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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 [Cl]=-0.501 t0 -0.206, p<0.001), loss of self-trust (b=-0.410, 95% Cl=-
0.558 to -0.263, p<0.001), and abuse of power (b=-0.306, 95% Cl=-0.468 to
-0.145, p<0.001). The relationship between resilience and quiet quitting was
consistently negative (b=-0.345, 95% Cl=-0.458 t0 -0.232, p<0.001) as was the
association between resilience and its subscales of detachment (b=-0.284, 95%
Cl=-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% C1=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.’ 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.’ 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.?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



global workforce and underscores the need for creating
healthier and more sustainable work environments.>*

Specifically, workplace gaslighting, an insidious form
of psychological manipulation, undermines an employee’s
perception of reality, leading to diminished self-efficacy
and increased stress.” Gaslighting has been associated with
elevated levels of anxiety, depression, and reduced self-
efficacy.? 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.”™ Its
impactis not only individual but also organizational, as such
behaviors undermine trust, erode a culture of collaboration,
and reinforce employees’turnover intention.”” 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.? 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.’”? 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.”>™ 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.”? 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.”” 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.” 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.”” This capacity
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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.”® 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.”” Indeed, resilience allows individuals to
actively cope with abusive supervision and its effects on
their work attitudes.?>?” Moreover, organizational resilience,
intrinsically linked with employee resilience, plays a crucial
role in buffering external threats and fostering sustained
employee engagement.? Individuals exhibiting high levels
of resilience often demonstrate optimism, confidence, and
energy, facilitating their ability to self-regulate effectively
when confronting job-related stressors.’” This inherent
ability helps them to maintain perspective and continue
daily tasks despite adversity, which is critical for thriving
in demanding work environments.?’ 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.’s*

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.?®

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 [MScl/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.? 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 a=0.839).”

Workplace gaslighting was assessed by the Gaslighting at Work
Scale (GWS) that contains 11 items.?® 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).?62°

Quiet quitting was assessed using the Quiet Quitting Scale
(QQS), which included 9 items.*° 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 a=0.851 total; 0.791, detachment; 0.786, lack of initia-
tive; 0.848, lack of motivation).’%%'

Work engagement was assessed using the three-item version
of the Utrecht Work Engagement Scale (UWES-3).3? All items were
rated on a 7-point Likert scale from O (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 0=0.825).5

Ethical issues

The study was conducted in compliance with the principles
of the Declaration of Helsinki.** 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.
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Statistical analysis

Categorical variables are expressed as frequencies (n) and
percentages (%) and continuous variables as mean (t+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 (Cls) 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



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).

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

Scale Mean Standard Median Interquartile
deviation range
Resilience (Brief 3.29 0.77 333 0.83
Resilience Scale, BRS)
Gaslighting at Work 2.66 1.08 2.50 1.83
Scale
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 0.79 233 0.89
Detachment 2.28 0.87 2.25 1.00
Lack of initiative 2.39 0.94 233 1.33
Lack of motivation 2.70 1.02 2.50 1.00
Utrecht Work 3.62 1.60 3.67 2.67

Engagement Scale-3

SD: Standard deviation
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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% Cl=-0.558 to
-0.263, p<0.001), abuse of power (adjusted b=-0.306, 95%
Cl=-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% Cl=-0.458 to -0.232, p<0.001) and its subscales, i.e.,
detachment (adjusted b=-0.284, 95% Cl=-0.411 to -0.157,
p<0.001); lack of initiative (adjusted b=-0.365, 95% Cl=-
0.501 t0-0.228, p<0.001); and lack of motivation (adjusted
b=-0.438, 95% Cl=-0.585 t0-0.291, p<0.001). These results

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

Dependent variable Univariate models

Multivariable model*

Independent variable

Unadjusted 95% Cl p-value Adjusted 95% Cl p-value
coefficient beta for beta coefficient beta for beta

Loss of self-trust**

Resilience -0.405 -0.548 t0 -0.261 <0.001 -0.410 -0.558 t0 -0.263 <0.001
Abuse of power***

Resilience -0.317 -0.475t0-0.159 <0.001 -0.306 -0.468 to -0.145 <0.001
Workplace gaslighting?

Resilience -0.357 -0.501 t0 -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
* R? for the multivariable model=8.4%; p-value for ANOVA <0.001

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

Dependent variable Univariate models

Multivariable model*

Independent variable

Unadjusted 95% Cl for beta p-value Adjusted 95% Cl for beta p-value

coefficient beta coefficient beta
Detachment**
Resilience -0.242 -0.370t0-0.115 <0.001 -0.284 -0.411 to0-0.157 <0.001
Lack of initiative***
Resilience -0.362 -0.496 t0 -0.227 <0.001 -0.365 -0.501t0-0.228 <0.001
Lack of motivation*
Resilience -0.445 -0.590 to -0.300 <0.001 -0.438 -0.585 t0 -0.291 <0.001
Quiet Quitting Scale*
Resilience -0.327 -0.440t0-0.215 <0.001 -0.345 -0.458 t0 -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
TR? for the multivariable model=13.5%; p-value for ANOVA <0.001

* R? for the multivariable model=14.3%; p-value for ANOVA <0.001

Cl: Confidence interval

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% Cl=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 Univariate models

Multivariable model**

Independent variable

Unadjusted 95% Cl for beta p-value Adjusted 95% Cl for beta p-value
coefficient beta coefficient beta
Work engagement**
Resilience 0.659 0.431 to 0.887 <0.001 0.650 0.422 t0 0.879 <0.001

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

Cl: Confidence interval
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abusive supervision and its effects on work attitudes.”**

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.’¢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.”” The capacity for
adaptation and recovery inherent in resilience appears
fundamental in fostering sustained work engagement.*

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.’3*°
Indeed, strengthening resilience is crucial in nursing, as it
has been shown to positively influence work engagement
and mitigate burnout.” This is particularly relevant given
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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.*” 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.?® Healthcare organizations,
therefore, must prioritize strategies to cultivate resilience
among their nursing staff to improve overall service qual-
ity and patient care outcomes.*® 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.’®*> 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.®

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
systemicissues 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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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
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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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SIKTOWV. XpnotpormoOnke éva deiypa eukoAiag epyalopévwy TTou TANPOVCAV TA KPITHPLO CUMUETOXNG, Ta omoia

nepIAduBavav 6€on VPLOTAPEVOU PE TOUAAXIOTOV €va £TOG ETTAYYEAUATIKNAG EUTTEIPIAG Kal eBeNoVTIKN] ouppeToxn. H

avBekTikoTNTa alohoyribnke pe Tn xprion tng Brief Resilience Scale (BRS). H YuxoAoyiKr XElpaywynon OTov XwWPo

£pyaciag, n clwNEn amoxwpenon Kat n epyaciakn déougvon aglohoynOnkav ue Tig KAipakeg Galighting at Work

Scale (GWS), Quiet Quitting Scale (QQS) kat Utrecht Work Engagement Scale-3 (UWES-3), avtiotoixa. Ot GUGXETIOELG

£€ETACTNKAV UE HOVTENA YPAUMIKNG TTAAVEpOUNOCNG, KATOTIIV TIPOCAPOYIG YA TO PUAO, TO HOPPWTIKO EMITTESO Kal
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TNV epyaoctakn gpmelpia. AMOTEAEZMATA ZuvoAikd, 291 epyalOPEVOL CUUMETEIXAV OTN HEAETN, amd TOUG OTTo{ouG
n MAEloYn@ia nTav yuvaikeg (77%), pe péon nAkia ta 42,15 €tn (tumkn amdkAion [TA]=10,28) kat pé€on EPYyacIaKn
eumelpia 16,69 £€tn (TA=9,48). H avOekTIKOTNTA OXETI(OTAV APVNTIKA LE TNV PUXOAOYLKH XELPAYWYNON OTOV XWPO
£pYaoiag, OMWG KATAYpPAPNKE 0Tn CUVOALIKN Badpoloyia Tng GWS (b=-0,354, 95% Siaotnua epmotoouvng [AE]=-0,501
£€w¢ -0,206, p<0,001), OTNV ATIWAELA EUTTIOTOCUVNG OTOV €aUTO Tou (b=-0,410, 95% AE=-0,558 £w¢ -0,263, p<0,001)
Kal otnv Katdxpnon g&ovoiag (b=-0,306, 95% AE=-0,468 £¢w¢ -0,145, p<0,001). H oxéon petadV avOekTIKOTNTAG
Kal CIWTTNPENG amoxwpenong ntav emiong apvntikn (b=-0,345, 95% AE=-0,458 éw¢ -0,232, p<0,001), kaBw¢ Kal n
OUOXETION UE TIG UTTOKAIMAKEG TNG amootactomnmoinong (b=-0,284, 95% AE=-0,411 ¢w¢ -0,157, p<0,001), TNG EANEWYNG
mpwTtofouAiag (b=-0,365, 95% AE=-0,501 éw¢ -0,228, p<0,001) kat TNG ENeWYNG Kivrtpou (b=-0,438, 95% AE=-0,585
£€w¢-0,291, p<0,001). AvtiBeta, n Séopevuon otnv epyacia Bpédnke va oxeTiCetal OTikdA pe TNV avOekTikoTNTA (b=0,650,
95% AE=0,422 £wg 0,879, p<0,001). ZYMMEPAZMATA H avOeKTIKOTNTA TPOOTATEVEL TOUG £pyaldpeEVOUG amd TNV
YUXONOYIKN XELPAYWYNON KAl TN ClWITNEK Armoxwpenon OToV XWPO £pyaciag Kal eVIoXVEL Tn S€0UEVOT] TOUG OTNV
gpyaocia. H evioxuon tTng avOeKTIKOTNTAG OTOV EPYACIOKO XWPO eVOEXETAL VA CUUBAANEL OUCIOCTIKA OTNV TTPOOTAGIA
NG eunuepiag Twv epyalopévwy Kal otn BeAtiwon tng anddoong Tou epyaTtikol SUVAIKOU.

Né&erg evpeTnpiou: AvBekTikOTNTA, EANGSQ, Epyaciakn §€opeguon, Ziwmnpn amoxwpnon, YuxoAoyikn xelpaywynon

References

. LING J, CHOK JI, ZHANG W, LOWERY CM. The impacts of organiza-
tional changes on work engagement and quiet quitting. Am
JManag 2025, 25:13-28
2. SERENKO A. The human capital management perspective on
quiet quitting: Recommendations for employees, managers,
and national policymakers. J Knowl Manag 2024, 28:27-43

3. IBRAHIM F, SAMSUDIN EZ, CHEN XW, TOHA HR. The prevalence and
work-related factors of burnout among public health work-
force during the COVID-19 pandemic. J Occup Environ Med
2022, 64:e20-€27

4, WOOT,HO R, TANG A, TAMW. Global prevalence of burnout symp-
toms among nurses: A systematic review and meta-analysis.
J Psychiatr Res 2020, 123:9-20

5. KAINALAINEN A, KORHONEN P, PENTTINEN MA, LIIRA J. Job stress
and burnout among Finnish municipal employees without
depression or anxiety. Occup Med (Lond) 2024, 74:235-241

6. ESEADI C, ARDI Z,VICTOR-AIGBODIONV, NDILLE R, OBASUYI HU, OG-
BUABOR SE. Intervention for job burnout reduction among
a sample of Nigerian lecturers. Medicine (Baltimore) 2023,
102:e33425
7. SWEET PL. The sociology of gaslighting. Am Sociol Rev 2019,
84:851-875

8. DURU P, OCAKTAN ME, CELEN U, ORSAL O. The effect of workplace
bullying perception on psychological symptoms: A structur-
al equation approach. Saf Health Work 2018, 9:210-215

9. MOISOGLOU |, KATSIROUMPA A, KONSTANTAKOPOULOU O, PAPATHA-

NASIOU IV, KATSAPI A, PRASINI | ET AL. Workplace gaslighting is

associated with nurses’ job burnout and turnover intention

in Greece. Healthcare (Basel) 2025, 13:1574

10. KATSIROUMPA A, MOISOGLOU |, KONSTANTAKOPOULOU O, GAL-

LOS P, REKLEITI M, RIZOS F ET AL. Workplace gaslighting affects
nurses’ mental health and work life: Evidence from Greece.
Preprints.org 2025. Available at: https://www.preprints.org/
manuscript/202506.0494/v1

11.

12.

13.

14.

15.

16.

17.

18.

19.

ASHRAF S. Investigating the antecedents and consequences of
workplace gaslighting: Interdependence theory and affective
events theory perspectives. Dissertation. Business Adminis-
tration, Southern lllinois University Carbondale, lllinois, 2024
KIM KT, SOHN YW. The impact of quiet quitting on turnover in-
tentions in the era of digital transformation: The mediating
roles of job satisfaction and affective commitment, and the
moderating role of psychological safety. Systems 2024, 12:460
MOISOGLOU |, KATSIROUMPA A, KATSAPI A, KONSTANTAKOPOULOU
O, GALANIS P. Poor nurses’ work environment increases quiet
quitting and reduces work engagement: A cross-sectional
study in Greece. Nurs Rep 2025, 15:19

MOISOGLOU I, KATSIROUMPA A, PAPATHANASIOU IV, KONSTANTAKO-
POULOU O, KATHARAKI M, MALLIAROU M ET AL. Engaging leader-
ship reduces quiet quitting and improves work engagement:
Evidence from nurses in Greece. Nurs Rep 2025, 15:247
HALBESLEBEN JRB, NEVEU JP, PAUSTIAN-UNDERDAHL SC, WESTMAN
M. Getting to the “COR”: Understanding the role of resources
in conservation of resources theory. JManag 2014, 40:1334-
1364

CHEN S, HU X, XUE Y, WANG Y. The effect of collectivism-orient-
ed human resource management on employee resilience of
hospitality employees. Front Psychol 2024, 15:1342318

LIU F, ZHANG C, GONG Y, ZHANG J, SUN L. When do resilient em-
ployees work harder? Exploring the moderating roles of over-
qualification and family motivation. Pers Indiv Differ 2023,
210:112214

ONAN G, SURUCU L, BEKMEZCI M, DALMIS AB, SUNMAN G. Relation-
ships between positive leadership styles, psychological resil-
ience, and burnout: An empirical study among Turkish teach-
ers. Behav Sci 2025, 15:713

MOISOGLOU [, KATSIROUMPA A, KONSTANTAKOPOULOU O, PAPA-
THANASIOU 1V, PRASINI |, REKLEITI M ET AL. Resilience protects
nurses from workplace gaslighting and quiet quitting, and



RESILIENCE AND WORKPLACE GASLIGHTING

20.

21.

22.

23.

24

25.

26.

27.

28.

20.

30.

31.

32.

improves their work engagement: A cross-sectional study in
Greece. Healthcare (Basel) 2025, 13:2064

ARSHAD A, SUN PYT, DESMARAIS F. Abusive supervision and em-
ployee empowerment: The moderating role of resilience and
workplace friendship. J Leadersh Org Stud 2021, 28:479-494
KHAN R, JALIL A, KHAN zU. Impact of abusive supervision on
work engagement: Mediation by organizational justice and
moderation by resilience. Pak Soc Sci Rev 2020, 4:919-935
WUTTM, LEE SW, XU J. Role of organizational resilience and psy-
chological resilience in the workplace - internal stakeholder
perspective. Int J Environ Res Public Health 2022, 19:11799
HUSSAIN Z, FARID H, LIU X, SHAHEEN WA. Unveiling the effects of
stressors on task performance: The role of thriving at work
and resilience. Front Psychol 2022, 13:896505

. BARDOEL EA, PETTIT TM, DE CIERI H, McMILLAN L. Employee resil-

ience: An emerging challenge for HRM. Asia Pac J Hum Resour
2014, 52:279-297

VON ELM E, ALTMAN DG, EGGER M, POCOCK SJ, GBTZSCHE PC,
VANDENBROUCKE JP ET AL. The Strengthening the Reporting of
Observational Studies in Epidemiology (STROBE) statement:
Guidelines for reporting observational studies. J Clin Epide-
miol 2008, 61:344-349

SMITH BW, DALEN J, WIGGINS K, TOOLEY E, CHRISTOPHER P, BERNARD
J. The brief resilience scale: Assessing the ability to bounce
back. Int J Behav Med 2008, 15:194-200

KYRIAZOS TA, STALIKAS A, PRASSA K, GALANAKIS M, YOTSIDIV, LAKIO-
TIA. Psychometric evidence of the Brief Resilience Scale (BRS)
and modeling distinctiveness of resilience from depression
and stress. Psychology 2018, 9:1828-1857

KATSIROUMPA A, MOISOGLOU |, KONSTANTAKOPOULOU O, TSIACHRI
M, KOLISIATI A, GALANIS P. The Gaslighting at Work Scale: Devel-
opment and initial validation. J Workplace Behav Health 2025,
1-23

KATSIROUMPA A, MOISOGLOU I, TSIACHRI M, LAMPRAKOPOULOU
K, GALANI O, TSAKALAKI A ET AL. Gaslighting at Work Scale: De-
termination of an optimal cut-off point. Int J Caring Sci 2025,
18:614-621

GALANIS P, KATSIROUMPA A, VRAKA |, SISKOU O, KONSTANTAKOPOU-
LOU O, MOISOGLOU | ET AL. The quiet quitting scale: Develop-
ment and initial validation. AIMS Public Health 2023, 10:828-
848

GALANIS P, KATSIROUMPA A, VRAKA |, SISKOU O, KONSTANTAKOPOU-
LOU O, KATSOULAS T ET AL. Nurses quietly quit their job more
often than other healthcare workers: An alarming issue for
healthcare services. Int Nurs Rev 2024, 71:850-859
SCHAUFELI WB, SHIMAZU A, HAKANEN J, SALANOVA M, DE WITTE
H. An ultra-short measure for work engagement: The UWES-
3 validation across five countries. Eur J Psychol Assess 2019,
35:577-591

33.

34.

35.

36.

37.

38.

39.

40.

41.

42.

43.

659

KATSIROUMPA A, MOISOGLOU |, KALOGEROPOULOU M, KONSTAN-
TAKOPOULOU O, GALLOS P, TSIACHRI M ET AL. Utrecht Work En-
gagement Scale (3 items version): Translation and validation
in Greek. Int J Caring Sci 2024, 17:1342-1349

WORLD MEDICAL ASSOCIATION. World Medical Association Dec-
laration of Helsinki: Ethical principles for medical research in-
volving human subjects. JAMA 2013, 310:2191-2194

ZHUY, ZHANG S, SHEN Y. Humble leadership and employee re-
silience: Exploring the mediating mechanism of work-related
promotion focus and perceived insider identity. Front Psychol
2019, 10:673

JAMIL S, KHAN S, ZAFAR S. Resilient employees in resilient or-
ganizations: The influence on competency of an organization
through sustainable human resource management. Global
Journal for Management and Administrative Sciences (GJMAS)
2022,3:91-107

SHATTE A, PERLMAN A, SMITH B, LYNCHWD. The positive effect of
resilience on stress and business outcomes in difficult work
environments. J Occup Environ Med 2017, 59:135-140
CABRERA-AGUILAR E, ZEVALLOS-FRANCIA M, MORALES-GARCIA M,
RAMIREZ-CORONEL AA, MORALES-GARCIA SB, SAIRITUPA-SANCHEZ
LZ ET AL. Resilience and stress as predictors of work engage-
ment: The mediating role of self-efficacy in nurses. Front Psy-
chiatry 2023, 14:1202048

GALANIS P, MOISOGLOU |, MALLIAROU M, PAPATHANASIOU 1V, KAT-
SIROUMPA A, VRAKA | ET AL. Quiet quitting among nurses in-
creases their turnover intention: Evidence from Greece in the
post-COVID-19 era. Healthcare (Basel) 2023, 12:79

MOON 10, PARK SK, JUNG JM. Effects of resilience on work en-
gagement and burnout of clinical nurses. J Korean Acad Nurs
Adm 2013, 19:525-535

MOISOGLOU I, KATSIROUMPA A, MALLIAROU M, PAPATHANASIOU
IV, GALLOS P, GALANIS P. Social support and resilience are pro-
tective factors against COVID-19 pandemic burnout and job
burnout among nurses in the post-COVID-19 era. Healthcare
(Basel) 2024, 12:710

ZHOU F, LONG K, SHEN H, YANG Z, YANG T, DENG L ET AL. Resilience,
organizational support, and innovative behavior on nurses’
work engagement: A moderated mediation analysis. Front
Public Health 2023, 11:1309667

GALANIS P, KATSIROUMPA A, MOISOGLOU |, KALOGEROPOULOU
M, GALLOS P, VRAKA I. Emotional intelligence protects nurses
against quiet quitting, turnover intention, and job burnout.
AIMS Public Health 2024, 11:601-613

Corresponding author:

P. Galanis, 123 Papadiamantopoulou street, 115 27 Athens,
Greece
e-mail: pegalan@nurs.uoa.gr



