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The role of resilience in mitigating 
workplace gaslighting and quiet quitting 
and enhancing work engagement 
Evidence from a cross-sectional study in Greece

OBJECTIVE To investigate the role of resilience in mitigating the effects of 

workplace gaslighting and quiet quitting, while simultaneously exploring 

its potential to enhance work engagement among employees in Greece. 

METHOD We carried out a cross-sectional study in Greece in January 2025, 

using an online questionnaire that was disseminated through social media 

and professional networks. A convenience sample that met eligibility criteria, 

including subordinate level with at least one year of professional experience 

and voluntary participation, was recruited in this study. Resilience was assessed 

using the Brief Resilience Scale (BRS). Workplace gaslighting, quiet quitting 

and work engagement were evaluated using the Gaslighting at Work Scale 

(GWS), the Quiet Quitting Scale (QQS) and the Utrecht Work Engagement 

Scale-3 (UWES-3), respectively. Associations were examined using multivari-

able linear regression analyses after adjusting for gender, educational level, 

and work experience. RESULTS A total of 291 workers were included in the 

study, and they were predominately female (77%) with an average age of 

42.15 years (standard deviation [SD]=10.28) and with an average of 16.69 

years of work experience (SD=9.48). Resilience was negatively correlated with 

workplace gaslighting, such as GWS total score (b=-0.354, 95% confidence 

interval [CI]=-0.501 to -0.206, p<0.001), loss of self-trust (b=-0.410, 95% CI=-

0.558 to -0.263, p<0.001), and abuse of power (b=-0.306, 95% CI=-0.468 to 

-0.145, p<0.001). The relationship between resilience and quiet quitting was 

consistently negative (b=-0.345, 95% CI=-0.458 to -0.232, p<0.001) as was the 

association between resilience and its subscales of detachment (b=-0.284, 95% 

CI=-0.411 to -0.157, p<0.001), lack of initiative (b=-0.365, 95% CI=-0.501 to 

-0.228, p<0.001) and lack of motivation (b=-0.438, 95% CI=-0.585 to -0.291, 

p<0.001). On the other hand, work engagement was positively related with 

resilience (b=0.650, 95% CI=0.422 to 0.879, p<0.001). CONCLUSIONS Resilience 

protects workers from workplace gaslighting and quiet quitting and enhances 

their work engagement. Strengthening resilience at work may potentially 

contribute to the protection of workers’ well-being and the improvement of 

workforce performance.
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The contemporary workplace is characterized by in-

tense pressures, including increased work pace, complexity 

of daily demands, and the constant need to adapt to emerg-

ing technologies and ongoing organizational changes.1 The 

current organizational landscape is characterized by dy-

namic shifts, including increased demands for competence 

and enhanced informal communication, which necessitate 

a deeper understanding of individual and organizational 

responses to evolving workplace phenomena.1 This includes 

the subtle yet pervasive issues of workplace gaslighting, the 

emerging trend of quiet quitting, and the perennial chal-

lenge of sustaining high levels of work engagement.2 These 

conditions affect not only productivity but also employees’ 

psychological well-being. The steadily rising prevalence of 

occupational burnout across diverse professional sectors 

reflects the mental state of a substantial proportion of the 
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global workforce and underscores the need for creating 

healthier and more sustainable work environments.3–6

Specifically, workplace gaslighting, an insidious form 

of psychological manipulation, undermines an employee’s 

perception of reality, leading to diminished self-efficacy 

and increased stress.7 Gaslighting has been associated with 

elevated levels of anxiety, depression, and reduced self-

efficacy.8 In the Greek context, recent evidence indicates that 

nursing staff exposed to gaslighting report lower levels of 

work engagement, poorer mental health and an increased 

likelihood of quiet quitting and turnover intention.9,10 Its 

impact is not only individual but also organizational, as such 

behaviors undermine trust, erode a culture of collaboration, 

and reinforce employees’ turnover intention.11 Gaslighting, 

therefore, constitutes an “invisible” yet profoundly corrosive 

factor within the workplace environment.

Similarly, quiet quitting, a phenomenon where em-

ployees fulfill only the minimum requirements of their job 

without engaging in extra-role behaviors, signals a detach-

ment from organizational objectives often stemming from 

burnout or perceived injustices.2 Quiet quitting has signifi-

cant implications for organizational effectiveness. These 

consequences are particularly evident in high-demand 

sectors such as healthcare and education, where employee 

disengagement contributes to heightened occupational 

stress and a perceived sense of injustice among colleagues 

who remain actively engaged.12 In Greece, empirical evi-

dence indicates elevated rates (60.9%) of quiet quitting 

among nursing professionals, primarily associated with 

excessive workload, job burnout, and unfavorable working 

conditions.13,14 These findings underscore that quiet quit-

ting should not be viewed merely as an individual choice, 

but rather as a social and organizational phenomenon that 

reflects the fatigue and disillusionment of the workforce.

These behaviors collectively pose significant threats 

to organizational productivity, innovation, and employee 

well-being.12 In response to these challenges, the concept 

of resilience has gained prominence as a critical individual 

resource enabling employees to navigate adversity, adapt 

to change, and maintain positive functioning despite 

experiencing work-related stressors.15 The intricate and 

volatile nature of contemporary organizational environ-

ments significantly influences how employees perceive, 

structure, and execute their work, often leading to consider-

able pressure that can diminish motivation and culminate 

in emotional exhaustion and job burnout.16 Consequently, 

individual resilience becomes a pivotal factor, enabling 

employees to not only withstand these pressures but 

also to transform challenging experiences into opportuni-

ties for personal and professional growth.17 This capacity 

for adaptation and recovery is fundamental in fostering 

sustained work engagement and mitigating the adverse 

impacts of workplace stressors such as gaslighting and 

quiet quitting.18 Research data from Greek nursing profes-

sionals highlight the protective role of resilience against 

workplace gaslighting and quiet quitting, while also dem-

onstrating its positive association with enhanced work 

engagement.19 Indeed, resilience allows individuals to 

actively cope with abusive supervision and its effects on 

their work attitudes.20,21 Moreover, organizational resilience, 

intrinsically linked with employee resilience, plays a crucial 

role in buffering external threats and fostering sustained 

employee engagement.22 Individuals exhibiting high levels 

of resilience often demonstrate optimism, confidence, and 

energy, facilitating their ability to self-regulate effectively 

when confronting job-related stressors.16 This inherent 

ability helps them to maintain perspective and continue 

daily tasks despite adversity, which is critical for thriving 

in demanding work environments.23 Furthermore, given 

that resilience is a dynamic and malleable trait, it can be 

cultivated through targeted interventions and supportive 

organizational practices, including sustainable human re-

source management and high-performance work systems, 

thereby contributing to enhanced psychological capital 

and organizational performance.16,24

This study aimed to investigate the multifaceted role 

of resilience in mitigating the detrimental effects of work-

place gaslighting and quiet quitting, while simultaneously 

exploring its potential to enhance work engagement among 

employees in Greece. To the best of our knowledge, this 

is the first study ever examining the association between 

these factors.

MATERIAL AND METHOD

Study design

A cross-sectional study was conducted in Greece, utilizing 

online data collection in January 2025. The questionnaire was 

created in Google Forms and disseminated via Facebook and 

Instagram professional groups and LinkedIn messages to obtain a 

convenience sample. Eligibility criteria included having a subordi-

nate (and not supervisory) position, possessing a minimum of one 

year of professional experience, and providing written informed 

consent. Our research followed the Strengthening the Reporting 

of Observational Studies in Epidemiology (STROBE) guidelines.25

Sample size was estimated using G*Power v. 3. 1. 9. 2. The 

models included resilience as the predictor and four potential 

confounders (gender, age, educational level, work experience). 

According to the anticipated effect size of 0.05 for the association 

between resilience and outcomes (workplace gaslighting, quiet 
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quitting, and work engagement), a statistical power of 95% and 

a margin of error of 5%, the required sample size was estimated 

at 262 employees.

Measurements

We collected the following demographic information: Gender 

(male or female), age (measured as a continuous variable), edu-

cational attainment (high school diploma, university degree, or 

Master of Science [MSc]/Doctor of Philosophy [PhD]), and years of 

professional experience (treated as a continuous variable).

Resilience was measured using the Brief Resilience Scale (BRS), a 

six-item scale scored on a 5-point Likert scale: 1=Strongly disagree 

to 5=Strongly agree.26 The overall score ranges from 1 to 5, with 

higher values reflecting greater resilience. The validated Greek 

version of the BRS was used, which exhibited very good internal 

consistency (Cronbach’s α=0.839).27

Workplace gaslighting was assessed by the Gaslighting at Work 

Scale (GWS) that contains 11 items.28 Responses were measured 

on a 5-point Likert-scale from 1 (never) to 5 (always). Responses to 

the total scale and subscales (“loss of self-trust” –five items– and 

“abuse of power” – six items) were averaged with higher scores 

suggesting greater exposure to gaslighting behaviors. The validated 

version of the GWS in the Greek language was used; and its internal 

consistency was excellent (Cronbach’s alpha=0.945 for the total 

scale, 0.918 for loss of self-trust, and 0.909 for abuse of power).28,29

Quiet quitting was assessed using the Quiet Quitting Scale 

(QQS), which included 9 items.30 Responses ranged on a 5-point 

Likert-type scale from 1 (strongly disagree/never) to 5 (strongly 

agree/always). The scale consists of three factors: “Detachment” 

(four items), “lack of initiative” (three items), and “lack of motiva-

tion” (two items). Each factor’s score was calculated as the mean 

value of its items, with higher scores denoting greater levels of 

quiet quitting. For the purpose of our study we used the QQS in its 

validated Greek version, which showed good internal consistency 

(Cronbach’s α=0.851 total; 0.791, detachment; 0.786, lack of initia-

tive; 0.848, lack of motivation).30,31

Work engagement was assessed using the three-item version 

of the Utrecht Work Engagement Scale (UWES-3).32 All items were 

rated on a 7-point Likert scale from 0 (never) to 6 (every day). The 

overall score ranges from 0 to 6, with higher scores reflecting 

greater work engagement. We used the validated Greek UWES-3 

version in this study (Cronbach’s α=0.825).33

Ethical issues

The study was conducted in compliance with the principles 

of the Declaration of Helsinki.34 The study was ethically approved 

by the Ethics Committee of the Faculty of Nursing of the National 

and Kapodistrian University of Athens (approval no 15, December 

9, 2024). Participation was voluntary and anonymous. All partici-

pants were informed about the aim and methods of the study and 

provided written informed consent.

Statistical analysis

Categorical variables are expressed as frequencies (n) and 

percentages (%) and continuous variables as mean (±standard 

deviation, SD), median and interquartile range. Normality of 

continuous variables was assessed using the Kolmogorov-Smirnov 

test and Q-Q-plots. Resilience was deemed as the independent 

variable, and workplace gaslighting, quiet quitting, and work en-

gagement were considered dependent variables. Demographic 

variables (gender, age, education level, and working experience) 

were entered within the stepwise model as potential confounders.

Simple and multivariable linear regression analyses were 

performed to investigate associations between resilience and 

the dependent variables. We initially employed univariate linear 

regression and then subsequently a multivariable model adjusted 

for confounders to determine the independent effect of resilience. 

As age and work experience were significantly inter-correlated 

(Pearson’s r=0.883, p<0.001), only work experience was retained 

in the multivariable models so as to prevent multicollinearity. 

Unadjusted and adjusted beta coefficients with 95% confidence 

intervals (CIs) and p-values are presented. P-value<0.05 was con-

sidered statistically significant. Statistical analysis was conducted 

using the Statistical Package for Social Sciences (SPSS), version 

28.0 (IBM Corp, Armonk, NY, 2021).

RESULTS

Table 1 presents the demographic characteristics of the 

study sample. A total of 291 workers agreed to participate, 

with most being female (77%). The mean age was 42.15 

years (SD=10.28), with a median of 43 years (interquartile 

range=14). The majority of respondents had a postgradu-

ate diploma (MSc or PhD) (55.3%). The mean (SD) duration 

of work experience was 16.69 (9.48) years, with a median 

(interquartile range) of 17 (14) years.

Table 1. Demographic characteristics of workers (n=291).

Characteristics n %

Gender

Males 67 23.0

Females 224 77.0

Age (years)* 42.15 10.28

Educational level

High school graduate 25 8.6

University graduate 105 36.1

MSc/PhD diploma 161 55.3

Work experience (years)* 16.69 9.48

* Mean, standard deviation

MSc: Master of Sciences, PhD: Doctor of Philosophy
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Study scales 

Table 2 presents the descriptive statistics of the study 

scales. The mean resilience score was 3.29 (SD=0.77), sug-

gesting moderate levels of workers’ resilience. The average 

score on the GWS was 2.66 (SD=1.08), indicating moderate 

levels of gaslighting behaviors from the supervisors, while 

“abuse of power” (mean=2.66) was reported more frequently 

than “loss of self-trust” (mean=2.09). The average score for 

quiet quitting was 2.41, reflecting a moderate level of quiet 

quitting. “Lack of motivation” was the most often reported 

issue (mean value=2.70), followed by “lack of initiative” 

(mean value=2.39) and “detachment” (mean value=2.28). 

Moderate levels of work engagement were also found, as 

measured by the UWES-3 (mean value=3.62, SD=1.60).

Association between resilience  
and workplace gaslighting

Table 3 shows that resilience had a protective effect 

against gaslighting in the workplace. Higher levels of 

resilience (both in univariate and in multivariable models, 

adjusted for gender, educational level, and work experience) 

were significantly associated with lower gaslighting scores. 

More specifically, resilience was negatively associated with 

loss of self-trust (adjusted b=-0.410, 95% CI=-0.558 to 

-0.263, p<0.001), abuse of power (adjusted b=-0.306, 95% 

CI=-0.468 to -0.145, p<0.001), and the overall workplace 

gaslighting score (adjusted b=-0.354, 95% CI=-0.501 to 

-0.206, p<0.001). These findings suggest that workers with 

greater resilience reported substantially lower levels of 

gaslighting behaviors from their supervisors.

Association between resilience and quiet quitting

The results of linear regression analyses on quiet quit-

ting and resilience are presented in table 4. After adjust-

ment for gender, education level, and work experience, 

resilience showed a negative association with silence 

quitting. Specifically, resilience was negatively associated 

with the total score of the QQ scale (adjusted b=-0.345, 

95% CI=-0.458 to -0.232, p<0.001) and its subscales, i.e., 

detachment (adjusted b=-0.284, 95% CI=-0.411 to -0.157, 

p<0.001); lack of initiative (adjusted b=-0.365, 95% CI=-

0.501 to -0.228, p<0.001); and lack of motivation (adjusted 

b=-0.438, 95% CI=-0.585 to -0.291, p<0.001). These results 

Table 2. Descriptive statistics for the study scales (n=291).

Scale Mean Standard 

deviation

Median Interquartile 

range

Resilience (Brief 

Resilience Scale, BRS)

3.29 0.77 3.33 0.83

Gaslighting at Work 

Scale

2.66 1.08 2.50 1.83

Loss of self-trust 2.09 1.00 2.00 1.40

Abuse of power 2.66 1.08 2.50 1.83

Quiet Quitting Scale 2.41 0.79 2.33 0.89

Detachment 2.28 0.87 2.25 1.00

Lack of initiative 2.39 0.94 2.33 1.33

Lack of motivation 2.70 1.02 2.50 1.00

Utrecht Work 

Engagement Scale-3

3.62 1.60 3.67 2.67

SD: Standard deviation

Table 3. Linear regression models with workplace gaslighting as the dependent variable and resilience as the independent variable (n=291).

Dependent variable

Independent variable

Univariate models Multivariable model*

Unadjusted 

coefficient beta

95% CI  

for beta

p-value Adjusted 

coefficient beta

95% CI  

for beta

p-value

Loss of self-trust**

Resilience -0.405 -0.548 to -0.261 <0.001 -0.410 -0.558 to -0.263 <0.001

Abuse of power***

Resilience -0.317 -0.475 to -0.159 <0.001 -0.306 -0.468 to -0.145 <0.001

Workplace gaslighting†

Resilience -0.357 -0.501 to -0.213 <0.001 -0.354 -0.501 to -0.206 <0.001

* Adjusted for gender, educational level, and work experience

** R2 for the multivariable model=10.1%; p-value for ANOVA <0.001 

*** R2 for the multivariable model=6.2%; p-value for ANOVA=0.001
† R2 for the multivariable model=8.4%; p-value for ANOVA <0.001 

CI: Confidence interval
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illustrate the protective nature of resilience against quiet 

quitting behaviors among workers.

Association between resilience  
and work engagement

In our multivariable analysis (tab. 5), resilience was 

significantly positively correlated with work engagement. 

Even after controlling for gender, educational level, and 

work experience, resilience was still positively associated 

with work engagement (adjusted b=0.650, 95% CI=0.422 

to 0.879, p<0.001). This suggests that higher levels of re-

silience enhance workers’ engagement in their job roles.

DISCUSSION

The present study aimed to investigate the multifaceted 

role of resilience in mitigating the detrimental effects of 

workplace gaslighting and quiet quitting, while simultane-

ously exploring its potential to enhance work engagement 

among employees in Greece. To the best of our knowledge, 

this is the first study to examine the interplay of these fac-

tors within the international context. Our findings provide 

compelling evidence for the significant role of individual 

resilience in shaping employees’ experiences of psychologi-

cal manipulation, disengagement behaviors, and overall 

job commitment.

A primary finding of this study was the protective effect 

of resilience against workplace gaslighting. Higher levels of 

resilience were significantly associated with lower scores on 

the GWS, including its subcomponents of “loss of self-trust” 

and “abuse of power”. These results suggest that individuals 

with greater resilience are less susceptible to the negative 

impacts of manipulative behaviors from their supervisors, 

potentially due to an enhanced capacity to maintain their 

perception of reality and self-efficacy amidst challenging 

interpersonal dynamics. This aligns with the concept that 

resilience enables individuals to effectively cope with 

Table 5. Linear regression models with work engagement as the dependent variable and resilience as the independent variable (n=291).

Dependent variable

Independent variable

Univariate models Multivariable model**

Unadjusted 

coefficient beta

95% CI for beta p-value Adjusted 

coefficient beta

95% CI for beta p-value

Work engagement**

Resilience 0.659 0.431 to 0.887 <0.001 0.650 0.422 to 0.879 <0.001

* Adjusted for gender, age, educational level, and work experience,  ** R2 for the multivariable model=14,6%; p-value for ANOVA <0.001 

CI: Confidence interval

Table 4. Linear regression models with quiet quitting as the dependent variable and resilience as the independent variable (n=291).

Dependent variable

Independent variable

Univariate models Multivariable model*

Unadjusted 

coefficient beta

95% CI for beta p-value Adjusted 

coefficient beta

95% CI for beta p-value

Detachment**

Resilience -0.242 -0.370 to -0.115 <0.001 -0.284 -0.411 to -0.157 <0.001

Lack of initiative***

Resilience -0.362 -0.496 to -0.227 <0.001 -0.365 -0.501 to -0.228 <0.001

Lack of motivation†

Resilience -0.445 -0.590 to -0.300 <0.001 -0.438 -0.585 to -0.291 <0.001

Quiet Quitting Scale‡

Resilience -0.327 -0.440 to -0.215 <0.001 -0.345 -0.458 to -0.232 <0.001

* Adjusted for gender, educational level, and work experience

** R2 for the multivariable model=10.5%; p-value for ANOVA <0.001 

*** R2 for the multivariable model=11.5%; p-value for ANOVA <0.001
† R2 for the multivariable model=13.5%; p-value for ANOVA <0.001 
‡ R2 for the multivariable model=14.3%; p-value for ANOVA <0.001 

CI: Confidence interval
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abusive supervision and its effects on work attitudes.19,35

Furthermore, our analysis revealed a significant nega-

tive association between resilience and quiet quitting 

behaviors. Higher resilience scores were consistently linked 

to lower levels of quiet quitting, encompassing “detach-

ment”, “lack of initiative”, and “lack of motivation”. This 

underscores resilience as a critical factor in preventing 

employee disengagement, which often stems from burnout 

or perceived injustices. The protective nature of resilience 

against quiet quitting emphasizes its role in fostering con-

tinued commitment and proactive engagement, even in 

the face of workplace stressors that might otherwise lead 

to withdrawal.36,37

In addition, the study confirms a robust positive cor-

relation between resilience and work engagement. Our 

multivariable analysis indicated that higher levels of resil-

ience significantly enhance workers’ engagement in their 

job roles, even after controlling for demographic factors. 

This finding is consistent with the notion that resilient 

individuals, characterized by optimism, confidence, and 

energy, are better equipped to self-regulate when confront-

ing job-related stressors, thereby maintaining perspective 

and enthusiasm for their daily tasks.17 The capacity for 

adaptation and recovery inherent in resilience appears 

fundamental in fostering sustained work engagement.38

The moderate levels of worker resilience, gaslighting 

behaviors, quiet quitting, and work engagement observed 

in our sample underscore the relevance of these findings 

within the Greek workplace landscape. The average resil-

ience score, coupled with moderate levels of gaslighting 

and quiet quitting, suggests that while employees experi-

ence these challenges, there is also a discernible capacity 

for resilience. The finding that “lack of motivation” was the 

most frequently reported aspect of quiet quitting, and 

“abuse of power” for gaslighting, provides specific insights 

into the nature of these phenomena within the studied 

population. These specific manifestations highlight areas 

where targeted support and intervention could be most 

effective in fostering a healthier and more productive work 

environment.

There is robust evidence about the aforementioned 

for nursing professionals. The prevalence of quiet quit-

ting among nurses, particularly in the healthcare sector, 

further underscores the urgent need for interventions 

that bolster resilience and address underlying issues such 

as burnout and inadequate management practices.13,39 

Indeed, strengthening resilience is crucial in nursing, as it 

has been shown to positively influence work engagement 

and mitigate burnout.40 This is particularly relevant given 

the increased psychological and work-related issues nurses 

have faced, especially during the COVID-19 pandemic, 

where resilience served as a protective factor against 

burnout.41 Moreover, personal resources like self-efficacy, 

which is often enhanced by resilience, are key mediators 

between stress and work engagement, thereby strength-

ening a nurse’s ability to remain committed and effective 

in their demanding roles.38 Healthcare organizations, 

therefore, must prioritize strategies to cultivate resilience 

among their nursing staff to improve overall service qual-

ity and patient care outcomes.38 This focus on resilience 

is critical, as previous research consistently demonstrates 

a strong association between work engagement, which 

resilience fosters, and improved job performance among 

healthcare professionals.38,42 Moreover, fostering resilience 

among healthcare workers, particularly nurses, has been 

shown to be directly linked to reduced quiet quitting, 

lower turnover intentions, and decreased job burnout, 

highlighting its crucial role in maintaining a stable and 

committed workforce.43

The findings of this study significantly advance the 

theoretical understanding of resilience as a critical indi-

vidual resource in the modern workplace. By demonstrating 

resilience’s protective role against workplace gaslighting 

and quiet quitting, and its positive association with work 

engagement, this research offers a nuanced perspective 

on how personal attributes mediate the impact of adverse 

workplace phenomena. Theoretically, it reinforces the no-

tion that resilience is not merely an adaptive mechanism but 

an active psychological capital that empowers individuals to 

navigate and even thrive amidst challenging environments. 

Furthermore, by linking these concepts in the Greek context, 

the study contributes to the cross-cultural understanding 

of these dynamics, highlighting both universal aspects and 

potentially unique manifestations within specific cultural 

and economic landscapes. From a practical standpoint, 

these results underscore the imperative for organizations 

to actively cultivate and support resilience among their 

professionals. Implementing resilience-building programs, 

fostering transparent and ethical leadership, and addressing 

systemic issues that contribute to gaslighting and quiet quit-

ting are not just beneficial but essential for organizational 

health and sustained employee well-being. By investing 

in resilience, organizations can mitigate costly employee 

disengagement, reduce turnover intentions, and create a 

more engaged, productive, and psychologically safer work 

environment for all professionals.

During our study we dealt with several limitations. First, 

the cross-sectional design could infer no causal relation-

ships in resilience, workplace gaslighting, quiet quitting, 
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ΣΚΟΠΟΣ Η διερεύνηση του ρόλου της ανθεκτικότητας στη μείωση των επιπτώσεων της ψυχολογικής χειραγώγησης 

και της σιωπηρής αποχώρησης στον χώρο εργασίας, καθώς και η ταυτόχρονη εξέταση της δυνατότητάς της να ενισχύει 

την εργασιακή δέσμευση. ΥΛΙΚΟ-ΜΕΘΟΔΟΣ Διενεργήσαμε μια συγχρονική μελέτη στην Ελλάδα τον Ιανουάριο του 

2025 με τη χρήση διαδικτυακού ερωτηματολογίου, το οποίο διανεμήθηκε μέσω κοινωνικών και επαγγελματικών 

δικτύων. Χρησιμοποιήθηκε ένα δείγμα ευκολίας εργαζομένων που πληρούσαν τα κριτήρια συμμετοχής, τα οποία 

περιλάμβαναν θέση υφισταμένου με τουλάχιστον ένα έτος επαγγελματικής εμπειρίας και εθελοντική συμμετοχή. Η 

ανθεκτικότητα αξιολογήθηκε με τη χρήση της Brief Resilience Scale (BRS). Η ψυχολογική χειραγώγηση στον χώρο 

εργασίας, η σιωπηρή αποχώρηση και η εργασιακή δέσμευση αξιολογήθηκαν με τις κλίμακες Galighting at Work 

Scale (GWS), Quiet Quitting Scale (QQS) και Utrecht Work Engagement Scale-3 (UWES-3), αντίστοιχα. Οι συσχετίσεις 

εξετάστηκαν με μοντέλα γραμμικής παλινδρόμησης, κατόπιν προσαρμογής για το φύλο, το μορφωτικό επίπεδο και 

and work engagement. The required sample was reached, 

but the sample was not a representative one, due to the 

use of convenience sampling which implies a selection 

bias. For example, the sample was predominately female 

so that would call for future research with prospective 

random sampling and other employee populations. Also, 

as the research was performed within a European setting, 

research in other cultural contexts is needed to clarify 

these relationships further. Although multivariable models 

were used to control for important confounders, analyses 

did not consider the type of employment (public versus 

private sector), type of work setting, and the personali-

ties of leadership or supervisees. Future studies would be 

strengthened by addressing these variables. Lastly, even 

though the use of standardized measurement instruments 

(BRS, GWS, QQS, and UWES-3), self-reported measures likely 

resulted in information bias.

Building upon the foundational insights of this study, 

future research endeavors could expand into several key 

areas. Firstly, given the cross-sectional design employed 

here, longitudinal studies are warranted to establish causal 

relationships between resilience, workplace gaslighting, 

quiet quitting, and work engagement. Secondly, while this 

study explored these phenomena in Greece, cross-cultural 

comparative research could reveal how cultural nuances and 

different organizational contexts influence these relation-

ships, enhancing the generalizability of findings beyond 

a single national context. Thirdly, future investigations 

could delve deeper into specific interventions aimed at 

fostering resilience within organizations and empirically 

evaluate their effectiveness in mitigating gaslighting and 

quiet quitting, while boosting work engagement. This could 

involve exploring the efficacy of various training programs, 

leadership styles, or human resources practices. Finally, 

qualitative research, such as in-depth interviews with pro-

fessionals experiencing gaslighting or quiet quitting, could 

offer richer contextual understanding and personal narra-

tives, complementing the quantitative data and providing 

deeper insights into the lived experiences of employees.

In conclusion, our findings revealed that resilience acts 

as a protective factor for workers against experiencing 

workplace gaslighting and quiet quitting behaviors, while 

boosting work engagement. Examination of the buffering 

effect of such resilience reveals it is an important personal 

resource, which reduces the adverse impact of hostile 

supervisory practices and disengagement and enhances 

workforce motivational and productive efforts. Practically, 

interventions seeking to enhance workers’ resilience, for ex-

ample through training, mentoring, and support structures 

at an organizational level, might serve to protect against 

workplace adversities and facilitate work engagement. 

Future research should use multi-centered and longitudinal 

designs involving representative samples to confirm causal-

ity and investigate cultural, organizational, and contextual 

factors. By addressing these factors, employers may better 

support their staff and improve their performance.
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