanisms: (1) Selective Compliance as a form of strategic
acceptance, where formal compliance is maintained for the sake of harmony (rukun) while
energy is withdrawn to protect oneself; (2) Boundary Protection as a technology of the self to
maintain inner sanity (r) from exploitation that is often wrapped in familial rhetoric; and (3)
Exit as Negotiation as a silent protest when the space for voice is suppressed.

Keywords: Nrimo; Coping mechanism; Workplace power relations.

Abstrak: Studi tentang relasi kuasa di tempat kerja sering kali didominasi oleh perspektif
Barat yang memandang fenomena seperti quiet quitting atau boundary setting semata-mata
sebagai kalkulasi transaksional ekonomi. Penelitian ini menantang pandangan tersebut
dengan mengajukan argumen bahwa dalam konteks Indonesia, khususnya budaya Jawa,
fenomena-fenomena tersebut merupakan manifestasi modern dari nrimo. Berbeda dengan
pemahaman umum yang menyamakan nrimo dengan kepasrahan pasif, studi ini
merekonseptualisasikannya melalui kerangka analisis Scoft yakni Hidden Trancript.
Penelitian ini mensintesis perspektif Infrapolitik Scott (hidden Transcript), Indigenous
Psychology, dan analisis wacana Foucauldian (disiplin, normalisasi, governmentality) untuk
membedah bagaimana pekerja memaknai ulang diskursus media global tentang resistensi
kerja. Melalui pendekatan kualitatif interpretatif terhadap korpus berita daring, temuan
mengungkap tiga mekanisme utama: (1) Selective Compliance sebagai bentuk nrimo
strategis, di mana kepatuhan formal tetap dijaga demi harmoni (rukun) sementara penarikan
energi dilakukan untuk melindungi diri; (2) Boundary Protection sebagai teknologi diri
(technology of the self) untuk menjaga kewarasan batin (rasa) dari eksploitasi yang sering
kali dibungkus retorika kekeluargaan; dan (3) Exit as Negotiation sebagai protes diam (silent
protest) ketika ruang suara (voice) yang ditekan

Kata kunci: Nrimo; Mekanisme coping; Relasi kuasa di tempat kerja.
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1. Introduction

In many Indonesian organizations, working relationships are still shaped by a strong
hierarchical structure, so negotiations between superiors and subordinates tend to take
place through non-confrontational strategies (McClellan, 2024). In the context of Javanese
culture, the value of nrimo, or accepting things wholeheartedly and maintaining harmony,
often serves as a social language that governs workers' responses to power imbalances,
ranging from restraining emotions, limiting involvement, to choosing to remain silent for the
sake of relationship stability (Prayekti et al., 2019). However, this practice is not always
synonymous with resignation. Nrimo can serve as a means of self-protection as well as a
way of adapting to work norms that demand obedience (Rahman & Kuswanjono, 2025). In
the discourse of culture-based mental health, nrimo ing pandum is understood as a calming
coping mechanism, related to emotional stability and social harmony, and serves as a
framework for understanding well-being in Javanese society (Farmawati & Wiroko, 2022).
This phenomenon also shows how cultural values can shape workers' responses to
authority in the workplace.

The literature on power relations in organizations shows that power works not only
through direct instruction or domination, but also through the normalization and
internalization of rules that shape workers as subjects who regulate themselves to conform
to institutional standards (Ashforth, 2025; Bandura, 2017). This concept is in line with
Foucault's ideas about power knowledge, surveillance, and governmentality, which are
useful for understanding how organizations generate compliance through evaluation
systems, work discipline, and moral discourse on professionalism (Powell, 2024). However,
mainstream organizational studies often fail to take into account the local cultural
mechanisms that shape workers' behavior and emotions. The indigenous psychology
approach emphasizes that psychological experiences cannot be separated from cultural
meaning systems, including relational values, moral emotions, and collective coping
strategies (Miller et al., 2020). Studies of Javanese culture show nrimo to be a coping
mechanism rich in meaning that can explain emotional dynamics, harmony, and resilience
in the face of pressure (Safaria, 2026). However, the relationship between nrimo and power
within organizations is still rarely positioned as an ambivalent process of negotiation both
adaptive and simultaneously reproducing domination (Ortner, 1995).

Based on this gap, this study aims to analyze the role of nrimo as a mechanism for
negotiating power relations in the workplace by combining Foucault's framework and
indigenous psychology. Specifically, this study seeks to identify how nrimo functions as an
adaptive strategy for regulating emotions, maintaining harmony, and maintain work
continuity, examine how nrimo can operate as a normalization mechanism that makes
power imbalances seem normal and reduces the practice of voice, and explain the
conditions under which nrimo transforms into a form of covert resistance or power
negotiation through selective compliance, emotional boundary protection, and exit
strategies. This research will also expand the literature on power relations by presenting a
non-Western cultural perspective that emphasizes the role of local meaning systems in
shaping worker subjectivity and organizational behavior (Miller et al., 2020).

This article argues that nrimo is not merely a passive value, but rather an ambivalent
and productive cultural-psychological practice in organizational life. First, nrimo can be
understood as a technology of the self that enables workers to manage their emotions and
maintain harmony in order to survive within hierarchical structures, thereby producing a
subtle form of agency. Second, in organizational conditions that emphasize the morality of
obedience, nrimo can become part of a governmentality that normalizes domination, shifts
responsibility for injustice from structures to individuals, and produces subjects who feel it
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is natural to restrain themselves (Miller et al., 2020). Third, to a certain extent, nrimo can
also serve as counter-conduct through selective compliance, emotional energy
conservation, or exit strategies as a form of power negotiation without open conflict. By
combining Foucault's lens and indigenous psychology, this study shows that power
negotiations in the workplace cannot be fully understood without examining how culture
shapes workers' emotions, morality, and choices of action.

2. Literature review
2.1.Nrimo

The concept of nrimo in Javanese culture is generally understood as an attitude of
accepting life's circumstances with an open heart, patience, and self-control. However, in
recent indigenous psychological studies, nrimo is no longer positioned as mere passive
resignation, but rather as a contextual and relational psychological strategy (Prayekti et al.,
2019). Study by (Maghfira N. Aziza , Meysella A. Hanim , Niki Novitasari, 2024) shows that
nrimo functions as a culture-based coping mechanism that allows individuals to manage
structural pressures, power imbalances, and social uncertainty without having to engage in
open conflict. In the context of hierarchical work relationships, nrimo is often manifested
through the practice of selective compliance, which is partial and measured obedience,
where workers consciously choose which rules to obey and which to negotiate quietly.
(Ugwu et al., 2020). Furthermore, nrimo also acts as a boundary protection mechanism,
which is a way for workers to maintain psychological, emotional, and moral boundaries from
exploitative demands of authority through silence, strategic avoidance, or minimal
involvement (Dimitrov, 2017). In some cases, exit as negotiation practices, such as subtle
resignation, voluntary transfer, or withdrawal of participation, become a form of actualization
of nrimo as a politics of silence, where power negotiations are conducted through absence
rather than open resistance (Kirkpatrick, 2019).

Analytically, indigenous psychological literature categorizes nrimo as a form of
emotion-focused coping that is collective-cultural in nature, differing from individualistic
coping in Western psychology, which emphasizes direct expression and personal control
(Adolfsson et al., 2025). Qualitative studies based on in-depth interviews and interpretative
phenomenological analysis (IPA) show that nrimo has several main aspects, namely
emotional regulation, moral rationalization, and management of social relations within
hierarchical structures (Maghfira N. Aziza , Meysella A. Hanim , Niki Novitasari, 2024). In
the practice of selective compliance, workers do not fully submit to authority, but rather apply
strategic compliance as a way to maintain room for negotiation and avoid structural
sanctions (Ceccagno, 2024). The aspect of boundary protection emerges through silent
practices, restrictions on emotional involvement, and symbolic withdrawal, which serve as
psychological protection against excessive work exploitation (Huyghebaert-Zouaghi et al.,
2022). Meanwhile, exit as negotiation is understood as an extreme but socially safe form of
coping, where the decision to leave the work system becomes a message of resistance that
is not articulated verbally, but has a structural impact (Singh & Vashisht, 2021). An
evaluation of these findings shows that nrimo is not a static strategy, but rather a dynamic
and situational one, depending on power positions, social risks, and the value of harmony
internalized by workers.

2.2. Coping mechanism

In psychological studies, coping mechanisms are understood as a set of cognitive,
emotional, and behavioral strategies used by individuals to manage pressure, tension, and
power imbalances in specific social contexts, including the workplace. (Bondarchuk et al.,
2024). Recent developments in indigenous psychology emphasize that coping is not

165 of 179



Hanim et al. (2026). IAS Journal of Localities, 3(2), 163-179
https://doi.org/10.62033/iasjol.v3i2.219

universal, but rather embedded in cultural values, relational norms, and local meaning
structures that shape how individuals respond to domination and subordination (Petrus et
al., 2019). In the context of collectivist societies such as Java, coping often takes the form
of indirect coping, where individuals avoid open confrontation and choose socially safe
strategies to maintain harmony while protecting themselves (Luong et al., 2020). Indigenous
studies show that strategies such as selective compliance, boundary protection, and exit as
negotiation can serve as adaptive coping mechanisms that enable workers to maintain
autonomy without violating established hierarchical structures (Goswami et al., 2023;
Triatmodjo et al., 2023; Wijayati et al., 2021).

Conceptually, indigenous psychological studies categorize coping mechanisms into
a spectrum of direct coping and indirect coping strategies, whereby societies with a
collectivist and hierarchical orientation tend to develop forms of coping that are implicit,
relational, and symbolic (Flores-Mendoza et al., 2024). An evaluation of Western coping
models reveals their limitations in interpreting practices such as silence, procrastination, or
partial compliance, which are often misclassified as avoidant coping, when in fact they serve
adaptive and strategic functions in the local cultural context (Ko¢ & Kafa, 2019). Empirical
indigenous studies use interpretive qualitative methods, such as in-depth interviews, work
ethnography, and narrative analysis, to capture the subjective meanings of workers in
practicing selective compliance and boundary protection as a way of maintaining dignity,
psychological boundaries, and autonomy under unequal power structures (Braun & Clarke,
2006). Meanwhile, exit as negotiation is understood not merely as a form of escape, but
rather as a reflective strategy that allows individuals to renegotiate their position when other
channels of resistance are considered socially or economically risky (Johnston & Fells,
2017). Thus, coping mechanisms need to be understood as dynamic contextual practices,
whose meaning, methods, and effectiveness can only be assessed by considering the
power relations, cultural norms, and social calculations that surround them.

2.3.Workplace power relations

Workplace power relations are understood as a network of asymmetrical
relationships formed through the distribution of authority, control of resources,
organizational norms, and symbolic legitimacy that govern the bargaining position between
superiors and workers in a particular work context (Munduate & Medina, 2017). Power
relations in the workplace are not only present in the form of explicit formal domination, but
also operate subtly through everyday practices, cultural expectations, and mechanisms of
internalization of values that shape the way workers think, feel, and act (Kuczynski & Knafo,
2013). From the perspective of indigenous Asian psychology, power relations are often
negotiated through non-confrontational strategies rooted in the values of social harmony,
self-control, and avoidance of open conflict, so that obedience is not always synonymous
with total submission (Chiang, 2013; Larasati & Fernando, 2023). Study by (Hu et al., 2022)
shows that workers can exercise selective compliance, boundary protection, and even exit
decisions as forms of socially safe power negotiation without directly challenging
hierarchical structures.

Evaluatively, studies of workplace power relations in indigenous psychology show
that power relations can be categorized into several main aspects, namely structural power
(position, employment contract, and access to resources), relational power (emotional
closeness, patronage, and sense of indebtedness), and symbolic power that operates
through cultural values such as respect, modesty, and social harmony (Munduate & Medina,
2017). Empirical findings show that selective compliance functions as a tactical strategy to
maintain job security while preserving personal autonomy, while boundary protection allows
workers to set psychological distance from excessive demands without causing open
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conflict (Ceccagno, 2024). Furthermore, exit as negotiation is understood not merely as a
failure to adapt, but rather as a final form of rational and dignified resistance when the space
for symbolic negotiation is closed (Kirkpatrick, 2019). Thus, power relations in the workplace
need to be understood as a dynamic arena in which silent strategies, tactical adjustments,
and subtle resistance function as coping mechanisms as well as contextual and culturally
meaningful everyday political practices.

3. Method

The unit of analysis in this study is discourse and representations of power
negotiation practices in the workplace that appear in online news or media features,
particularly those related to three forms of practice: selective compliance, boundary
protection, and exit as negotiation. These units of analysis are understood as statements,
narratives, and media interpretive frameworks about how workers respond to power
imbalances, including popular terms such as quiet quitting, boundary setting, revenge
quitting, and other forms of silent protest. By using news texts as the unit of analysis, this
study assumes that the media does not merely report on phenomena, but also constructs
social meanings about compliance, resistance, and work morality through its choice of
language, framing, and emphasis on certain issues. This strategy is in line with the text and
discourse analysis approach, which places media data as an arena for the production of
meaning and social legitimacy, especially in issues of organization and power relations. The
use of media texts as units of analysis is based on the understanding that the media
functions as a 'site of meaning production' that provides workers with a repertoire of
language to understand their inner experiences. From a discursive perspective, articles
about quiet quitting or revenge quitting are not merely journalistic reports, but reflections of
the 'regime of truth' that shapes what is considered normal, moral, and reasonable for
workers today. This analysis traces how these global terms are localized and reinterpreted
through a cultural lens (cultural appropriation of global discourse).

This study uses an interpretive qualitative design with a multi-method qualitative
text and discourse analysis approach, combining Foucauldian Discourse thematic analysis
and Scott, (1990) Reflexively to understand how nrimo as a cultural-psychological
mechanism is positioned in power negotiations in the workplace. This combination was
chosen because the purpose of the research was not to count the frequency of terms, but
to interpret how media texts produce categories such as ideal employees, healthy limits,
and resignation as resistance, while revealing the power relations that work through
normalization and moral framing. Foucault's framework helps examine how power is shaped
by discourse and creates worker subjectivity. Scott's Hidden Transcript (infrapolitics) is used
to read subtle cultural action strategies (quiet quitting: Selective Compliance, Boundary
Protection, and Exit) as subtle political actions in an unequal power reality. Meanwhile,
Indigenous psychology is used to read the cultural meanings and moral emotions that
structure practices of acceptance, harmony, and non-confrontational negotiation. This
integration is in line with the latest methodological recommendations that emphasize the
need for specific methodological sources to systematically combine text and discourse
analysis.

The research data sources come from publicly accessible online news articles or
features published between 2020 and 2026, focusing on credible media such as business,
HR, mainstream, and national media that discuss phenomena related to labor power
negotiations, burnout, work boundaries, and resignation practices. This time frame allows
the study to capture post-pandemic discourse changes and the strengthening of discussions
about work-life balance, work morality, and forms of covert resistance. News texts are
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treated as discursive data containing social indicators (case studies, workers' experience
narratives, and expert arguments) and reflecting public trends about what is considered
normal in the world of work. The use of online news data as a basis for qualitative analysis
is also supported by literature that affirms that online news is an important site for
understanding modern practices and the formation of organizational narratives in the digital
age.

Data collection was conducted through systematic searches using keywords
relevant to the unit of analysis, including: nrimo, workplace power relations, quiet quitting,
boundary setting, workplace boundaries, revenge quitting, exit strategy, and combinations
of related keywords. Once articles were found, they were screened based on inclusion
criteria that discussed workers' experiences or expert analysis related to work boundaries,
compliance, resistance, or resignation, contained narratives that could be coded according
to the three findings, came from verifiable media sources, and were available in full to read.
The selected articles were then archived, their metadata (title, date, media, link) recorded,
and compiled into a text corpus for analysis. This procedure is in line with digital data
collection practices that emphasize the importance of documentation, transparency of steps,
and data selection from the arena where the practice occurs in the digital media ecology.

Data analysis was conducted in two stages. First, the text corpus was analyzed
using Reflexive Thematic Analysis to identify patterns of meaning regarding how workers
negotiate power through selective compliance, boundary protection, and exit (Campbell et
al., 2021; Terry & Hayfield, 2025). The process follows principles that emphasize reflexive
interpretation, coding iteration, and theme formation based on relationships between codes,
rather than mere mechanical classification (McClellan, 2024). Second, the thematic results
were then explored in greater depth through Foucauldian discourse analysis to examine
how media discourse shapes legitimacy, normalization, and the subjectivity of workers, for
example, narratives of ideal employees, the morality of loyalty, or the framing of resignation
as disloyalty. The final interpretation is conducted by combining Foucault's lens and
indigenous psychology so that the meaning of nrimo is not reduced to resignation, but rather
read as an ambivalent cultural practice that can be both an adaptive coping mechanism and
a means of reproducing domination. The findings are then written by consistently linking
media discursive evidence, behavioral indicators, and theoretical conceptualization.

4. Result

The ambivalence of acceptance (nrimo) in workplace power relations cannot be
understood merely as a form of cultural compliance, but rather as a complex and strategic
social practice. Within the framework of governmentality, nrimo operates between
adaptation to organizational demands and the subtle reproduction of domination. Workers
do not simply resist or comply outright; instead, they develop concealed modes of
negotiation to preserve autonomy and dignity. This dynamic is manifested in three key
patterns: selective compliance, boundary protection, and exit as negotiation. Together,
these findings reveal how hidden transcripts function in everyday workplace relations and
will be elaborated in the following sections.

4.1.Selective compliance

Table 1 presents an overview of selective compliance as an adaptive strategy used
by workers to navigate contemporary workplace pressures without direct confrontation. The
table compiles various interpretations of quiet quitting from media and organizational
discourse, highlighting how workers remain formally compliant while selectively limiting
effort, engagement, and availability. Through this lens, selective compliance is framed not
as disengagement, but as a culturally and psychologically informed strategy for maintaining
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balance, autonomy, and emotional sustainability within asymmetrical power relations at

work.

Table 1. Adaptive strategies that enable workers to engage in selective compliance

Coding Figure Description Source
Quiet quitting  menregue e Quiet quitting is positioned as a https:/sh
as "minimum == response to hustle culture and the orturl.at/q
compliance" e -~ ---  productivity trap, where workers mP5n

E ~____—— remain formally compliant but limit
== P e their energy to maintain mental

SEPSEC T stabiliy.

S c

Selective Hupsppt  mes - mesens v we - HybSpot says many workers see  https://sh

compliance e - s > s imennsensee QUICE QUIttiNg @s @ way of setting  orturl.at/v

as a boundary healthy boundaries (rather than 4DTg
setting laziness). This reflects the struggle
Sg;?ttth{Blgg;% ;S;i::tting to define the idegl employee and a
N et new understanding of enough as a
R —— moral balance (meaning system &
moral self).

Silent Protest  ustaina” ne stentnreatto HRD Connect describes quiet https://sh
quitting as a silent protest resulting  orturl.at/d
from burnout. It demonstrates non-  2d4L
confrontational resistance and
relational logic that avoids conflict.

Lack of Inside the - Quict Quining Trend—whas -~ Newsweek reported on a study https://sh

control: A e that found a lack of control triggers ~ orturl.at/v

Appearance quiet quitting. This demonstrates 4DTg

quiet quitting the asymmetry of power (power
produces subjectivity) and coping
strategies to maintain emotional
balance.

Working to iz ** MA News defines quiet quitting as  https://sh

rule as a - working "just enough" to meet orturl.at/d

response to i minimum targets and not putting in BhZs
overtime ' extra energy as a form of
expectations resistance to hustle. This

describes a tactic of using system
standards as well as a form of
"selective acceptance" of formal
tasks while rejecting covert
exploitation (boundary coping).

The data in the table shows that the phenomenon of quiet quitting is understood
through various interrelated conceptual frameworks, but with different emphases. First,
quiet quitting is positioned as a form of minimum compliance with formal work demands,
where workers continue to carry out their duties but consciously limit their energy and
emotional involvement in order to maintain their mental health. Second, this phenomenon
is also understood as selective compliance, which is an effort to set healthy work boundaries
and reject excessive expectations without having to leave the organization. Third, quiet
quitting is described as a silent protest, a form of silent protest that arises from work fatigue
and is carried out in a non-confrontational manner. In addition, the data shows that low

169 of 179



Hanim et al. (2026). IAS Journal of Localities, 3(2), 163-179
https://doi.org/10.62033/iasjol.v3i2.219

individual control over work contributes to the emergence of quiet quitting as an emotion
management strategy. Finally, the concept of working to rule positions quiet quitting as a
form of resistance against overtime culture and covert exploitation by adhering to work rules
literally without additional effort beyond formal obligations.

Based on the data in the table, four main patterns can be identified. First, quiet
quitting consistently emerges as a non-confrontational resistance strategy, whereby
workers reject excessive pressure without openly fighting back. Second, there is a strong
tendency for quiet quitting to function as a boundary setting mechanism, namely an
individual's attempt to redefine the boundaries of work that are considered fair and healthy.
Third, the data shows that this phenomenon is closely related to power imbalances,
especially the feeling of lack of control over organizational demands, which encourages
workers to adopt selective compliance-based coping strategies. Fourth, quiet quitting is not
merely interpreted as a decline in work ethic, but rather as a reconstruction of the meaning
of work, where it becomes a new moral value in negotiating life and work balance. Overall,
these patterns show that quiet quitting operates as a cultural practice that resembles
strategic acceptance of formal work structures, while actively protecting oneself from
symbolic and emotional exploitation.

4.2. Boundary protection

Table 2 presents boundary protection as a crucial adaptive practice through which
workers manage the increasing encroachment of work into personal life. Drawing from
organizational and media sources, the table illustrates how boundaries function as
psychological safeguards, enabling individuals to regulate emotional energy, prevent
burnout, and sustain social relationships. Rather than merely a personal preference,
boundary setting is shown as a culturally shaped strategy of self-regulation and moral
agency, reflecting workers’ ongoing negotiation between demanding work systems and the
need for long-term wellbeing.

Table 2. Boundary Protection

Coding Description Source
Work The HBR Podcast emphasizes https://short
Encroachment that work always takes up space url.at/xlinz

in life, so boundaries are
necessary even in structured jobs.
This demonstrates
governmentality (the responsibility
for wellbeing is shifted to the
individual) and the practice of self-
regulation as value-based coping.

Work-Lite Balanee

Boundaries as A Guide to Setting Better

HBR explains boundaries as limits  https://tinyu

psychological Boundaries imposed through actions or rl.com/4av4
protection — communication. This is in line with  rpjd
the "technology of the self"
‘ (shaping oneself to survive within

the system) and moral agency in
relational culture (taking care of
oneself as well as one's family or
relationships).
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Resentment boundaios atwork sevsthis sceuveconch . BUSINESS Insider reviews https://tinyu
audit: "resentment audits" to detect rl.com/3e2h
boundary areas where workers are over- 7ene

reac accommodating workloads; is

b h dat kloads; th

indicator leads to burnout and requires

boundary protection.

Quiet cracking [ ‘ The Indian Express discusses https://tinyu
CONSEQUENCES  hou'do mers: why quiet °"quiet cracking”: workers appear rl.com/2vhh
of failing to [rackingisthe nextworkplace fine but are actually emotionally knc7

maintain N broken due to unrealistic work

boundaries expectations and toxic culture.

Boundary Another Bl article emphasizes that https://tinyu
setting as an in a brutal job market, workers rl.com/mr2z
aspect of need to "control the controllables" 3zue
wellbeing in and set boundaries so that work

demanding does not consume their lives.

work

conditions

The data in the table illustrates various perspectives on the importance of boundary
setting in dealing with the intrusion of work into workers' personal lives. The HBR Podcast
emphasizes that work tends to continue to invade individuals' lives, even in structured jobs,
making boundaries a basic necessity for maintaining a functional life. This perspective
places the responsibility for well-being on individuals through self-regulation practices.
Furthermore, HBR explains boundaries as limits formed through conscious actions and
communication, which serve to protect individuals' psychological well-being and social
relationships. Business Insider introduces the concept of resentment audit as a reflective
tool to identify areas of work that have crossed boundaries and triggered emotional
exhaustion. Meanwhile, Indian Express highlights the phenomenon of quiet cracking, a
condition where workers appear stable on the surface but experience emotional breakdown
due to unrealistic work expectations and toxic work culture. Another Business Insider article
emphasizes that in a tough job market, the ability to control controllable aspects through
setting boundaries is an important part of a strategy to maintain well-being.

From this data, several consistent patterns emerge. First, boundary setting is
positioned as a strategy for individualizing well-being, whereby responsibility for maintaining
mental health is shifted from the organization to the worker through self-regulation practices.
Second, work boundaries function as a psychological protection mechanism, not only to
preserve personal energy but also to protect social and family relationships from the impact
of excessive work demands. Third, the data shows that failure to set boundaries has serious
emotional consequences, reflected in the emergence of resentment, burnout, and even the
phenomenon of quiet cracking as a form of hidden collapse. Fourth, there is a tendency for
boundary setting to become a survival skill in an increasingly competitive and exploitative
job market, where workers are required to manage their limitations amid unrealistic
expectations. Overall, boundary setting is no longer just a personal skill, but a cultural
practice that reflects the negotiation between the demands of the work system and individual
efforts to maintain sustainability and psychological well-being.

4.3. Exit as negotiation

Table 3 conceptualizes exit not merely as turnover, but as a form of negotiation
through which workers assert agency in response to unfavorable working conditions. The
table brings together media and labor-market analyses that frame resigning as a strategic,
moral, and sometimes public act aimed at challenging injustice, burnout, and organizational
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neglect. By positioning exit and exit intention as calculated responses rather than impulsive
decisions, this figure highlights how leaving work operates as a bargaining mechanism
within contemporary power relations and shifting norms of employment loyalty.

Table 3. Exit as negotiation

Coding Figure Description Source
Resign as a swdi-sanyak cen zsernentisekera DEHKEAU reviews the Gen Z  https://tinyu
"firm statement" T EIIET Y trend of "revenge quitting,”  rl.com/4y93

which involves resigning with  24ek

a strong message because

they feel unappreciated or

burned out.
Quit-Tok: exit as The Financial Times https://tinyu
accountability discusses the  Quit-Tok rl.com/4f2w
and phenomenon: 385h
transparency resignations/layoffs made

i public to put pressure on

organizations and encourage

transparency.
Exit as a The Guardian describes https://tinyu
response to revenge quitting as a rl.com/4r62
injustice (global response to zrhh
revenge micromanagement,
quitting) discrimination,

underpayment, and toxic

culture.
High exit Pekereanpar | ieireeresaterseraten - GoodStats  presents  data:  https://tinyu
intention: 52% AR — 52% of Indonesian workers rl.com/ye28
of Indonesian . - are actively seeking new jobs, ta2u
workers are - indicating exit intention as a
looking fora - form of collective bargaining
newjob - power.
Not so Great Robert Walters e-guide (SEA) https://tinyu
Resignation shows that workers often rl.com/287a
SEA: many want delay resigning until thereisa b4kr
to move, many ' %_'ﬁ‘ > career move; exit as a
hold back while N negotiation  strategy, not
preparing their impulsive.

next step

The data in the table illustrates the phenomenon of resigning or leaving a job as an
active response by workers to working conditions that are considered unfair, exhausting, or
disrespectful to workers' dignity. DetikEdu reviews the trend of revenge quitting among Gen
Z, where resigning is positioned as a firm statement against burnout and dehumanizing work
experiences. The Financial Times expands on this phenomenon through Quit-Tok, which is
the practice of publicizing the process of resigning or being laid off on social media as a
form of accountability and moral pressure on organizations. The Guardian highlights that
revenge quitting is happening globally and is triggered by micromanagement, discrimination,
low wages, and toxic work cultures. GoodStats data shows that 52% of Indonesian workers
are actively seeking new jobs, reflecting the high intent to leave as a collective response to
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labor market conditions. Meanwhile, a Robert Walters report in Southeast Asia indicates
that despite high turnover intentions, many workers are holding back and preparing their
career moves first, resulting in planned exits.

Based on this data, at least four main patterns emerge. First, resigning is positioned
as a tool for expressing power and agency, not merely an individual decision, but rather a
moral statement against unfair treatment in the workplace. Second, there is a growing trend
of publicizing resignations through social media, which transforms resigning into a
mechanism for symbolic pressure and organizational transparency. Third, the data shows
that exits are not always impulsive; particularly in Southeast Asia, resignations are often a
rational negotiation strategy, where workers hold back while preparing for a safer career
transition. Fourth, high exit intentions indicate that the desire to leave functions as collective
bargaining power, although it is not always realized directly. Overall, resignations and exit
intentions represent a transformation in the meaning of work loyalty from long-term
obedience to conditional, reflective, and welfare- and justice-oriented employment
relationships.

5. Discussion

This study produced three main findings regarding the role of nrimo in negotiating
power relations within organizations. First, nrimo functions as an adaptive strategy that
allows workers to engage in selective compliance while appearing obedient, but setting
limits on work demands that are considered excessive, especially when control over work
decisions is low. Second, nrimo also operates as a boundary protection mechanism,
maintaining emotional distance and limiting psychological energy so that it is not depleted
by organizational expectations. This practice is related to emotion regulation and the
maintenance of relational harmony. Third, the findings show that when the space for voice
is considered risky or ineffective, workers use exit as negotiation, moving teams or leaving
the organization as a relatively safe form of power negotiation without voice. Overall, these
findings reveal the ambivalence of nrimo: it can enable subtle agency while also normalizing
unequal power structures.

In the context of Javanese culture, this finding can be interpreted through a value
orientation that emphasizes rukun (social harmony), rasa (affective sensitivity), and nrimo
ing pandum (reflective acceptance) as the foundation of relational well-being (Pohan et al.,
2025; Susanto et al., 2025). This cultural framework explains why many workers choose
non-confrontational strategies when dealing with organizational power. Maintaining
relationships is often more important than openly asserting rights, especially when hierarchy
and seniority are still strong (Pruetipibultham, 2012; Rajiani & Kot, 2020). However, this
contextualization also reveals tensions when nrimo continues to be practiced in work
environments that demand unlimited loyalty, it can transform from a coping mechanism into
a social norm that perpetuates inequality and hidden psychological burdens. Thus, nrimo
cannot be understood as cultural fatalism, but rather as a living and responsive social
practice to structural pressures that shape workers' space as a subtle mechanism of
resistance to existing dispositions (Scott, 1990, 2013).

This finding enriches Foucault's reading of power as a productive practice that
shapes subjects through discipline, normalization, and governmentality. Selective
compliance can be understood as a form of counter-conduct resistance that works within
the logic of power, rather than opposing it head-on (Gisladottir & Reid, 2024; TSUJIMOTO,
2023). Findings on quiet quitting show strong parallels with the concept of nrimo, but with
different motivations. While in the West quiet quitting is often driven by transactional
calculations (wage-effort bargain), in the Javanese context, this practice is a form of
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Strategic Nrimo. Workers engage in selective compliance not because they are lazy, but as
an effort to maintain harmony (Rukun). They avoid open confrontation (verbally refusing
tasks), which is considered rude, and choose to 'remain silent' or work minimally as a subtle
way of setting boundaries (Scott, 1990). This is a form of Foucauldian counter-conduct: an
invisible resistance that operates in the cracks of power without overturning the hierarchy
itself. Boundary protection reflects the technology of the self, namely the way workers
manage their emotions and themselves in order to remain functional in a system that
demands obedience (Du et al., 2019; Guerra Muioz et al., 2024; Park et al., 2020). Where
these findings reveal the ambivalent side of nrimo. Organizations often use the value of
nrimo as a tool of governmentality (Li, 2007). Management may use family rhetoric or
'sincerity' to frame excessive workloads as a moral test, so that workers feel guilty if they
refuse to work overtime. Here, acceptance becomes a mechanism of internal discipline
(technology of the self): workers discipline themselves to suppress negative emotions
(ngempet) in order to maintain an image as 'good people' or 'professionals’, which ironically
benefits the exploitative structure of the company. However, at the same time, this practice
can be a sign of the internalization of work norms that shift the burden of adjustment from
the structure to the individual.

Meanwhile, exit as negotiation shows that power operates not only at the level of
direct control, but also at the level of regulating possible actions (McClellan, 2024; Ozyurt,
2023). When the space for discussion is limited, leaving becomes the most rational strategy
(Kambe, 2025a, 2025b). From the perspective of indigenous psychology, nrimo displays
meaning-based agency with emotional regulation, moral emotions, and relational orientation
that affirms that power negotiation is a cultural process (Ortner, 1995) at the same time
psychological, where the exit strategy or quiet quitting in this context can be read as the
culmination of a violation of Rasa. In indigenous Javanese psychology, nrimo has its limits;
when Rasa (intuition/feelings) has been too deeply wounded by injustice that damages
dignity, then harmony is no longer worth maintaining. Exit becomes the final negotiation: a
silent protest that withdraws workers from power relations when their voices are no longer
heard. This confirms that Javanese workers are not absolutely passive subjects, but rather
subjects who continue to make moral calculations between staying for the sake of harmony
or leaving for the sake of sanity.

These results are consistent with contemporary organizational literature, which
highlights that organizational research often overlooks power as a central dimension, even
though power influences adaptation processes, organizational politics, and the formation of
everyday work behaviors (Levinthal & Pham, 2024; Tamirat & Ayenew, 2025; Fernando et
al.,, 2025). Study by (Carter et al., 2024) emphasizes the absence of power reading in
mainstream management, so that findings about nrimo help fill the void by presenting a
power mechanism that works through moral values and emotions, not just authoritative
actions. These findings are also consistent with organizational political studies that show
that dominant coalitions shape the direction of change and continuity of the organization, so
that workers often negotiate positions through adaptive strategies that do not always appear
as resistance (Lee et al., 2025). However, this study offers a unique contribution by placing
this strategy within the Javanese meaning system of nrimo, understood not only as personal
coping, but also as a practice of power negotiation intertwined with social harmony and
relational norms.

Scientifically, this study has three main implications. First, it expands the study of
power relations by showing that power is not always negotiated through open conflict, but
through subtle, culturally based everyday practices such as selective compliance, emotional
restraint, and exit decisions (Scott, 1990; Vinthagen & Johansson, 2013). Second, the
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integration of Foucault and indigenous psychology reinforces the argument that the
formation of workers' subjectivity is not only the result of organizational mechanisms
(evaluation, supervision), but also the result of local systems of meaning that shape morality,
emotions, and ways of interpreting injustice. This is in line with calls to strengthen non-
Western epistemologies in cross-cultural psychology so that research is more
representative and does not impose biased universalities (Bazana, 2024; Mabaso et al.,
2024). Third, the concept of nrimo as an ambivalent mechanism helps explain the paradox,
namely that strategies that maintain relational well-being can simultaneously result in the
normalization of domination and the risk of hidden silent suffering.

Based on these findings, the recommendations of this study are divided into
individual, organizational, and policy levels. At the individual level, organizations need to
provide culturally sensitive emotional literacy and assertive communication training so that
employees do not just passively accept things, but have healthy negotiation strategies
without sacrificing relational harmony. At the organizational level, it is important to establish
safe voice mechanisms, such as anonymous complaint channels, third-party mediation, and
leadership evaluations to reduce covert domination and prevent exit as the only means of
negotiation. At the policy level, HR needs to reassess the discourse of loyalty and resilience
so that it does not become a moral device that justifies unfair workloads. Actionable plans
include conducting a work culture audit (to detect oppressive moral framing), establishing
indicators of power relationship health in internal surveys, and strengthening work practices
that support balance and psychological safety. These efforts align with the global agenda to
build psychological and organizational practices that are more responsive to cultural context
and justice.

6. Conclusion

This study shows that nrimo is not merely an attitude of accepting circumstances,
but rather a mechanism of power negotiation that works subtly in organizational life. The
findings, which only became clear after the data was analyzed, show that workers use nrimo
to implement three interrelated strategies, namely selective compliance (formal obedience
but limiting excessive demands), boundary protection (maintaining emotional distance so
that psychological energy is not drained), and exit as negotiation (quitting or transferring as
a silent protest when the space for discussion is not safe). The important lesson is that nrimo
shows that power negotiations in the workplace are not always marked by open rejection,
but often take place through micro-actions that maintain harmony, reduce risk, and preserve
self-respect. Thus, nrimo is a living cultural practice that can enable subtle agency while
shaping the way workers survive under unequal structures.

Theoretically, this study makes a significant contribution by showing how
organizational power, as understood within Foucault's framework, operates through
normalization and self-regulation, but that workers' responses can only be fully explained
when viewed through the lens of indigenous psychology. The integration of these two
approaches broadens the study of power relations, which has tended to focus on the
Western context, by placing local meaning systems as key components in the formation of
worker subjectivity. Empirically, this study offers a new understanding that cultural practices
such as nrimo have an ambivalent nature, which is both a coping strategy to maintain
emotional balance and a channel that allows domination to continue unnoticed. Practically,
these findings help organizations understand that phenomena such as obedient but distant
behavior, emotional restraint, and silent resignation are not merely individual issues, but
signs of power dynamics that close off space for healthy negotiation.
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This study has a major methodological limitation because it relies entirely on
secondary data in the form of news articles and online media discourse, without involving
in-depth interviews or direct observation of workers. Consequently, the resulting analysis is
an interpretation of media representations (second-order constructs) rather than a verified
portrait of phenomenological experiences (lived experience), so that the validity of
psychological motives is highly dependent on media editorial framing, which may simplify
the inner reality of workers. In addition, the limitations of this data source mean that the
power dynamics from a managerial perspective are not fully explored and it is not yet
possible to predict the long-term impact of the practice of nrimo, whether it leads to resilience
or persistent mental exhaustion (burnout). Further studies need to examine variations in the
public, private, and startup sectors, across generations, and compare cultural groups to see
whether nrimo as a power negotiation is a common pattern or specific to certain contexts.
Further research can also combine organizational ethnographic approaches or multi-level
studies to map the relationship between culture, managerial practices, and forms of micro-
resistance in the long term.
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