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PSYCHOLOGICAL LOAD OF MANAGERS
AND DESTRUCTIVE ORGANIZATIONAL PROCESSES

The activities of managers require much more entirgry the functioning of people who
do not manage teams of people and organizatiogsntrates a specific type of responsibility
related to the implementation of four basic manag@nfunctions — planning, organizing,
leading/motivating, controlling (Stoner, Freemaribét, 1997; Kraczla, 2013) — and an
extensive area of decision-making and risk. The @y take a physiological, psychological
and behavioral dimension.

The purpose of the article is to identify adverseditions and behaviors of persons per-
forming managerial roles that may be related térdeve processes and situations occurring
in the organizations and teams they manage. Th& igdoased on psychological theories
defining and describing dysfunctional states of augmns, often resulting from stress. The
transfer of this knowledge to management sciereas iattempt to find the source of most
conflicts in organizations and increase the efficieof their resolution.

Psychological costs incurred by managers can beeped as the form of somatic ail-
ments, feelings of excessive anxiety (anxiety), gonal balance disorders, workaholism and
other forms of addiction, interpersonal confligtgensification of narcissistic, Machiavellian,
psychopathological behaviors (a set of featureledalark triade in the literature), and as
a result to the creation of adverse internal ozgtional conditions, for instance mobbing.
The research on irregularities in the workplacewsha significant increase in negative
phenomena associated with the abuse of power. Hmifestations of these abuses are the
inappropriate treatment of employees by superiouiiding an atmosphere that generates
stress, verbal violence, humiliation, discriminatiexclusion, and physical violence.
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1. INTRODUCTION

Every human action mobilizes mental energy to achigoals. The more ambitious
goals, the greater responsibility, risk, uncertgiand the more difficult functioning condi-
tions, and consequently stress, the resourcesdofidinal energy deplete faster, and this
loss is tantamount to bearing a psychological édnghe era of globalization, even too high
level of innovation can generate an excessive asmen stress and lead to a decrease in
efficiency(Cowan, Sanditov, Weehuizen, 2011; Powstd, 2003). The pace of civilization
changes, the ambiguity and uncertainty of operatorglitions that had never been experi-
enced before, chronic stress and time pressurajtoagloads and inability to deal with
emotions create exponentially growing challengesttie confidence and self-esteem of
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modern managers. It is not recognized and defiasedhften behind the steadfast boss's
facade lies not only low self-esteem, but also raadms of unconstructive coping with it,
e.g. narcissism, self-deception, addiction, andsequently burnout or even depression.
The manager, like the athlete, is required to fmvexceptionally high level of resilience
and deal with difficult situations. High self-esteean be a correlate of achieved successes
and creative, ambitious activities for the orgatiimg and in the case of managers it is
associated with creating working conditions andimmment. Phenomena and organiza-
tional processes may take the form of pathologloaknsions of cumulative psychological
burden (Kraczla, Lis, 2014), and the manifestatitay then be the occupational burnout
syndrome or workaholism, or mobbing in the socialehsion (Litzke, Schuh, 2008).

In the literature on management, much attentigoaid to the effectiveness of manage-
ment, leadership and conflicts in organizationsianidams. New ways of solving problems
are constantly being generated; from heuristic oaithto innovative ones of psychological
work, such as life coaching or executive coachihgwever, it is important to understand
the deepest ground for the destructive functiomhganagers, embedded in personality.
Therefore, the purpose of this study is to indi¢htese states and behaviors of managers,
which are often the result of unconstructive copiriip stress, and transferred to the organ-
izational field and manifested in pathological tielaships with employees. These person-
ality irregularities mean that the most professiovark with managers (trainings, trainings,
sessions, etc.) may be ineffective or effectiveydat a short time. Adverse states and be-
haviors have been classified in this study as psgdical costs and described in chapters
three and four; these will be dysfunctions mangdsh various addictions (workaholism,
alcoholism, gambling or sex addiction), burnoutenfending in depression (chapter three),
and the deepening of certain features that mayrésept in the personality structure, i.e.
narcissism, Machiavellianism and psychopathy, definanti-social (chapter four). These
considerations are preceded by the second chaygtieh presents the specifics of manage-
rial stress based on research on Robert Sapoktkg'ss. The fifth chapter contains an ex-
ample of one of the most destructive phenomen&eénorganization, which is a glaring
manifestation of abuse of power, i.e. mobbing.

The last part of the article attempts to syntheliezeargument so conducted, based on
psychological theories defining and describingaheve-mentioned issues, and the transfer
of this knowledge to the field of management sagemc order to realize the need for a
different view on pathological relationships in thrgyanization and their sources.

2. SPECIFICITY OF MANAGER STRESS IN THE CONTEXT OF THE
RESEARCH ON STRESS BY ROBERT SAPOLSKY

Oginska-Bulik (2006) in studies aimed at determining livel of stress experienced in
various professional groups showed that managershe of its lowest levels, while in this
group of respondents (70 managers) high psychabgied social costs were found; 30
percent of them were qualified to the group withhh$everity of occupational burnout, and
45.7% they constituted a group with worse healtidd@mn and it was one of the highest
rates among the studied professional groups (somspatiptoms, anxiety, insomnia, various
types of functional disorders). The author notesgative correlation of self-esteem with
mental health, as well as the predictive role tfasteem for professional satisfaction li
Kossewska, 1998; Tucholska, 2009; fxiia-Bulik, 2006). Test results may also indicate
the unaware or hidden effects of stress.
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Managers who have the ability to recognize androbmmotions more often try to
solve problems by tasks, while they rarely use tuls activities or even avoidance
(Kwaitkowska, 2011). The key role of self-assessnieralso emphasized; people with
a more favorable arrangement of temperamentas tfiaiv reactivity and high persistence)
have positive self-esteem. Self-assessment detesrtiie level of individual's activity and
the emotions they experience. It allows predictirgdirection of affection and the level of
activity (Laguna, Lachowicz-Tabaczek, Dzwonkows@07). The studies by these authors
and others cited by them (Baumeister, Smart, Bo@®86) show that people with high
self-esteem experience more positive emotions enthare active and persistent than peo-
ple with low self-esteem, often showing an evenigaace attitude towards difficulties,
challenges and risks. Also in the aspect of sealfgtion in the area of task and social
functioning, people who assess themselves bettehavie a more positive self-image. The
results of these studies are particularly signifida relation to persons performing mana-
gerial functions; their reactivity and emotionalisyresponsible for the interaction and work
climate, and persistence determines the choicealb@nd strategy of action.

High and, above all, stable self-esteem, low rg#ygtian ability to control and aware-
ness of emotions are features that allow managetsal with stress better. Robert Sapolsky
at Stanford University is developing some waysdfedd a man against the harmful effects
of stress. He conducts long-term research; eveay, yer several weeks in East Africa he
observes the same population of wild baboons. &san for the stress of these animals is
not the unique threats associated with functiomintye natural environment, but the social
and psychological mess created by them — theysstash other. They, therefore, present a
model example of diseases caused by stress. &réwsbody's response to an emerging
challenge; it can be life threatening, but mostieffomething completely trivial or a situa-
tion that many people experience every day. An @b stress factor is the lack of control
over the situation and the unpredictability of tlerelopment of the situation. Sapolsky has
found a relationship between stress levels and@eph the baboon's social hierarchy; stress
mainly affects low-ranking individuals. Some hehdsre over a hundred individuals, have
well-educated brains, are able to manage largeplsoncommunities, at the same time they
are often cruel to each other, torment each ottare typical Machiavellian human traits.
Survival requires a good strategy. The smartesharst aggressive males have the highest
position and associated privileges.

Do similar relationships occur in the human worldf#s problem has been studied by,
among others Michael Marmot, conducting healthaaegefor 28,000 people in the United
Kingdom for forty years (Whitehall Studies). Thenaf the project is to determine whether
stress is also related to social position amonglgedlarmot argues that socioeconomic
position is an important determinant of health.sTfiinciple applies even when aspects of
life such as income, education and risk factorsaifig health (e.g. smoking) are controlled.
The causal path that Marmot identifies concernp#fyehological benefits of “controlling”
one's life (Marmot, 2015). He confirms the relasibip - the lower the position in the social
hierarchy, the higher the risk of developing moityidespecially heart disease. Stress also
determines life expectancy. He determines thattydpmsses bear greater risk and are more
exposed to stress than their bosses.

In both the cited studies, homogeneity (invariaoicether factors outside the hierarchy
— access to food, medical care, etc.) was takenafaand in both, almost identical results
were obtained allowing to conclude that subordimatee more stressed than managers.
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Each subordinate experiences uncertainty in relatiath superiors, especially in relations
with dominant alpha individuals eager for power.

The complement of these two studies is the thirel loy Carol Shively, which investi-
gates the relationship between stress and ple@Banmgashiro, Sakai, Shively, Karatsoreos,
& Reagan, 2011); a low social position can be campted by the ability to experience joy
and positive, good emotions and the fourth stud¥lissa Epel, which allows concluding
that cell regeneration under stress provides thi@yato show compassion and care for
others (Blackburn, Epel, 2016).

A breakthrough in Sapolsky's research was a trxgnt concerning the baboon herd,
which was the subject of his research. Almost balthe flock died as a result of eating
meat infected with tuberculosis. As a result ofdhalysis, it was found that all alpha males
died, all aggressive males who did not maintais&loontact with anyone, without wasting
time wandering around. The herd has changed iistste.

Two times more females than males survived, andtineiving males were good and
gentle, sociable, kind to females. The atmosphettes herd changed completely; low level
of aggression, calmness, lack of stress, more seteositive experiences, better health of
all individuals. In the human environment, in orgations, especially corporate organiza-
tions, wherever there is a hierarchical structesgctly the same dependencies and phe-
nomena take place. People's living and working ttimmg are crucial to their health and
well-being. Managers' ability to deal with stresparticularly important. Destructive forms
of people management (e.g. mobbing) often resoihfthe use of non-constructive ways
of dealing with problems.

The next part of the article will discuss partielyadysfunctional behaviors (resulting
from addiction and burnout) and irregularities edded in human personality, manifesting
themselves in the antisocial functioning of managee. narcissism, Machiavellianism and
psychopathy, which may be aggravated by stressa@hadf skills to deal with it.

3. PSYCHOLOGICAL COSTS OF MANAGERIAL ACTIVITY
AS UNCONSTRUCTIVE FORMS OF COPING WITH STRESS

Psychological costs incurred by managers in cororeetith their activities, specific
responsibility, and risk-bearing work can be preaticin the form of somatic complaints
caused by the feeling of excessive anxiety, defmessddictions of various types —
workaholism, alcoholism, sexuality, addiction gamgland extreme sports, interpersonal
conflicts, up to burnout.

In practice, many managers do not cope with a gtpmychological burden or use un-
constructive methods of releasing tension by atitigsself-regulation mechanisms and de-
veloping personal strategies of survival (copimgdlifficult situations (Penc, 2010).

Due to the complexity of this issue, they will oty signaled in this article; it is neces-
sary to present the problem, but at the same tils@mpossible to analyze it thoroughly.

3.1. Workaholism and other types of addictions

The tendency to addiction, as an unconstructive efagealing with difficulties, may
be one of the manifestations of divergence betvesglicit and latent self-esteem.

Workaholism is a multidimensional construct. In afghem, workaholism is treated
as an internal compulsion to perform work, whictdificult to resist, because stopping
work, as well as refraining from doing this actitauses a build-up of suffering, more
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precisely fear, anxiety, or discomfort, and itseed®l tension is a component (Wojdyto,
2003, 2004). Work remains the addict's only warettuce this suffering. Workaholism can
be understood as an area of norm which is repregdayt commitment to worf/an Beek,
Taris, Schaufeli, 2011). Most studies on workammlghow that workaholism is pathologi-
cal in nature and does not contain a job satisfactomponent (Robinson, 2007; Schaufeli,
Taris, Bakker, 2008).

The work craving theory (Wojdyto, 2013) proposdsuar-factor structure of work ad-
diction, consisting of obsessive-compulsive ten@Es@xpectations about self-esteem de-
rived from earning, expectations about experieneimgtional relief in connection with the
reduction of negative emotions and withdrawal syomp, and neurotic perfectionism.

There are many behavioral addictions and new farasemerging. They are usually
related to stress and inability to deal with it. the group of managers, in addition to
workaholism, alcoholism, sexuality, shopaholism dnay addiction, there are distinguish
addiction to gambling, extreme sports, network-hsto and cyber addiction (addiction to
the Internet, social media, smartphone, interngiggraphy). These self-destructive addic-
tions are typically an escape form of coping witental loads. These addictions can be
treated as a disease of emotions, escape fromadifeeing, a problem by providing your-
self with instant pleasure, guaranteeing quiclefefi difficult feelings, but in the long run
deepening problems and devastating health.

3.2. Occupational burnout

It is now believed that occupational burnout symaeds one of the most serious conse-
quences of experiencing chronic stress in the wadegyKraczla, 2013) and one of the most
important psychological costs incurred by managdeis.a kind of exhaustion of the indi-
vidual's personal resources (Le Blanc, de Longha®eli, 2002). It is also perceived as
a “syndrome affecting a human being part of the &urm work system” (Wilsz, 2009), it
can be understood as the most generalized psydbalogpst of a person performing
managerial functions or as one of the componentisi®tost.

On the basis of clinical analyzes, Freudenbergiddfburnout as exhaustion of strength
and discouragement from further activities andhfairtactions (Freudenberg, 1974). Occu-
pational burnout is different from other psychotmi states (stress, fatigue, a sense of
alienation) by three factors: emotional exhaus{misense of excessive emotional burden
of work performed), depersonalization (objectivep@nse to other people, cynicism) and
a reduced sense of personal accomplishments (sémeduction own competences and
capabilities) (Maslach, 2006). Maslach believes thauses of burnout should be sought
more in the work environment than in the charasties of the person”(Maslach, Leiter,
2011). Important factors are dissatisfaction, mait@nd how autonomous we can be. The
behavioral addictions previously described enhdheesense of burnout; you do not treat
a drink or lamp after work as a way to forget abibua way to survive the next day, and
even more so do not diagnose yourself as an alicohal standard example of self-decep-
tion. The role and the image of a tough boss dfteders an insight and sincere recognition
of one's own problem, and in the case of narcissistMachiavellian personality it even
prevents it.
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4. THE "DARK TRIAD” CONCEPT WITH REGARD TO MANAGERS

Analyzes of managerial behavior appear in manyissuth the context of thébark
Triad™ theory, referring to personality traits of nar@ss, machiavellianism and psycho-
pathy. These features are conceptually differley tire separate constructs, there are many
behavioral, personality and cognitive differendéswever, research indicates that they are
consistent with each other, are associated withaaipnlative style of interpersonal
functioning and predispose persons in managergitipns to commit crimes, cause social
anxiety, and in organizations of chaos, abusefeaishent and abuse of employees.

It is worth analyzing the managerial behavior iregliin the Dark Triad concept,
although there is no simple cause-effect relatignghis rather a circular relationship; for
those with power, narcissistic, Machiavellian asgghopathic traits may increase, and then
it is a category of psychological cost and burdart,at the same time people with these
traits are more likely to become managers.

4.1. Narcissism

In the analysis of narcissism, self-esteem andatility to communicate with oneself
are the key factors. In the well-known myth of Nssas, the greatest tragedy of a young
man was not love for himself, for his own imagehaiigh this work is interpreted so often,
but a complete lack of contact with himself. Indpito love resulted from the inability to
recognize myself. It is assumed that underlyingainitity of self-esteem is low latent
self-esteem. People with high overt and low hiddeli-esteem show a higher level of
narcissism, more favor their own group and use nd@fense mechanisms to maintain
a positive image of Me (Bosson, Brown, Zeigler-H8wann, 2002). Narcissistic people
usually establish relationships with others wheaytlhelp them achieve their goals or
strengthen their self-esteem in other ways.

Theories of two narcissistic personality researsleve gained special significance in
psychology; Heinz Kohut perceives the cause ofgatfical narcissism in the development
process, when at some point the appropriate respdnem the environment are missing,
in particular the acceptance, admiration and cordtion of the child's value on the part
of the parents, while Otto Kernberg believes thatcissism should be viewed as a trait
of some intensity — from minor, through narcissisgiersonality disorder, malicious
narcissism, to anti-social personality. In his omin at a very early stage of development
there are serious disturbances that result in risation of primitive defense mechanisms,
which lead to the creation of narcissism. He digiishes pathological narcissism from
normal narcissism.

Referring to the five-factor personality model bguPCosta and Robert McCrae — the
Big Five — narcissism positively correlates withtraxersion (r = 0.42) and openness
(r = 0.38), and negatively with agreeableness {6.36) (Paulhus, Williams, 2002). Nar-
cissism has also been found to be associated wjithppathy.

Narcissistic managers often get used to associaéligmage and self-esteem with the
admiration and respect of others, which is why asse confirms their high level of need
for social approval. They are sensitive to criticisr failure; this sensitivity can lead to
withdrawal from social interaction.

4.2. Machiavellianism

Machiavellianism describes a personality dimensorsocial behavior strategy that
involves manipulating people for personal gain {§tfe, Geis, 1970). This personality is
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highly valued in business, politics, wherever ipfiges or ruthless fights are being fought
hard. The Machiavellian manager guarantees effigienonsistency, maybe profit, but
unfortunately the methods he uses are unethicdécent, demolishing social and organi-
zational order. He seeks to control the behavidri®femployees and generally all people
who are in his sphere of influence. According te phinciple, the end justifies the means,
breaks moral norms, sets its own rules. The domifieature is the lack of feelings, inability
to empathize, distrust, instrumental treatmenttbérs, uses lies, deceit, manipulation. The
studies confirm the relationship between Machigariém and psychopathology. In the
long run they do not cope in real life and thein&eor is ineffective. In organizations, they
lead to destruction, quarrel employees, humiliat&s mobbing (See: Pilch, 2008). They
are able to disorganize the most efficiently opegaenterprises, only to achieve their
own individual benefits. The presence of Machiaaelsm in the organization has been
positively correlated with unproductive behaviorthe workplace and deviation in the
workplace (Kessler i in., 2010).

In relation to the Big Five personality model, Maokellianism correlates negatively
with agreeableness (r = -4.47) and conscientiossfies-4.34 Paulhus, Williams, 2002).

4.3. Psychopathy

Psychopathy is classified as the highest levehénspectrum of anti-social personality
disorders. In relation to the Big Five model, psygathy correlates with all its factors:
extraversion (r = 0.34), agreeableness (r = -2&)scientiousness (r = -24), neuroticism
(r = -34) and openness (r = 0.Z¥grnon, Villani, Vickers, Harris, 2008Jhe dominant
feature of this type of personality is a very lavél of empathy, with a high level of im-
pulsiveness and the search for emotions (Hare,)1985

Psychopaths usually make up a relatively smallgrgege of staff in the workplace,
most often at senior levels in corporate orgaroreti An example of their "strategy” is
intimidation, conflicts, stress, staff turnover aafosence from work, and consequently re-
duced productivity, and lower quality (Boddy, 201Qjiminal psychologist Robert D. Hare
is the author of the term "snakes in suits", whikynonymous with psychopaths in the
workplace. The ethical standards of entire orgditima can be severely damaged (Boddy,
Ladyshewsky, Galvin, 2010). Psychopathic managerg wower and control above all. He
generally seems intelligent, honest, powerful, ohag, funny and entertaining. They
quickly evaluate what people want to hear, and threate stories that match those expec-
tations. They'll get people to do work for themeJthave little patience in dealing with
others, show shallow emotions, are unpredictabtispendent and do not take responsibil-
ity for failures (Clarke, 2012).They take excesgiigks, don't care about managing, and
bring businesses down.

5. MOBBING AS AN EXAMPLE OF DESTRUCTIVE PHENOMENON
IN ORGANIZATION (BASED ON THE REPORT "WORK SAFE TY
IN POLAND 2019; MOBBING, DEPRESSION, STRESS ATTHE
WORKPLACE" PROJECT OF A SAFETY COALITION AT WOR K)

The definition of mobbing is contained in art. 92 ®f the Labor Code. According to
the content of this provision, mobbing means astimnbehaviors concerning an employee
or directed against an employee, consisting inigters and long-lasting harassment or
intimidation of an employee, causing him an undéreged assessment of professional
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suitability, causing or aiming to humiliate or kdie an employee, isolating him or elimi-
nating colleagues from the team (https://kadryrmitkadry/indywidualne_prawo_pracy/
mobbing/3006787,0dszkodowanie-za-mobbing-zmiany-edzesnia-2019-r.htrjl

Mobbing can also mean undermining the competentas employee, hindering him
from performing his duties, limiting access to imf@tion, interrupting an employee's state-
ments, discrimination based on e.g. age, gendéticpbor religious views, etc., pressure
to violate regulations in the workplace, sexualsittns and unambiguous jokes, insults by
words or gestures, threats, shouting, slanderprgasling rumors, criticism of personal life,
but also disregarding and ignoring. There are drgdions where mobbing is a manage-
ment strategy.

SW Research, the Agency for Market and Opinion Re$ecarried out research aimed
at examining employees' awareness of the impgasyfhosocial factors in the workplace
on work safety. The survey was carried out betw&®07.2019 - 09.08.2019. The CAWI
(on-line) interviews were conducted using the SWePaternet panel. The study involved
full-time office and physical / mental employeespdoyed in small, medium and large
companies from various industries. The sample wass N517 interviews (http://
bezpieczniwpracy.pl/wp-content/uploads/2019/10/RaBezpiecze%C5%84stwo-Pracy-
w-Polsce-2019.pgf

The research showed a large scale of psychosdugalgmena, such as inappropriate
treatment by a supervisor, verbal violence, mobhidgrrimination or exclusion.

63% respondents experienced inadequate treatmeheivysupervisor

85% feels stress at work

46% were victims of mobbing at work

46% complains about employee exclusion

53% experienced verbal violence at work

39% experienced discrimination at work

14% were victims of physical violence at work

Figure 1. Results of employee awareness researttedmpact of psychosocial factors in the
workplace on work safety

Source: Own based on: (http://bezpieczniwpracypitentent/uploads/2019/10/Raport-
Bezpiecze%C5%84stwo-Pracy-w-Polsce-2019.pdf

As much as 85% respondents stated that they feskssat work. 63% cases of ill-treat-
ment of an employee happened due to the supen#iboost half of the respondents (46%)
declared that they were a victim of mobbing at wenkl the same response rate applies to
employee exclusion. Over half of the surveyed engds (53%) experienced verbal
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violence at work, and 39% discrimination. As mushld percent among the respondents
were victims of physical violence at work. For caripon, according to the Gazeta
Prawna.pl website (serwisy.gazetaprawna.pl ac@4$2/2019) in 2014, CBOS research
showed that in the five years preceding the suri@%s employees were harassed, i.e. over
2 million people, and 5% declared that they werstesypatically harassed. Nearly half
of the respondents pointed to unfounded criticibomiliation, undermining authority,
insulting with pejorative or vulgar terms, loudrsleer, and psychological abuse. Mobbing
in Poland is a mass phenomenon, but hardly anyppeses it.

The situation is very bad; mistreatment of emplayaad an atmosphere of stress at
work seems to be common, while the role and respitihs of a manager is to provide
employees with appropriate psychosocial conditidiss is not only an ethical obligation
and enshrined in law, but also a condition for aeinig good results and successes of the
organization.

6. CONCLUSIONS

Managers are a group that may less often exprsssmifort, discontent, stress since
they have a greater sense of control and are mépar periods of the “bear market”, tem-
porary crises, failures. According to research, shase of power and control increases
managers' self-esteem and independence, and redeesffects of stress (Schultz
& Schultz, 2006). And this is a positive reactiblowever, when too much load and mental
tension is not constructively discharged, thenghmay be projections of negative feelings
and emotions, both those conscious and deep isubeonscious mind of the boss, on
employees. Then, most often, there are drasticggdsam relational and communication
functioning in the company and this is a simplengatregression and collapse, also in the
financial sphere.

Observations and statistical data show (althoughketare still too few, both in Poland
and in Europe) that mobbing is a mass phenomermniimber of pending discrimination
and mobbing proceedings is increasing in Polantl gaar. But conformism is still domi-
nant; employees often choose to be in an atmosmiidear, humiliation and mistreatment
instead of reacting.

The Dark Triad is associated with leadership anerpersonal influences (Furnham,
Richards, Paulhus, 2013). Jonason and colleagit$hsd each of the features of narcis-
sism, Machiavellianism or psychopathology is assed with workplace manipulation, but
each with uniqgue mechanisms; Machiavellianism soeisited with the use of excessive
charm in manipulation, instilling trust, and thejecting, based on lies, narcissism is asso-
ciated with physical appearance — studies have shbat only narcissistic people were
rated as more attractive, other features of th& ttéad were not related to appearance
(Dufner, Rauthmann, Czarna, Denissen,2013), anchpgathy involves physical hazards
(Jonason, Stomski, Partyka, 2012).

The purpose of the considerations was to identifyeese managerial states and be-
haviors related to their personality traits ancbasged with negative psychosocial condi-
tions in the workplace. It was established thas¢hare addiction tendencies, depression
and neurosis resulting from burnout and persondliggrders such as narcissism, Machia-
vellianism and psychopathies. They were classifiedpsychological costs incurred by
managers. The above findings allow formulating Higpses that are recommended to be
verified in further studies, especially empiricaidies. It can be concluded that managers'
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inability to cope with stress causes a number ofia@, psychological and behavioral
consequences for themselves, but also consequéarcd®e organization in the form of
negative and destructive phenomena. The attemptave these situations may, therefore,
be ineffective due to incorrect diagnosis of thetppem; a defect inherent in the personality
structure, exacerbated by the feeling of excesstiass, not the lack of managerial compe-
tence supplemented by, e.g., education or coaching.

REFERENCES

Baumeister, R.F., Smart, L., Boden, J.M. (198&lation of threatened egotism to violence and
aggression: The dark side of self-este&sychological Review"No. 103.

Blackburn E., Epel E. (2016Jhe telomere effect: a revolutionary approach timtivyounger,
healthier, longer Orion Publishing Group Limited.

Boddy, C.R. (2011)Corporate psychopaths: Organizational Destroyd?algrave Macmillan;
2011 edition (April 12, 2011).

Boddy, C., Ladyshewsky, R.K., Galvin, P.G. (2010aders without ethics in a global busi-
ness: corporate psychopaths. “Journal of Publicaff” Vol. 10.

Bosson, J.K., Brown, R.P., Zeigler-Hill, V., Swann, W(B002).Self-Enhancement Tendencies
Among People With High Explicit Self-Esteem: The Maiitey Role of Implicit Self-Esteem.
“Self and Identity”Vol. 2, issue 3.

Christie, R., Geis, F.L. (1970%tudies in MachiavellianisnNew York: Academic Press.
Clarke, J. (2012)Working with Monsters: How to identify and protectuyself from the
workplace psychopattiRandom House Australia; 1st edition (February 0220

Cowan, R., Sanditov, B., Weehuizen, R. (20Prpductivity effects of innovation, stress and
social relations “Journal of Economic Behavior & Organizationt/ol. 79(3).

Dufner, M., Rauthmann, J.F., Czarna, A.Z., Denissdn(2013)Are Narcissists sexy? Zeroing
in on the effect of narcissism on short-term matesappgPersonality and Social Psychology
Bulletin”, No. 39(7) [Access: 2.12.2019].

Freudenberg H.I. (1974Staff-burn out!Journal of Social Issues’No. 30.

Furnham, A., Richards, S.C., Paulhus, D.L. (20T8f Dark Triad of personality: A 10 year
review. “Social and Personality Compas$p. 7 (3).

Hare, R.D. (1985). Comparison of procedures for theeasment of psychopathy. “Journal of
Consulting and Clinical Psychology”, No. 53 (1).

Jonason, P.K., Stomski, S., Partyka, J. (20IBg Dark Triad at work: How toxic employees
get their way. “Personality and individual differes”, No. 52(3).

Kessler, S.R., Bandeii, A.C., Spector, P.E., BornverC., Nelson C.E., Penney, L.M. (2010).
Reexamining Machiavelli: A three dimensional modeMathiavellianism in the workplace.
“Journal of Applied Social PsychologyNo. 40.

Klis, M., Kossewska, J. (1998Fechy osobowi nauczycieli a syndrom wypalenia zawodo-
wego. ,Psychologia Wychowawczair 2.

Kraczla, M. (2013)Wypalenie zawodowe jako efekt diugotrwatego strgdeszyty Naukowe
Wyeszej Szkoty Humanitasseria ,Zaradzanie”.

Kraczla, M., Lis, M. (2014)Znaczenie wdrania systemow zagdzania z uwagi na ich efek-
tywnai¢ w przedsibiorstwie, a radzenie sobie ze stresem zawodowytkresgie rosgcej glo-
balizacji przedsibiorstw [in:] Wasikiewicz-Rusnak, U., edRozwoj zargzdzania mgdzynaro-
dowego w warunkach globalizacipabrowa Goérnicza: Wydawnictwo WSB.



Psychological load of managers 59

Kwiatkowska, G.E. (2011)inteligencja emocjonalna a style radzenia sobie tresem os6b
zajmupcych kierownicze stanowiskia:] Kwiatkowska, G.E., Siudem, A., edCztowiek wsro-
dowisku pracyLublin: Wydawnictwo UMCS.

Le Blanc, P., de Longe, J., Schaufeli, W. (20@&)es zawodowy a zdrowie pracownikiim]
Chmiel, N., ed.Psychologia pracy i organizacjGdaisk: GWP.

Litzke, S.M., Schuh, H. (2007%tres, Mobbing i wypalenie zawodovadaisk: GWP.

taguna, M., Lachowicz-Tabaczek, K., Dzwonkowska |. (208kala samooceny SES M. Ro-
senberga — polska adaptacja metody. ,Psychologiaetgoa”, Vol. 2 02(04).

tosiak, W. (2008)Psychologia stresuNarszawa: Wydawnictwa Ekonomiczne Profesjonalne.
Marmot, M. (2015).Status Syndrome. How your place on the social gradigactly affects
your health London: Bloomsbury

Maslach, C., (2006)Understanding Job Burnout. Stress and Quality ofRivig Life. Current
Perspectives in Occupational HealtBreenwich: Information Age Publishing.

Maslach, C. (2010)Wypalenie — w perspektywie wielowymiarofie] Sek, H., ed.,Wypalenie
zawodowe. Przyczyny i zapobiegaliarszawa: Wydawnictwo Naukowe PWN.

Maslach, C., Leiter, M.P. (201Bokona wypalenie zawodow&rakow: Wolters Kluwer.
Oginska-Bulik N. (2006)Stres zawodowy w zawodach ustug spoteczifyohita — konsekwen-
cje — zapobiegani&Varszawa: Difin.

Paulhus D.L, Williams K.M. (2002)Ihe Dark Triad of personality: Narcissism, Machiaiell
anism, and psychopathy. “Journal of Research in geatity”, No. 36(6).

Penc J. (2010Humanistyczne warfai zarzzdzania w poszukiwaniu sensu memeskich dzia-
tazi. Warszawa: Difin.

Pilch, 1. (2008) Makiawelista wrdd ludzi. Nowe badanigPsychologia Spoteczna’t. 3 (8).
Pocztowski, A. (2003)Zarzzdzanie zasobami ludzkinWarszawa: Polskie Wydawnictwo Ekono-
miczne.

Robinson B.E. (2007)Chained to the desk: A guidebook for workaholibgjrtpartners and
children, and the clinicians who treat thehew York: New York University Press.

Schaufeli W.B., Taris T.W., Bakker A.B. (2008}. takes two to tango: Workaholism is
work-ing excessively and working compulsiialy] R.J. Burke, R.J., Cooper, C.L., edfhe
longwork hours culture: Causes, consequences aaite$ Bingley. UK: Emerald.

Schultz, D.P., Schultz, S.E. (2008)sychologia a wyzwania dzisiejszej pradjarszawa: Wy-
dawnictwo Naukowe PWN.

Stoner J.A.F., Freeman R.E., Gilbert D.R. (19%i@rowanie Warszawa: PWE.

Tamashiro K.L., Sakai R.R., Shively C.A., Karatsarébdl., Reagan L.P. (201 hronic stress,
metabolism, and metabolic syndram8tress”Informa Healthcare USA, Inc. 14(5).

Tucholska, S. (2009Wypalenie zawodowe u nauczycieliblin; Wydawnictwo KUL.

Van Beek, I., Taris, T., Schaufeli, W. (201%orkaholic and Work Engaged Employees: Dead
Ringers or Worlds Apart?Journal of Occupational Health Psychologyo. 16.

Vernon Ph. A, Villani V.C., Vickers L.C., HarrisAJ (2008). A behavioral genetic investigation
of the Dark Triad and the Big 5. “Personality anallvidual Differences”, No. 44 (2).

Wilsz, J. (2009)Teoria pracy Krakéw: Oficyna Wydawnicza ,Impuls”.

Wojdyto, K. (2003).Charakterystyka problemu uzaféenia od pracy wwietle dotychczaso-
wych badd. ,Nowiny Psychologiczne”, Na3.



60 A. Gierczak

Wojdyto, K. (2004).Pracoholizm — rozwgania nad osobowsgiowymi wyznacznikami obsesji
pracy.,Nowiny Psychologiczne”, N@.
Wojdyto, K. (2013) Work craving — teoria uzateienia od pracy. ,Nauka’nr 3.

DOI: 10.7862/rz.2019.hss.36

The text was submitted to the editorial office: Delber 2019.
The text was accepted for publication: December 2019



