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Abstract 
Background: Workplace gaslighting is an underexplored psychosocial stressor that may exacerbate burnout 
and turnover among employees.  
Aim: This study examined associations between gaslighting, job burnout, and turnover intention in Greek 
workers using a cross-sectional design.  
Methods: The study was conducted in January 2025 with a sample (N = 291) of workers based on 
convenience sampling. Data from networking via professional social media Information was obtained using 
an online survey shared among professional social media groups. Workplace gaslighting was assessed using 
the Gaslighting at Work Scale (GWS), job burnout using the Single-Item Burnout Measure, and turnover 
intention on a reliable six-point Likert scale. Demographic information consisted of gender, age, education 
level, and years of work experience (potential confounders). Linear regression models were used to explore 
the relationship between workplace gaslighting and the two outcomes, adjusting for confounders.  
Results: Participants were mainly female (77%), and the mean age was 42.2 years (SD = 10.3), with a mean 
duration of work experience of 16.7 years (SD = 9.5). High job burnout (mean = 6.8) and turnover intentions 
(mean = 3.1) were reported. There were significant positive correlations between workplace gaslighting and 
burnout (r = 0.230, p < 0.01) and workplace gaslighting and turnover intention (r = 0.385, p < 0.01). In 
multivariable regression analyses, workplace gaslighting was positively associated with job burnout (b = 
0.616, 95% CI = 0.466–0.765, p < 0.001) and turnover intention (b = 0.581, 95% CI = 0.414–0.748, p < 
0.001).  
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Conclusion: Workplace gaslighting was strongly associated with both burnout and turnover intention in 
workers. These results highlight the negative effects of gaslighting at work, and direct to the relevance of 
organizational interventions geared to prevent gaslighting in order to achieve employee well-being while 
diminishing staff turnover. 
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Introduction 

In today’s economy, the workforce faces 
multiple challenges related to increased job 
insecurity, work intensification, and heightened 
psychosocial demands in the workplace (Chen 
et al., 2023; Lukan et al., 2022). Accelerated 
work rhythms, multitasking requirements, high 
performance targets, and constant technological 
adaptation create an environment where 
employees often operate at the limits of their 
endurance (Lemos et al., 2022; Maqsood et al., 
2024). Data form Greece and other countries 
have shown that economic crises, fiscal 
austerity, persistently high unemployment rates, 
and limited resources have amplified these 
pressures, particularly in critical sectors such as 
healthcare and education (Chatrakul Na 
Ayudhya et al., 2019; Nella et al., 2015). Recent 
evidence indicates that among Greek nurses, 
50.2% report strong turnover intention, while 
74.3% are categorized as “quiet quitters” under 
current working conditions (Galanis et al., 
2025a). The aforementioned highlight a 
significant challenge within the Greek 
healthcare system, where such intentions and 
behaviors among nurses can critically 
compromise patient care quality and safety, 
alongside diminishing overall productivity 
(Galanis et al., 2023a; Moisoglou et al., 2025). 
Within this context, two key constructs in 
occupational psychology - job burnout and 
turnover intention - have attracted significant 
scholarly attention. 

Burnout is defined as a multidimensional 
syndrome characterized by emotional 
exhaustion, depersonalization or cynicism, and 
reduced professional efficacy (Mahmod & 
Rosari, 2020). Employees experiencing burnout 
feel depleted of energy, emotionally detached 
from colleagues and clients, and perceive 
diminished effectiveness in their work roles 

(Golonka & Gulla, 2021). Greek studies have 
consistently demonstrated that factors such as 
excessive workload and limited organizational 
support are strongly associated with higher 
burnout and intentions to leave the job 
(Koustelios, 2001; Voultsos et al., 2022). For 
instance, in hospital settings, high workload 
was significantly linked to elevated burnout, 
with approximately half of nurses expressing 
serious turnover intentions (Galanis et al., 
2025a). Also, healthcare professionals 
experiencing burnout are more likely to adopt 
quiet quitting as a work behavior (Galanis et al., 
2025b). 

Turnover intention, in turn, is defined as an 
employee’s conscious willingness or likelihood 
to leave their current position within a given 
time frame (Zhang et al., 2023). It is widely 
recognized as the proximal antecedent of actual 
turnover, with international research confirming 
that high turnover intention is a robust predictor 
of subsequent resignations (Ahmad Saufi et al., 
2023; Oh et al., 2023). Understanding the 
antecedents of turnover intention is therefore 
critical for organizational sustainability and 
workforce retention.  

Previous studies in Greece have highlighted the 
role of workplace stressors such as bullying and 
toxic leadership in fostering both burnout and 
turnover intention (Galanis et al., 2024; 
Gkontelos et al., 2023). However, one 
particularly insidious yet underexplored form of 
psychological abuse in organizational contexts 
is workplace gaslighting, a subtle and 
manipulative strategy that undermines 
employees’ psychological stability (Moisoglou 
et al., 2025). 

Gaslighting, originally conceptualized in 
clinical psychology, refers to a form of 
psychological manipulation whereby 
perpetrators cause victims to doubt their own 



International Journal of Caring Sciences         January-April 2026           Volume 19| Issue 1| Page 53 
 

 

www.internationaljournalofcaringsciences.org 
 

perception, memory, or judgment (Kukreja & 
Pandey, 2023). In the workplace, gaslighting 
may manifest as trivialization of experiences, 
distortion or denial of facts, withholding of 
information, shifting of blame, or applying 
pressure that generates insecurity in employees. 
Emerging empirical evidence from Greece 
suggests that workplace gaslighting is 
significantly correlated with both burnout and 
turnover intention. Among nurses, higher 
gaslighting levels were positively associated 
with burnout and turnover intention, and 
multivariate analyses confirmed its predictive 
role for both outcomes (Moisoglou et al., 2025). 
Moreover, nearly 49.8% of nurses in the same 
study reported high turnover intention, while 
mean burnout levels were substantially elevated 
(Moisoglou et al., 2025). 

Building upon this evidence and grounded in 
the broader framework of toxic and abusive 
workplace behaviors, the present study aims to 
investigate the relationship between workplace 
gaslighting and burnout and turnover intention 
among Greek employees. Specifically, we 
hypothesize that workplace gaslighting will be 
positively associated with job burnout, which in 
turn will mediate the relationship between 
gaslighting and employees’ intentions to leave 
their organizations. 

Methods 
Study design 
A cross-sectional study was conducted in 
Greece using a convenience sample of 291 
workers. Data collection took place in January 
2025 through an online questionnaire developed 
in Google Forms, which was distributed via 
professional groups on Facebook and 
Instagram. Eligible participants were 
individuals with at least one year of work 
experience. 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 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. 

Ethical considerations 
The study followed the Strengthening the 
Reporting of Observational Studies in 
Epidemiology (STROBE) guidelines and was 
conducted in line with the ethical principles of 
the Declaration of Helsinki (Von Elm et al., 
2008; World Medical Association Declaration 
of Helsinki, 2013). Ethical approval was 
obtained from the Ethics Committee of the 
Faculty of Nursing, National and Kapodistrian 
University of Athens (approval no. 15, 
December 9, 2024). 
Measurements: Workplace gaslighting was 
assessed using the Gaslighting at Work Scale 
(GWS), an 11-item instrument rated on a five-
point Likert scale, ranging from 1 (never) to 5 
(always) (Katsiroumpa et al., 2025a). The scale 
consists of two subscales: “loss of self-trust” 
(five items) and “abuse of power” (six items), 
with higher scores reflecting greater exposure to 
gaslighting behaviors. We used the validated 
Greek version of the GWS in the Greek 
language (Katsiroumpa et al., 2025a; 
Katsiroumpa et al., 2025b). In this study, 
internal consistency was excellent, with 
Cronbach’s α = 0.945 for the total scale, 0.918 
for loss of self-trust, and 0.909 for abuse of 
power. 
Job burnout was measured using the validated 
Greek version of the Single-Item Burnout 
Measure (SIBM), scored from 0 to 10, where 
higher values indicate greater burnout, and 
turnover intention was measured with the 
question, “How often have you seriously 
considered leaving your current job?” . This 
question is a valid tool to measure turnover 
intention since the authors found high levels of 
reliability, convergent validity, and discriminant 
validity. Participants are asked to respond to a 
six-point Likert scale, with response options 
ranging from 1 (rarely) to 6 (extremely often) 
(Galanis et al., 2023b; Hansen & Pit, 2016; 
Spector et al., 1988). 
Finally, the following demographic information 
was collected: gender (male or female), age 
(continuous variable), educational level (high 
school diploma, university degree, or 
MSc/PhD), and years of work experience 
(continuous variable). 
Statistical analysis: Categorical variables are 
presented as numbers and percentages and 
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continuous variables as mean, standard 
deviation (SD), median, maximum value, and 
minimum value. Workplace gaslighting was 
considered as the independent variable, job 
burnout and turnover intention as the dependent 
variables and demographic variables as 
potential confounders. Correlation between 
study scales was examined with Pearson’s 
correlation coefficient. To examine the impact 
of workplace gaslighting on job burnout and 
turnover intention, linear regression analysis 
was performed (independent variables followed 
normal distribution). First, we performed 
simple regression analysis, and then we 
constructed a final multivariable model by 
eliminating confounders to assess the 
independent effect of workplace gaslighting on 
job burnout and turnover intention. Variance 
inflation factors (VIFs) and tolerance values 
were calculated to assess multicollinearity in 
the multivariable models (Fox, 2005). In case of 
linear regression, unadjusted and adjusted 
coefficients beta, 95% confidence intervals 

(CI), and p-values are presented. Due to 
Pearson’s correlation coefficient being very 
high between age and work experience (r = 
0.883, p < 0.001) and the two GWS subscale 
scores (r = 0.806, p-value < 0.001), we included 
total score on the GWS, instead of "loss of self-
trust" and “abuse of power” scores, and work 
experience, instead of age, in the final 
multivariable models to avoid multicollinearity 
issues. The IBM SPSS 30.0 (IBM Corp. 
Released 2021. IBM SPSS Statistics for 
Windows, Version 30.0. Armonk, NY: IBM 
Corp) was used for the statistical analyses.  

Results 

Demographic characteristics  

The study population included 291 workers. 
Most workers were females (77%), the mean 
age was 42.2 years (SD = 10.3) and 55.3% 
possessed a MSc/PhD diploma. Mean work 
experience was 16.7 years (SD = 9,5). Workers’ 
demographic data are shown in Table 1. 

 

Table 1. Workers’ demographic data (N=291). 

Characteristic N % 

Gender   

  Males 67 23.0 

  Females 224 77.0 

Age (years)a 42.2 10.3 

Educational level 
 

 

  High school graduate 25 8.6 

  University graduate 105 36.1 

  MSc/PhD diploma 161 55.3 

Work experience (years)a 16.7 9.5 

a mean, standard deviation 
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Study scales  

Descriptive statistics for the study scales are 
shown in Table 2. Levels of job burnout (mean 
value = 6.8) and turnover intention were high 

(mean value = 3.1), while mean score on GWS 
and “loss of self-trust” and “abuse of power” 
factors were 2.4, 2.1 and 2.7, respectively, 
reflecting moderate levels of gaslighting at the 
workplace.  

 

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

Scale Mean Standard 

deviation 

Median Minimum 
value 

Maximum 
value 

Gaslighting at Work Scale 2.4 1.0 2.3 1.0 5.0 

  Loss of self-trust  2.1 1.0 2.0 1.0 5.0 

  Abuse of power 2.7 1.1 2.5 1.0 5.0 

Job burnout 6.8 2.1 7.0 0.0 10.0 

Turnover intention 3.1 1.6 3.0 1.0 6.0 
 

Positive correlations were found between GWS 
and job burnout (r = 0.230, p-value < 0.01) and 
turnover intention (r = 0.385, p-value < 0.01). 
Similarly, we found positive correlations 
between scores on the “loss of self-trust” and 
“abuse of power” factors and job burnout (r = 

0.186, p-value < 0.01 and r = 0.244, p-value < 
0.01, respectively) and turnover intention (r = 
0.376, p-value < 0.01 and r = 0.357, p-value < 
0.01, respectively). Table 3 shows correlations 
between study scales. 

 

Table 3. Correlation matrix between study scales. 
Scale 1 2 3 4 5 

1. Gaslighting at Work Scale  0.937* 0.962* 0.230* 0.385* 

2.   Loss of self-trust    0.806* 0.186* 0.376* 

3.   Abuse of power    0.244* 0.357* 

4. Job burnout     0.480* 

5. Turnover intention      

Values express Pearson’s correlation coefficient. * p-value < 0.01 

Impact of workplace gaslighting on job 
burnout 

Univariate analysis showed that workplace 
gaslighting was significantly associated with 
job burnout (b = 0.499, 95% CI = 0.255 - 0.748, 
p < 0.001). After adjusting for potential 
confounders in the multivariable model, the 
association was still significant and even 
stronger (adjusted b = 0.616, 95% CI = 0.466-

0.765, p < 0.001). Multivariate model 
accounted for 13.5% of the variance in job 
burnout (R² = 13.5%, p < 0.001) with no 
multicollinearity (tolerance = 0.987, VIF = 
1.013). These results indicate a strong link 
between higher levels of workplace gaslighting 
and increased job burnout among employees. 
Table 4 presents the results of the linear 
regression analyses. 
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Table 4. Linear regression models with job burnout as the dependent variable and 
workplace gaslighting as the independent variable (N=291). 

 
Univariate models Multivariable modela 

Unadjusted 
coefficient beta 

95% CI 
for beta 

P-value Adjusted 
coefficient 

beta 

95% CI 
for beta 

P-value 

Workplace 
gaslighting 

0.499 0.255 to 
0.748 

<0.001 0.616 0.466 to 
0.765 

<0.001 

a R2 for the multivariable model = 5.8%, p-value for ANOVA = 0.002, tolerance value = 0.987 and VIF = 
1.013  CI: confidence interval 
 

Impact of workplace gaslighting on turnover 
intention 

The linear regression results of the relationship 
between workplace gaslighting and turnover 
intention are presented in Table 5. In the 
univariate model, workplace gaslighting had a 
strong positive correlation with turnover 
intention (b = 0.610, 95% CI = 0.440–0.779, p 
< 0.001). This significant association persisted 

even after confounders correction in 
multivariable model (adjusted b = 0.581, 95% 
CI = 0.414–0.748, p < 0.001). The multivariable 
model accounted for 19.3% of the variation in 
turnover intention (R² = 19.3%, p < 0.001) and 
no multicollinearity was detected based on the 
diagnostic tests (tolerance = 0.987, VIF = 
1.013). The results indicate that the level of 
workplace gaslighting is significantly related to 
intentions to leave one’s job. 

 

Table 5. Linear regression models with turnover intention as the dependent variable 
and workplace gaslighting as the independent variable (N=291). 

 
Univariate models Multivariable modela 

Unadjusted 
coefficient beta 

95% CI 
for beta 

P-value Adjusted 
coefficient 

beta 

95% CI 
for beta 

P-value 

Workplace 
gaslighting 

0.610 0.440 to 
0.779 

<0.001 0.581 0.414 to 
0.748 

<0.001 

a R2 for the multivariable model = 19.3%, p-value for ANOVA < 0.001, tolerance value = 0.987 and VIF = 
1.013    CI: confidence interval 
 

Discussion 

The present study provides robust evidence 
linking workplace gaslighting to heightened 
levels of job burnout and increased turnover 
intention among workers in Greece. These 
findings corroborate our initial hypotheses and 
highlight gaslighting as an emerging 
occupational hazard with profound implications 
for both employee well-being and 
organizational stability. The findings align, also, 
with prior research establishing a strong 
correlation between work-related stressors and 
turnover intentions, as well as job burnout and 

work stress (Galanis et al., 2023a; Salama et al., 
2022).  

Specifically, job burnout has been identified as 
a partial mediator between work stress and 
turnover intentions, indicating its critical role in 
exacerbating the decision to leave an 
organization (Salama et al., 2022). Moreover, 
other studies indicate that employees' emotional 
labor, particularly deep acting, can intensify job 
burnout, thereby elevating turnover intentions, 
while effective leader-member relationships can 
mitigate these adverse effects (Li et al., 2024). 
This study further expands upon these 
relationships by demonstrating that the 
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insidious nature of gaslighting, characterized by 
emotional manipulation and psychological 
abuse, directly contributes to both job burnout 
and the propensity for employees to seek 
alternative employment (Salama et al., 2022; 
Üngüren et al., 2024). Previous studies in 
Greece have shown that workplace bullying, 
toxic leadership, and high workload are 
associated with increased emotional exhaustion 
and greater intentions to resign (Galanis et al., 
2025a; Gkontelos et al., 2023). The present 
findings expand this line of evidence by 
showing that gaslighting, a subtle yet insidious 
form of psychological abuse, has comparable, if 
not more severe, effects. Specifically, the 
significant associations observed between 
gaslighting and both job burnout and turnover 
intention align with earlier findings in nursing 
populations, where gaslighting was shown to 
predict similar outcomes (Moisoglou et al., 
2025). 

The practical implications of these findings are 
significant. Organizations that neglect to tackle 
gaslighting not only jeopardize the 
psychological well-being of their employees but 
also risk increased turnover rates, which can 
worsen staff shortages, diminish productivity, 
and undermine service quality. Interventions 
like leadership training, open communication, 
and the establishment of anti-harassment 
policies are essential for cultivating healthier 
organizational environments. Furthermore, 
research data from Greece showed that 
resilience protects workers from workplace 
gaslighting and quiet quitting and enhances 
their work engagement (Konstantakopoulou et 
al., 2025; Moisoglou et al., 2025). Finally, 
support systems such as confidential reporting 
channels and employee assistance programs 
may act as protective measures against the 
harmful effects of gaslighting. 

During our study, we dealt with several 
limitations. First, the cross-sectional design of 
our study prevents us from establishing causal 
relationships, thereby limiting the ability to 
infer direct causality between workplace 
gaslighting and the observed outcomes of 
burnout and turnover intention. Secondly, the 
reliance on self-reported measures introduces 
the potential for common method bias, which 

could inflate the observed correlations between 
variables. 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. In 
addition, as the research was performed within 
a European setting, research in other cultural 
contexts is needed to clarify these relationships 
further. Future research should adopt 
longitudinal designs and incorporate multi-
source data collection methods, such as peer or 
supervisor ratings, to mitigate these limitations 
and provide a more comprehensive 
understanding of the dynamic interplay between 
workplace gaslighting and its deleterious effects 
on employee well-being and organizational 
stability. Additionally, considering that 
organizational factors like inadequate staffing, 
prevalent in the Greek healthcare system, can 
exacerbate nurse burnout and turnover 
intention, future studies should investigate how 
such environmental stressors may interact with 
workplace gaslighting to further intensify these 
negative outcomes.  

In conclusion, this study emphasizes workplace 
gaslighting as a concealed yet powerful factor 
contributing to burnout and the intention to 
leave among employees in Greece. By 
undermining self-confidence and heightening 
emotional fatigue, gaslighting adversely affects 
individual well-being and disrupts 
organizational effectiveness through higher 
employee turnover. It is crucial for 
organizations to identify and tackle gaslighting 
by establishing explicit policies, providing 
leadership training, and creating support 
systems to mitigate its impact. Addressing this 
insidious form of psychological abuse is not 
only an ethical obligation but also a strategic 
imperative to safeguard employees, bolster 
resilience, and maintain organizational 
sustainability. 

References 

Ahmad Saufi, R., Aidara, S., Che Nawi, N. B., 
Permarupan, P. Y., Zainol, N. R. B., & Kakar, A. 
S. (2023). Turnover intention and its antecedents: 
The mediating role of work–life balance and the 



International Journal of Caring Sciences         January-April 2026           Volume 19| Issue 1| Page 58 
 

 

www.internationaljournalofcaringsciences.org 
 

moderating role of job opportunity. Frontiers in 
Psychology, 14, 1137945. 
https://doi.org/10.3389/fpsyg.2023.1137945 

Chatrakul Na Ayudhya, U., Prouska, R., & 
Beauregard, T. A. (2019). The Impact of Global 
Economic Crisis and Austerity on Quality of 
Working Life and Work‐Life Balance: A 
Capabilities Perspective. European Management 
Review, 16(4), 847–862. 
https://doi.org/10.1111/emre.12128 

Chen, X., Masukujjaman, M., Al Mamun, A., Gao, 
J., & Makhbul, Z. K. M. (2023). Modeling the 
significance of work culture on burnout, 
satisfaction, and psychological distress among 
the Gen-Z workforce in an emerging country. 
Humanities and Social Sciences 
Communications, 10(1), 828. 
https://doi.org/10.1057/s41599-023-02371-w 

Fox, J. (2005). Linear models, problems. In 
Encyclopedia of social measurement (pp. 515–
522). Elsevier: Amsterdam. 

Galanis, P., Katsiroumpa, A., Vraka, I., Siskou, O., 
Konstantakopoulou, O., Katsoulas, T., Gallos, P., 
& Kaitelidou, D. (2023b). The single item 
burnout measure is a reliable and valid tool to 
measure occupational burnout. Arch Hellen Med, 
41:245-250.  

Galanis, P., Moisoglou, I., Katsiroumpa, A., Gallos, 
P., Kalogeropoulou, M., Meimeti, E., Vraka, I. 
(2025a). Workload increases nurses’ quiet 
quitting, turnover intention, and job burnout: 
Evidence from Greece. AIMS Public Health, 
12(1), 44–55. 
https://doi.org/10.3934/publichealth.2025004 

Galanis, P., Katsiroumpa, A., Vraka, I., Siskou, O., 
Konstantakopoulou, O., Katsoulas, T., ... & 
Kaitelidou, D. (2025b). The influence of job 
burnout on quiet quitting among nurses: The 
mediating effect of job satisfaction. International 
Journal of Nursing Practice, 31(5), e70057. 
https://doi.org/10.1111/ijn.70057 

Galanis, P., Moisoglou, I., Malliarou, M., 
Papathanasiou, I. V., Katsiroumpa, A., Vraka, I., 
Siskou, O., Konstantakopoulou, O., & 
Kaitelidou, D. (2023a). Quiet Quitting among 
Nurses Increases Their Turnover Intention: 
Evidence from Greece in the Post-COVID-19 
Era. Healthcare, 12(1), 79. 
https://doi.org/10.3390/healthcare12010079 

Galanis, P., Moisoglou, I., Katsiroumpa, A., & 
Sourtzi, P. (2024). Impact of workplace bullying 
on job burnout and turnover intention among 
nursing staff in Greece: Evidence after the 
COVID-19 pandemic. AIMS public 
health, 11(2), 
614.  10.3934/publichealth.2024031 

Gkontelos, A., Vaiopoulou, J., & Stamovlasis, D. 
(2023). Burnout of Greek Teachers: 
Measurement Invariance and Differences across 
Individual Characteristics. European Journal of 
Investigation in Health, Psychology and 
Education, 13(6), 1029–1042. 
https://doi.org/10.3390/ejihpe13060079 

Golonka, K., & Gulla, B. (2021). Individual 
Differences and Susceptibility to Burnout 
Syndrome: Sensory Processing Sensitivity and 
Its Relation to Exhaustion and Disengagement. 
Frontiers in Psychology, 12, 751350. 
https://doi.org/10.3389/fpsyg.2021.751350 

Hansen, V., & Pit, S. (2016). The Single Item 
Burnout Measure is a Psychometrically Sound 
Screening Tool for Occupational Burnout. 
Health Scope, 5(2). 
https://doi.org/10.17795/jhealthscope-32164 

Katsiroumpa, A., Moisoglou, I., Konstantakopoulou, 
O., Tsiachri, M., Kolisiati, A., & Galanis, P. 
(2025a). The gaslighting at work scale: 
Development and initial validation. Journal of 
Workplace Behavioral Health, 1–23. 
https://doi.org/10.1080/15555240.2025.2539157 

Katsiroumpa, A., Moisoglou, I., Tsiachri, M., 
Lamprakopoulou, K., Galani, O., Tsakalaki, A., 
& Galanis, P. (2025b). Gaslighting at Work 
Scale: Determination of an Optimal Cut-Off 
Point. International Journal of Caring Sciences, 
18(2), 614–621. 

Konstantakopoulou, O., Kyriakatis, G. M., 
Katsiroumpa, A., Moisoglou, I., Mangoulia, P., 
Galani, O., Tsiachri, M., & Galanis, P. (2025). 
The role of resilience in mitigating workplace 
gaslighting and quiet quitting and enhancing 
work engagement: Evidence from a cross-
sectional study in Greece. Research Square. 
https://doi.org/10.21203/rs.3.rs-7691738/v1 

Koustelios, A. (2001). Burnout Among Greek Sport 
Centre Employees. Sport Management Review, 
4(2), 151–163. https://doi.org/10.1016/S1441-
3523(01)70073-3 

Kukreja, P., & Pandey, J. (2023). Workplace 
gaslighting: Conceptualization, development, 
and validation of a scale. Frontiers in 
Psychology, 14, 1099485. 
https://doi.org/10.3389/fpsyg.2023.1099485 

Lemos, A. H. D. C., Campos, W. Y. Y. Z., Quintão, 
M. J., & Rosa, L. A. B. D. (2022). Work 
intensification: Towards mapping the study field 
and defining a research agenda. Contextus – 
Revista Contemporânea de Economia e Gestão, 
20, 182–200.  

Li, Y., You, H., & Oh, S. (2024). A study on the 
structural relationship between emotional labor, 
job burnout, and turnover intention among office 



International Journal of Caring Sciences         January-April 2026           Volume 19| Issue 1| Page 59 
 

 

www.internationaljournalofcaringsciences.org 
 

workers in Korea: The moderated mediating 
effect of leader-member exchange. BMC 
Psychology, 12(1), 54. 
https://doi.org/10.1186/s40359-024-01545-8 

Lukan, J., Bolliger, L., Pauwels, N. S., Luštrek, M., 
Bacquer, D. D., & Clays, E. (2022). Work 
environment risk factors causing day-to-day 
stress in occupational settings: A systematic 
review. BMC Public Health, 22(1), 240. 
https://doi.org/10.1186/s12889-021-12354-8 

Mahmod, D. R., & Rosari, R. (2020). The impact of 
burnout toward affective commitment and 
turnover intention. Jurnal Siasat Bisnis, 24(1), 
18–33.  

Maqsood, A., Gul, S., Noureen, N., & Yaswi, A. 
(2024). Dynamics of Perceived Stress, Stress 
Appraisal, and Coping Strategies in an Evolving 
Educational Landscape. Behavioral Sciences, 
14(7), 532. https://doi.org/10.3390/bs14070532 

Moisoglou, I., Katsiroumpa, A., Konstantakopoulou, 
O., Papathanasiou, I. V., Katsapi, A., Prasini, I., 
Chatzi, M., & Galanis, P. (2025). Workplace 
Gaslighting Is Associated with Nurses’ Job 
Burnout and Turnover Intention in Greece. 
Healthcare, 13(13), 1574. 
https://doi.org/10.3390/healthcare13131574 

Moisoglou, I., Katsiroumpa, A., Konstantakopoulou, 
O., Papathanasiou, I. V., Prasini, I., Rekleiti, M., 
& Galanis, P. (2025). Resilience Protects Nurses 
from Workplace Gaslighting and Quiet Quitting, 
and Improves Their Work Engagement: A Cross-
Sectional Study in Greece. Healthcare, 13(16), 
2064. 
https://doi.org/10.3390/healthcare13162064 

Nella, D., Panagopoulou, E., Galanis, N., 
Montgomery, A., & Benos, A. (2015). 
Consequences of Job Insecurity on the 
Psychological and Physical Health of Greek 
Civil Servants. BioMed Research International, 
2015, 1–8. https://doi.org/10.1155/2015/673623 

Oh, H., Jeong, M., Shin, H. H., & Schweyer, A. 
(2023). Nonlinear effects of employee 
engagement and satisfaction on turnover 
intention. International Journal of 
Contemporary Hospitality Management, 35(7), 
2410–2436. https://doi.org/10.1108/IJCHM-05-
2022-0661 

 
 
 
 
 
 
 
 

Salama, W., Abdou, A. H., Mohamed, S. A. K., & 
Shehata, H. S. (2022). Impact of Work Stress and 
Job Burnout on Turnover Intentions among Hotel 
Employees. International Journal of 
Environmental Research and Public Health, 
19(15), 9724. 
https://doi.org/10.3390/ijerph19159724 

Spector, P. E., Dwyer, D. J., & Jex, S. M. (1988). 
Relation of job stressors to affective, health, and 
performance outcomes: a comparison of multiple 
data sources. Journal of applied 
Psychology, 73(1), 11. 
https://doi.org/10.1037/0021-9010.73.1.11 

Üngüren, E., Onur, N., Demirel, H., & Tekin, Ö. A. 
(2024). The Effects of Job Stress on Burnout and 
Turnover Intention: The Moderating Effects of 
Job Security and Financial Dependency. 
Behavioral Sciences, 14(4), 322. 
https://doi.org/10.3390/bs14040322 

Von Elm, E., Altman, D. G., Egger, M., Pocock, S. 
J., Gøtzsche, P. C., & Vandenbroucke, J. P. 
(2008). The Strengthening the Reporting of 
Observational Studies in Epidemiology 
(STROBE) statement: Guidelines for reporting 
observational studies. Journal of Clinical 
Epidemiology, 61(4), 344–349.  

Voultsos, P., Tsompanian, A., Deligianni, M., 
Tsamadou, E., & Tsaroucha, A. K. (2022). A 
qualitative study of nursing practitioners’ 
experiences with COVID-19 patients dying 
alone in Greece. Frontiers in Public Health, 10, 
981780. 
https://doi.org/10.3389/fpubh.2022.981780 

World Medical Association Declaration of Helsinki: 
Ethical Principles for Medical Research 
Involving Human Subjects. (2013). JAMA, 
310(20), 2191. 
https://doi.org/10.1001/jama.2013.281053 

Zhang, F., Lin, C., Li, X., Li, M., Jia, R., Guo, X., & 
Bai, H. (2023). The relationships between 
burnout, general wellbeing, and psychological 
detachment with turnover intention in Chinese 
nurses: A cross-sectional study. Frontiers in 
Public Health, 11, 1216810. 
https://doi.org/10.3389/fpubh.2023.1216810 

  


