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Abstract

Objectives: Hidden withdrawal profiles, as subtle behavioral patterns in the workplace, can
significantly influence key indicators of human resource performance. This study aimed to
analyze the impact of these profiles on "turnover intention", "career intentions", and "job
performance" among employees of Bustan Hospital in Ahvaz, Iran.

Methods: This applied, descriptive-survey research included 240 hospital staff members.
Using Cochran's formula, 146 completed questionnaires were analyzed. Data were collected
using standardized and validated instruments in the field of organizational behavior.
Statistical analyses were conducted using SPSS and SmartPLS software; moreover,
measurement validity and reliability were confirmed through KMO, Bartlett, AVE, CR, and
Rho-A indices.

Results: Path analysis results indicated a significant positive relationship between hidden
withdrawal profiles and turnover intention (=0.636, t=13.297); however, there were
significant negative effects on career intentions (B=-0.482, t=9.519) and job performance (B=-
0.803, t=21.079). All t-values exceeded 1.96, and P-values were below 0.001.

Conclusion: Hidden withdrawal behaviors play a critical role in reducing performance and
increasing turnover tendencies. The findings highlight the need for early identification of such
behavioral patterns and the implementation of psychological and managerial interventions to
enhance motivation and employee retention.
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Extended Abstract
Background and Objective

In recent decades, hidden withdrawal has emerged
as a form of implicit human resource behavior within
workplace settings, which subtly yet profoundly
affects various dimensions of organizational
performance. Hidden withdrawal is associated with
the gradual frustration of employee engagement, work
motivation, and active participation, with its
consequences manifesting in decreased productivity,
increased errors, occupational burnout, and ultimately,
occupational withdrawal. This phenomenon is
particularly detrimental in high-pressure and dynamic
environments, such as hospitals, where continuous
patient interaction and high-performance expectations
prevail. Recent studies indicate that the signs of covert
behaviors, such as low motivation, emotional
exhaustion, occupational indifference, and cognitive
disengagement, though difficult to detect, are closely
linked to key organizational performance indicators.
These signs can serve as early warning signals for
potential human and managerial crises.

Given this context, a deeper understanding of the
mechanisms underlying hidden withdrawal and its
impact on occupational withdrawal, occupational
performance, and career intentions provides a
foundation for designing evidence-based interventions
in human resource management. The present study
aimed to explain and analyze the influence of different
hidden withdrawal profiles on critical organizational
performance indicators, namely, turnover intention,
occupational performance, and professional
orientations, among employees of Boostan Hospital in
Ahvaz, Iran. This research not only contributed to
addressing the gap in indigenous studies on the subject
but also had the potential to inform policymaking and
intervention strategies in the management of
organizational behavior within the healthcare centers of
Iran.

Materials and Methods

This study employed a descriptive survey and
applied research design. The statistical population
consisted of all employees of Boostan Hospital in Ahvaz
(N = 240). The sample size was determined at 146
participants using Cochran's formula. Data were
collected through a set of standardized and validated
questionnaires in the field of human resources. The data
collection instruments included the Hidden Withdrawal
Behavior Questionnaire (based on the studies performed
by Liu and Raghuram, 2022), a Turnover Intention
Questionnaire (six items scored based on a five-point
Likert scale), a Career Intentions Questionnaire (five
items), and a Job Performance Questionnaire (18 items).

Validity of the instruments was assessed and
confirmed using Kaiser-Meyer-Olkin, Bartlett’s test,
Average Variance Extracted, and Composite Reliability
indices. Moreover, its reliability was evaluated using the
Rho-A criterion. Normality of the data was initially
examined using the Kolmogorov—Smirnov test, which
indicated that the distribution of variables was non-
normal; therefore, non-parametric tests and Structural
Equation Modeling were employed in SPSS and
SmartPLS software. Demographic variables, including
gender, age, work experience, and education, were
analyzed alongside the main research variables. The
structure of the research model was designed to assess
the relationships among hidden withdrawal profiles and
the three aforementioned indicators, namely turnover

intention, occupational performance, and career
intentions.

Results

Among the 146 participants, the majority were male
(approximately 59%), and the predominant age group
was between 41 and 50 years. Over 62% of the
employees held a bachelor's degree, and the average
work experience was relatively high. The structural
relationships within the research model indicated that
hidden withdrawal profiles had a significant positive
effect on the turnover intentions of employees (B =
0.636, t=13.297). In contrast, the impact of this variable
on career intentions (B = -0.482, t = 9.519) and job
performance (f = -0.803, ¢ = 21.079) was significantly
negative. The results showed that the #-statistics for all
relationships exceeded 1.96, and the significance levels
were below 0.001, indicating strong model validity.

Hidden withdrawal was accompanied by a gradual
decline in engagement, social interactions, and
organizational belonging. Employees who were less
mentally involved exhibited a higher tendency to leave
the workplace and demonstrated diminished
performance quality. Emergence of symptoms, such as
occupational fatigue, indifference, reduced
commitment, and lack of motivation within this group,
gradually led to workplace isolation and decreased team
efficiency. Based on the data derived from the structural
model, this study found that employees showing covert
signs of psychological withdrawal not only
underperformed in terms of occupational performance
but also lacked motivation for career growth and did not
pursue clear professional goals. These findings present
a serious warning, particularly for healthcare
institutions, where service quality and patient
satisfaction heavily depend on employee engagement
and sense of responsibility.

Discussion

Differentiating between overt and covert employee
behaviors plays a critical role in shaping effective
human resource management strategies. Findings of this
study emphasize latent indicators, such as decreased
motivation, occupational indifference, and emotional
exhaustion, which suggest that managers should
establish a network of diagnostic and organizational
psychology assessment tools to identify subtle
behavioral shifts in a timely manner. While many
managers focus solely on measurable performance
outcomes, this study highlighted that attention to hidden
signs is key to preventing performance decline and the
sudden depletion of the human capital of an
organization.

From an operational perspective, the implementation
of two-way feedback systems, training managers to
identify warning behaviors, and designing targeted
psychological interventions are among the practical
recommendations of this study for effective human
resource management. Previous experiences at Boostan
Hospital also indicate that the weakening of
organizational belonging indicators and the erosion of
open dialogue often precede increases in turnover rates
and declines in both individual and team performance.

Conclusion

The present study provided empirical evidence
demonstrating that hidden withdrawal profiles in high-
stress professional environments, including hospitals,
are significantly associated with critical organizational
performance indicators. Specifically, these profiles
contribute to increased turnover intentions, substantial




declines in job performance, and the weakening of
professional goals of employees. These findings align
with global theoretical models, such as Houm’s
Withdrawal Theory and the Job Burnout Model,
emphasizing that early identification of covert
behavioral patterns plays a fundamental role in proactive
human resource management.

Nevertheless, the present study had certain
limitations, including being conducted in a single urban

hospital and relying on self-report instruments, which
may reduce the generalizability of the findings.
Therefore, it is recommended that future research be
conducted across a broader range of healthcare centers
using mixed qualitative—quantitative methods to provide
a more comprehensive understanding of the
mechanisms underlying hidden withdrawal and its
relationship with organizational performance indicators.
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