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Abstract: This study explores the concept of "isolated syndrome" as a metaphorical framework to understand performance 

challenges among high-functioning individuals in modern work environments. Unlike clinical isolation syndromes in 

medicine, this term is used here to describe a state in which individuals become emotionally, cognitively, or socially detached 

from their teams or organizations, despite maintaining task performance. Through analysis of behavioral patterns and 

organizational dynamics, the research identifies key contributing factors such as inadequate leadership support, lack of 

psychological safety, remote work structures, and toxic workplace culture. Observable signs include withdrawal from 

collaboration, reluctance to seek or provide feedback, and over-reliance on independent work. The consequences of such 

isolation include reduced innovation, burnout, and decreased overall effectiveness at both the individual and team levels. 

The study highlights the importance of early recognition and proposes practical interventions including mentorship, 

structured feedback, and a culture of inclusion. These findings underscore the need for leadership strategies that foster 

connection, resilience, and sustained high performance in diverse work settings. It often happens because of things like lack 

of support, poor communication, remote work without enough structure, or a negative work environment. People with 

isolated syndrome may stop joining group discussions, avoid feedback, or try to do everything on their own. Over time, this 

can lead to stress, burnout, or lower quality work. The good news is that with the right support—like regular check-ins, 

team collaboration, and healthy work culture—people can feel reconnected and perform at their best again. It's important 

for leaders to spot the early signs and take action to help individuals feel valued and included. 

 

 Hypotheses 

 

 Null Hypothesis (H0): Isolated syndrome has no significant impact on individual performance. 

 Alternative Hypothesis (H1): Isolated syndrome significantly impairs individual performance. 

 Directional Hypothesis: Individuals with isolated syndrome will exhibit decreased productivity, accuracy, and job 

satisfaction compared to those without isolated syndrome. 
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I. INTRODUCTION 

 

 Background to Study 

In today’s dynamic and increasingly remote or hybrid 

work environments, individual performance is shaped not 

only by technical skills and task efficiency, but also by 

psychological, emotional, and social factors. While much 

research has explored burnout, stress, and disengagement, 

less attention has been given to a subtler but growing 

phenomenon: isolated syndrome. 

 

Isolated syndrome, in the context of individual 

performance, refers to a state where a high-performing 
individual becomes increasingly detached from their team, 

organizational culture, or professional support systems. This 

is not due to a lack of capability or motivation, but rather a 

progressive withdrawal, intellectually, emotionally, or 

socially, that occurs even as visible productivity may remain 

high. Over time, however, this isolation can erode creativity, 
reduce collaboration, weaken resilience, and ultimately lead 

to burnout or disengagement. 

 

 Factors contributing to isolated syndrome include: 

 

 Lack of leadership feedback or recognition 

 Remote work environments without consistent 

engagement practices 

 Poor team dynamics or psychological safety 

 Organizational cultures that reward independence over 

interdependence 
 

Despite its growing relevance, isolated syndrome 

remains under-theorized in performance literature. It is often 

masked by an individual’s continued output, making it harder 

to identify and address until the negative consequences 

become severe. Unlike overt performance issues, isolated 
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syndrome is an internal and often invisible struggle that can 
lead to quiet quitting, emotional exhaustion, or a sudden 

decline in engagement. 

 

Understanding this phenomenon is essential for 

organizations seeking to maintain high performance while 

fostering healthy, connected work environments. This study 

aims to explore the causes, manifestations, and impacts of 

isolated syndrome on individual performance, while also 

offering strategies for early identification and intervention. 

 

 Problem Statement 
Many high-performing individuals appear productive 

on the surface but may be struggling silently with feelings of 

isolation and disconnection from their teams or workplaces. 

This condition, known as isolated syndrome, is hard to spot 

because these individuals often keep delivering results while 

becoming emotionally or socially withdrawn. As remote and 

hybrid work become more common, this problem is growing, 

yet it is not well understood or addressed in most 

organizations. If left unchecked, isolated syndrome can lead 

to burnout, lower creativity, and sudden disengagement. 

There is a clear need to better understand this issue and find 

ways to support individuals before their performance and 
well-being suffer. 

 

 Research Objective and Research Questions 

The main objective of this study was to examine the 

effects of isolated syndrome on individual performance, 

creativity, and engagement. 

  

 To properly approach our subject, we asked ourselves 

these two questions that would guide all our reflections: 

 

 What are the observable behaviors or signs that indicate 
an employee may be experiencing isolated syndrome? 

 How can leaders and teams create work environments that 

reduce the risk of isolation and promote connectedness? 

 

 Limitations 

Measuring isolated syndrome is challenging due to its 

subjective and hidden nature, which may lead to 

underreporting. Additionally, findings may vary across 

different work environments and cultural contexts, limiting 

generalizability. 

 

II. REVIEW OF LITERATURE 

 

In contemporary organizational studies, employee 

performance is increasingly understood as a product of not 

only individual skills but also social and psychological 

factors within the workplace (Bakker & Demerouti, 2017). 

One emerging area of interest is the concept of workplace 

isolation, which refers to the experience of being 

disconnected or unsupported within a professional setting 

(Marshall et al., 2007). Although workplace isolation has 

been primarily studied in remote work and telecommuting 

contexts, its broader implications for high-performing 
employees who remain productive despite emotional 

withdrawal have received less attention. 

 

Isolated syndrome, as conceptualized in this study, 

aligns with findings in organizational psychology about the 

risks of social and emotional disengagement. Research shows 

that employees who feel isolated are prone to decreased 

creativity, lower job satisfaction, and higher burnout rates 

(Golden et al., 2008; Mulki et al., 2008). This disengagement 

is often masked by sustained task completion, making early 

identification difficult (Kahn, 1990). 
 

 The Literature Review Focuses on Several Key Areas 

Related to Isolated Syndrome and Individual 

Performance: 

 

 Workplace Isolation and Emotional Disengagement 

 Impact of Isolation on Performance and Well-being 

 Role of Leadership and Organizational Culture 

 Challenges of Remote and Hybrid Work 

 Intervention Strategies 

 Gaps in Current Research 

 

III. RESEARCH METHODOLOGY 

 

 Tools 

 

 Surveys:  

Online or paper-based questionnaires to collect data on 

employee experiences, job satisfaction, and performance. 

 

 Focus Groups:  

Group discussions to explore shared experiences and 
perspectives on isolated syndrome. 

 

 Sample Size 

Aim for a minimum of 30 participants to ensure 

statistical significance. 

 

 Sample Type 

 

 Purposive Sampling:  

Selecting participants based on specific criteria, such as 

job role or experience. 

 
 

 

 

 

 

 

 

 

 

 

 

 

https://doi.org/10.38124/ijisrt/25oct1589


Volume 10, Issue 10, October – 2025                                             International Journal of Innovative Science and Research Technology 

ISSN No:-2456-2165                                                                                                                      https://doi.org/10.38124/ijisrt/25oct1589 

 

 

IJISRT25OCT1589                                                               www.ijisrt.com                                                                                         2724 

IV. PRESENTATION AND INTERPRETATIONS OF RESULTS 

V.  

 Presentation 

 

 
Fig 1 Model of Workplace Loneliness and Job Dissatisfaction 

 

 First Research Question: What are the observable 

behaviors or signs that indicate an employee may be 

experiencing isolated syndrome? 
 Second Research Question: How can leaders and teams 

create work environments that reduce the risk of isolation 

and promote connectedness? 

 

Surveyed working professionals reported their responses 

to the first research question regarding the impact of isolated 

syndrome affects individuals’ performance using survey. 

 

The responses to questions 1 to 10 answered the first 

research question. The mean and standard deviations of each 

question were computed. The ranked means and standard 
deviations for these questions 1 to 5 determined how 

consistent or not the professionals surveyed were in their 

answers. 

 

Table 1 present’s descriptive statistics for the questions 

surveyed according to descending mean and standard 

deviation by the answer got from the professionals. 

 Mean and Standard Deviation Results  

 

 
Fig 2 Mean Scores of Survey Questions on Workplace Loneliness. 
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Table 1 Descriptive Statistics of Workplace Loneliness Survey Questions 

No Questions Mean  Standard Deviation 

1 

Do you feel emotionally disconnected from your team or 

coworkers? 1.87 0.765 

2 Do you experience feelings of loneliness during your workday? 1.2 0.4 

3 

Do you find yourself hiding stress or emotional discomfort to 

maintain professionalism? 1.53 0.498 

4 

Do you feel safe expressing your thoughts, ideas, or concerns 

within your team? 1.9 0.3 

5 

How do you feel that your presence or absence goes unnoticed by 

your team? 2.03 0.874 

6 

Do you feel less confident in your performance when you receive 

limited recognition or feedback? 1.37 0.482 

7 

Has the lack of social interaction at work reduced your enthusiasm 

for your role? 1.37 0.482 

8 

Have you experienced a decline in the quality or creativity of your 

work due to feeling isolated? 1.23 0.423 

9 

When feeling isolated, do you tend to delay tasks or procrastinate 

more than usual? 1.3 0.458 

10 

Do you feel less motivated to take initiative or go beyond your 

basic responsibilities? 1.207 0.405 
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Fig 3 Variation in Responses to Workplace Loneliness Questions 

Fig 4 Statistical Summary: Mean and Standard Deviation per Question 
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 Interpretations 
The following Table 2 & 3 shows the percentage of questions asked to the working professionals. Based on the results, 

interpretations have been done. 

 

Table 2 Response Distribution for Employee Disconnection Survey Questions 

No Questions Often Rarely Frequently/ Sometimes Never 

1 

Do you feel emotionally disconnected from your team or 

coworkers? 10% 37.50% 2.50% 25% 

5 

How do you feel that your presence or absence goes 

unnoticed by your team? 3.30% 33.33% 30% 33.33% 

 

Table 3 Employee Isolation and Engagement Yes/No Survey Responses 

No Questions Yes No 

1 Do you experience feelings of loneliness during your workday? 20% 80% 

2 Do you find yourself hiding stress or emotional discomfort to maintain professionalism? 53.30% 46.70% 

3 Do you feel safe expressing your thoughts, ideas, or concerns within your team? 90% 10% 

4 Do you feel less confident in your performance when you receive limited recognition or feedback? 36.67% 63.33% 

5 Has the lack of social interaction at work reduced your enthusiasm for your role? 36.67% 63.33% 

6 Have you experienced a decline in the quality or creativity of your work due to feeling isolated? 23.33% 76.67% 

7 When feeling isolated, do you tend to delay tasks or procrastinate more than usual? 26.67% 73.33% 

8 Do you feel less motivated to take initiative or go beyond your basic responsibilities? 20.69% 79.31% 

 

Based on the survey results, here are some interpretations and comparisons: 

 

 Feeling safe expressing thoughts (Mean: 1.9, SD: 0.3): Respondents generally feel safe expressing their thoughts, with a high 

mean score and low standard deviation indicating a strong consensus. 
 

 
Fig 5 Response Distribution for Team Psychological Safety Question 

 

 Hiding stress (Mean: 1.53, SD: 0.498): Respondents are somewhat more likely to hide stress, with a moderate mean score and 

standard deviation indicating some variation in respons 
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Fig 6 Response Distribution for Stress and Emotional Discomfort in Professionalism 

 

 Feeling isolated affecting work quality (Mean: 1.23, SD: 0.423) and feeling less motivated to take initiative (Mean: 1.207, SD: 

0.405): Both questions have low mean scores and standard deviations, indicating that most respondents do not feel isolated or 

less motivated. 

 

Fig 7 Survey Results on Isolation, Task Delay, and Motivation 

 

 Comparison of Means 

 

 The mean scores for questions related to feeling isolated 

(1.23, 1.3, 1.207) are lower than the mean score for feeling 

safe expressing thoughts (1.9), indicating that respondents 

are more likely to feel safe expressing themselves than to 

experience isolation. 

 The mean score for hiding stress (1.53) is higher than the 

mean scores for feeling isolated, indicating that 

respondents may be more likely to hide stress than 

experience isolation. 

 Comparison of Standard Deviations 

 The standard deviations for questions related to feeling 

isolated (0.423, 0.458, 0.405) are relatively low, 

indicating that respondents' answers are generally 

consistent. 

 The standard deviation for hiding stress (0.498) is slightly 

higher, indicating some variation in responses. 
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 Insights 
 

 These interpretations and comparisons provide insights 

into the respondents' experiences and perceptions:- 

Respondents generally feel safe expressing themselves 

and do not experience significant isolation or 

demotivation. 

 There may be some variation in respondents' experiences 

with stress, with some respondents more likely to hide 

stress than others. 

 The consistency in respondents' answers suggests that the 

survey results are reliable and representative of the 
respondents' experiences. 

 

VI. DISCUSSIONS, CONCLUSION, AND 

RECOMMENDATIONS 

 

 Discussions 

The survey results provide interesting insights into the 

impact of isolated syndrome on employees. Despite some 

respondents experiencing feelings of isolation, the majority 

reported that it did not significantly affect their work 

performance, motivation, or productivity. This suggests that 
employees may have developed coping mechanisms or that 

the organization's work environment helps mitigate the 

negative effects of isolation. 

 

Notably, a significant proportion of respondents 

(66.6%) reported that their presence or absence is rarely or 

never noticed by their team, which could contribute to 

feelings of isolation. However, this did not seem to translate 

to decreased motivation or performance for most employees. 

 

The findings highlight the importance of understanding 

the nuances of isolated syndrome in the workplace and the 
need for organizations to foster a supportive environment that 

promotes employee engagement and well-being. By 

recognizing the potential impact of isolation and 

implementing strategies to address it, organizations can 

further enhance employee satisfaction and productivity. 

 

 Conclusion 

In conclusion, the survey results suggest that isolated 

syndrome does not appear to have a significant impact on 

most of the respondents' performance, motivation, or 

productivity. Most respondents do not feel isolated, and even 
among those who do, the effects on their work seem to be 

minimal. The results indicate that the organization has a 

supportive work environment, which may be contributing to 

employees' resilience and ability to cope with feelings of 

isolation. Overall, the findings suggest that isolated syndrome 

is not a major concern in this workplace.  

 

 Based on the Survey Results, it Can be Concluded that: 

 

 Most professionals do not feel isolated in their work 

environment. 

 Respondents generally feel safe expressing their thoughts 

and ideas. 

 Isolation does not seem to significantly impact individual 
performance or motivation. 

 While some respondents may hide stress, the overall work 

environment appears to be positive. 

 

 The Recommendations 

To mitigate isolated syndrome, implement regular 

feedback, team building activities, open communication 

channels, and mentorship programs. Foster connections, 

recognize employees, and provide development 

opportunities. Offer flexible work arrangements and promote 

employee engagement initiatives. These strategies can 
enhance well-being, job satisfaction, and productivity. 
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APPENDIX 

 

 Appendix 1: Survey Questionnaire 

The questionnaire that we are pleased to submit to you has no other claims than those relating to the realization of our study 

entitled: 

 

The Impact of Isolated Syndrome on Individual Performance: A Mixed Bag – a survey conducted among working 

professionals. We ask for your cooperation and ask you to respond seriously and especially professionally. The information you 

provide will allow us to prepare this study and we thank you in advance for any help you would like to give us. This survey aims to 

gather insights into the experiences of individuals with isolated syndrome, exploring the potential impact on their performance and 

well-being. 

 
What is your current job title?   

How many years of professional experience do you have?   

 

What is your current work arrangement?    

Remote 

Hybrid 

In-Office 

 

How large is your current team?   

1-5 

6-10 

11+ 
 

1.Do you feel emotionally disconnected from your team or coworkers?   

Often 

Rarely 

Frequently 

Never 

 

2. Do you experience feelings of loneliness during your workday? 

Yes 

No 

 
3. Do you find yourself hiding stress or emotional discomfort to maintain professionalism? 

Yes 

No 

 

4.Do you feel safe expressing your thoughts, ideas, or concerns within your team?   

Yes 

No 

 

5. How do you feel that your presence or absence goes unnoticed by your team? 

Never 

Rarely 

 
Sometimes 

Often 

 

6. Do you feel less confident in your performance when you receive limited recognition or feedback? 

Yes 

No 

 

7. Has the lack of social interaction at work reduced your enthusiasm for your role? 

Yes 

No 

 
8. Have you experienced a decline in the quality or creativity of your work due to feeling isolated? 

Yes 

No 
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9. When feeling isolated, do you tend to delay tasks or procrastinate more than usual? 

Yes 

No 

 

10. Do you feel less motivated to take initiative or go beyond your basic responsibilities? 

Yes 

No 
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