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Purpose: The aim of the current study was to test hypotheses regarding differences in work- 
related feelings (ie, dejection, anxiety, anger, and happiness) and behaviors (aggressive, 
avoidance-passive, and proactive) between males and females, managers and non- 
managers, and male and female managers.
Methods: This survey-based study included a total of 3019 respondents, consisting of 502 
managers and 2517 employees working in non-managerial positions. Data were collected 
using two questionnaires developed by the authors: the scale of work-related affective 
feelings (WORAF) and the scale of work-related behaviors (WORAB).
Results: The results revealed significant differences between managers and non-managers, with 
managers being happier in their jobs and exhibiting more proactive behaviors. However, there were 
no differences in work-related feelings or work-related behaviors between males and females in the 
total sample of respondents or in the group of employees holding managerial positions.
Conclusion: In terms of work-related feelings and behaviors, there are no sex differences 
among working people. However, some differences between managers and non-managers 
were observed.
Keywords: gender differences, managers, non-managers, work-related affective states, 
work-related behavior strategies, Bayesian approach

Plain Language Summary
Regardless of the country or culture, it’s mostly men who occupy a majority of managerial 
positions all over the world. It seems that common sex stereotypes, which lead to believe that 
males are better managers, are generally responsible for such a situation. These stereotypes can 
often make it difficult for women to successfully pursue careers in management. Therefore, the 
objective of the current study is to investigate if the common beliefs regarding men’s and 
women’s managerial capabilities are actually justified. In our study, we focused on psycholo-
gical characteristics such as work-related feelings (including dejection, anxiety, anger, and 
happiness) and behaviors (aggressive, avoidance-passive, and proactive). A total of 3019 
respondents, comprising 502 managers and 2517 employees working in non-managerial posi-
tions, participated in the survey-based study. While the results revealed significant differences 
between managers and non-managers, there were no differences in work-related feelings or 
work-related behaviors between males and females in the overall group of respondents or in 
the managerial group. The obtained results are consistent with other similar researches and 
argue for the implementation of organizational policies based on sex equality.

Introduction
All occupations require an adequate set of knowledge, skills, abilities, and predis-
positions. Some of these professional competencies are also commonly associated 
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with sex. Therefore, some professions are perceived as 
masculine or feminine to some extent. Shinar1 reported 
three major criteria for occupational gender-typing. The 
first criterion is focused on character traits. Assertiveness, 
a willingness to take risks, and independence were 
ascribed to men, while sensitivity to other’s needs, sym-
pathy, and the ability to soothe hurt feelings were attrib-
uted to women.2 The second criterion is related to physical 
capabilities, such as strength and physical endurance for 
men and delicateness for women. The third criterion for 
occupational gender-typing is based on the proportion of 
women to men employed in certain occupations (eg, nur-
sing is dominated by women, while driving positions are 
dominated by men).

In this regard, management positions are strongly 
regarded as masculine.3–6 Schein’s study4 and its 
replications7–9 clearly show that managers are perceived 
as possessing characteristics that are more commonly 
ascribed to men than to women. Additionally, in one of 
the most popular questionnaires for evaluating gender 
roles (Bem Sex Role Inventory),2 most items for evaluat-
ing masculinity fit the personal traits of the perfect man-
ager (eg, self-reliant, defends own beliefs, leadership 
ability, acts as a leader, competitive, ambitious, willing to 
take risks, makes decisions easily, forceful, domi-
nant, etc.).

In addition, manager positions are generally occupied 
by men worldwide, regardless of the country or culture. 
For instance, in the European Union, women account for 
only 36% of people employed in managerial positions.10 

In the USA and Australia, women represent almost 40% of 
all managers.11,12 In Poland, the percentage of women in 
managerial positions is higher (47%), corresponding to the 
third highest rate in the European Union. However, this 
percentage decreases to 21% (average of 27% for EU 
members) for board members and 13% (average of 17% 
for EU members) for senior executives.10

The disproportions between men and women are gen-
erally explained by gender stereotypes and common 
beliefs that men, because of their predispositions, provide 
a better fit for managerial positions.8 However, gender 
stereotypes, by generating negative performance expecta-
tions (descriptive stereotypes) and creating normative stan-
dards (prescriptive stereotypes), can result in limitations to 
career advancement for both men and women.13 As Hyde 
points out, research on gender differences and similarities 
are needed to evaluate if gender stereotypes are even 
accurate, and in the case of a lack of confirmation, to 

implement appropriate policies.14 With regard to sex dif-
ferences in emotions, cognitive processing, and behaviors 
among managers, very few studies have examined the 
extent to which men and women in leadership (…) posi-
tions indeed differ on (…) psychological characteristics 
[p. 221].15 Thus, the aim of the current research was to 
fill this gap and to examine differences between groups of 
male and female managers and non-managers with respect 
to psychological characteristics such as work-related feel-
ings and behaviors.

Literature Review and Hypotheses
Work-Related Feelings and Behaviors
This study considered four emotions, which are commonly 
regarded as basic: fear, anger, dejection (as derived from 
sadness), and happiness.16,17 These four emotions were 
chosen because of their relationships with work- 
associated theoretical constructs. Feelings of anxiety are 
closely linked to stress as one of the most serious problems 
among contemporary employees.18 Prolonged job stress 
may result in burnout syndrome19 and depressive 
disorders,20–24 which are related to emotions such as anxi-
ety or anger.20,21,25–27 In the context of organizational 
environments, anger is a unique emotion caused by an 
inequity of power, conflicting interests among superiors, 
subordinates, and clients, and competition with others for 
positions and better work conditions. According to some 
studies, feelings of anger and anxiety, as well as aggres-
sive behaviors, are related to workaholism.28,29 Positive 
emotions, including happiness, are associated with positive 
work-related constructs such as job satisfaction or work 
engagement.30–32

Emotional states are strictly associated with behaviors 
that are regarded by psychologists as coping strategies or 
styles. According to the classical concept developed by 
Lazarus and Folkman,33 coping strategies can be divided 
into two basic categories: problem-focused (eg, planful 
problem solving) and emotion-focused (eg, distancing, 
escape-avoidance). Some academics regard coping meth-
ods as a style and add the term “avoidance-oriented” to 
task- and emotion-oriented ways of coping, denoting these 
strategies as distinct approaches.34 In this study, we focus 
on work-related behavioral reactions, which are congruent 
with previously studied work-related affective 
states,16,17,35 ie, proactive behaviors (relating to problem- 
focused coping) as associated with positive feelings, 
avoidance behaviors (relating to avoidance coping) as 
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related to anxious feelings, passive behaviors (relating to 
emotion-focused coping) as related to feelings of dejec-
tion, and aggressive behaviors as a result of angry feelings. 
In general, aggressive behaviors are not considered as 
a distinct coping strategy; instead, they are classified as 
emotion-focused behaviors. Aggressiveness was included 
in the current study because of its importance in organiza-
tional settings, its role in managerial positions, and poten-
tial differences between men and women.

Summarizing, affective states and behaviors are asso-
ciated with more complicated work-related constructs, 
such as job satisfaction, work engagement, professional 
burnout, workaholism, job stress, etc., which influence 
occupational wellness29,30 and have organizational 
consequences.18 Therefore, it is worth investigating ante-
cedents and consequences of work-related feelings and 
behaviors and their relations to other factors (eg, sex or 
job position), which helps more accurately understand 
their nature and improve functioning of the individual in 
a workplace. Regarding work-related feelings, we used the 
discrete emotions approach recommended by other 
academics,36 which seemed more useful than 
a dimensional perspective while investigating the role of 
emotions in the workplace.37

For the purposes of the current research, a scale was 
developed to measure work-related behavioral reactions. 
However, statistical analyses revealed only three types of 
work-related behaviors: proactive, avoidance-passive, and 
aggressive. Therefore, this taxonomy of behaviors was 
applied in the current study to verify the proposed hypotheses.

Sex Differences in Terms of Emotions and 
Behaviors
It is commonly believed that men and women differ in their 
experience and expression of emotions. In general, women 
are perceived as more emotional than men, regardless of the 
culture.38,39 However, few studies have verified these 
assumptions. These few works have indicated that com-
pared with males, females more often report negative feel-
ings such as sadness or fear.40 Additionally, women report 
depression and emotions of sadness as more intense and 
long-lasting.41 As sadness is combined with passivity17 and 
anxiety is associated with avoidance reactions,16,35 it can be 
assumed that women demonstrate passive and avoidance 
behaviors to a greater extent than men. Studies have also 
confirmed that women tend to more frequently use emo-
tion-focused coping (including avoidance), while men 

more often employ problem-focused coping;34,42,43 how-
ever, the differences are very small. For sex differences 
concerning anger, study results are inconsistent, and such 
differences between men and women, if they occur, seem to 
depend on the situation.44 However, many findings indicate 
that men and women do not differ in their reported fre-
quency or intensity of anger,40,41,44–46; which appears to be 
contrary to the common belief that men are the more 
aggressive gender. Yet, regarding behaviors arising from 
affective feelings, some studies have confirmed sex differ-
ences in the expression of anger: men express this emotion 
more behaviorally, whereas women express it verbally.40,44 

Focusing on positive feelings, a study by Simon and Nath40 

indicated that, compared with women, men more frequently 
report emotions such as calmness, being at ease, excite-
ment, being overjoyed, and proud. However, no differences 
due to gender were found for feelings of contentment and 
happiness.

In summary, research findings have demonstrated some 
differences in emotional reactions and expressions between 
males and females. Yet, it must be stressed that all of these 
studies have focused on everyday life, without distinctions 
between different areas. The current study is focused only on 
work-related affective states and behaviors. Thus, the results 
may not necessarily overlap with findings from studies 
regarding emotions and behaviors in general. Nevertheless, 
due to a lack of research on the studied subject in an 
organizational context, we formulated hypotheses based on 
conclusions derived from previous studies concerning gen-
eral sex differences in feelings and behavioral reactions:

H1: It is assumed there are differences between working 
men and women in experienced work-related feelings of 
anxiety, dejection, and happiness, as well as aggressive, 
avoidance-passive, and proactive behavior.

H2: It is predicted that work-related feelings of anger do 
not differ between males and females.

Differences Between Managers and 
Non-Managers
Because specific and often very high requirements are 
necessary for a potential candidate to be selected for 
a managerial position, not just anyone can be a manager. 
Thus, it is obvious that employees holding managerial 
positions differ from non-managers in terms of profes-
sional qualities. A large part of this disparity is related to 
psychological characteristics. In general, it can be assumed 
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that as individuals who must face many difficult situations 
and make responsible decisions, managers demonstrate 
higher levels of intra- and interpersonal skills, which are 
associated with affective states and behaviors (see emo-
tional intelligence construct47). This assumption is in 
accordance with Schneider’s attraction–selection–attrition 
theory.48 Schneider states that attraction to the organiza-
tion, selection by it, and attrition from it yield particular 
kinds of persons in an organization (p. 441). His concept 
relates to organizations, but it can be applied to occupa-
tions as well. As he writes further: similar kinds of people 
(in this case, managers) are likely to have similar kinds of 
personalities, are likely to choose to do similar kinds of 
things, and are likely to behave in similar kinds of ways 
(p. 441). Work-related feelings of happiness and construc-
tive behaviors may be regarded as signs of professional 
adaptation, while feelings of anxiety, dejection, and avoid-
ance-passive behaviors denote the opposite. Thus, it can be 
assumed that managers, as a selected group of employees 
exhibiting high qualities, demonstrate a more functional 
profile of work-related emotions and behaviors than non- 
managers.This assumption regarding differences in work- 
related feelings between managers and non-managers is 
also in line with Kemper’s power-status theory of 
emotions.49 According to Kemper, affective states primar-
ily depend on one’s status and power. An increase in one’s 
status and power, which are related to a managerial posi-
tion, makes him or her feel more satisfied, happy, con-
tented, safe, and secure. However, situations in which 
another’s power is excessive (or one’s own power is 
insufficient), as in the case of subordinates such as non- 
managers, may be associated with emotions of fear and 
anxiety. Thus, the following hypothesis was formulated:

H3: In comparison with non-managers, managers demon-
strate lower levels of work-related feelings of dejection 
and anxiety and avoidance-passive behaviors, with higher 
levels of work-related feelings of happiness and construc-
tive behaviors.

For feelings of anger and aggressive behaviors in rela-
tion to managerial positions, formulating a hypothesis is 
more complicated. Unlike sadness and fear, anger is 
regarded as a powerful emotion,45 and those who have 
power can allow themselves to express their emotions 
more freely. Thus, it could be expected that people holding 
managerial positions experience feelings of anger more 
often and/or more intensely and may demonstrate more 
aggressive behaviors than non-managers. In contrast, 

aggressiveness can sometimes be dysfunctional in organi-
zational settings and poorly perceived by subordinates as 
an inability to control one’s own emotions. Moreover, 
managers are a selected group in terms of the psychologi-
cal qualities they use to cope with difficult and stressful 
situations. Therefore, in the face of contradictory premises, 
we did not formulate a hypothesis about differences in 
work-related feelings of anger and aggressive behaviors 
between managers and non-managers.

Differences Between Male and Female 
Managers
Although some believe that different leadership styles 
depend on gender,50 very few studies have examined the 
differences between men and women in terms of profes-
sional qualities in managerial positions. Some of these 
studies do not confirm these assumptions,51 similar to 
studies on psychological characteristics. An extensive 
study by Wille et al15 showed that both male and female 
executives demonstrate similar personality traits. 
Furthermore, it was found that these differences were 
smaller in a group of managers than for non-managers. 
No greater sex differences were observed among Pakistani 
managers regarding emotional intelligence, creative poten-
tial, or job satisfaction in a study by Ahmad & Zadeh.52 

However, women reported higher levels of managing their 
own emotions and openness to change. Studies have also 
shown that female and male leaders do not differ in task 
style (task or interpersonally oriented) or job effectiveness; 
yet, some differences in leadership style have been 
observed.53–55 Nonetheless, managerial positions are held 
by people with high intra- and interpersonal skills and, all 
above, managerial predispositions, by which these people 
are selected. Thus, managers form a rather homogenous 
group in terms of professional competencies. Sex stereo-
types can be a barrier for women, inhibiting them from 
gaining managerial positions. However, those women who 
succeed must demonstrate at least the same competencies 
as men, although these competencies are mostly regarded 
as masculine rather than feminine.15 Regarding emotions 
and behaviors, which can be more complicated entities, the 
authors did not find any studies examining differences 
between male and female managers. Thus, based on stu-
dies confirming a lack of sex differences in psychological 
characteristics among managers, the following hypothesis 
is put forth:
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H4: It is assumed that work-related feelings (anxiety, 
dejection, anger, and happiness) and behaviors (aggres-
sive, passive-avoidance, and proactive) do not differ 
between men and women in managerial positions.

Materials and Methods
Calculations for sample characteristics, correlation ana-
lyses, and statistical features of the measurements were 
performed with IBM SPSS Statistics 24 and AMOS 24. 
Hypothesis testing was conducted using the R 3.6.2 statis-
tical environment.

Sample
The sample consists of 3019 occupationally diverse Polish 
employees, including 63.6% women. Approximately 29% 
were less than 30 years old, almost 34% were 31–40 years 
old, 22% were 41–50 years old, approximately 12% were 
51–60 years old, and 2% were aged over 60 years. The 
major occupational groups included in the sample were 
teachers (19.3%), nurses (11.6%), and managers (10.6%). 
The majority of the sample had been employed at their 
current work place for 3–5 years (20.4%) and in their 
current position for 3–5 years (23.9%). The average 
work experience was 14.8 years (SD = 10.38). 
Participants worked 41.11 hours per week on average 
(SD = 11.59). Approximately 17% of the sample (n = 
503) were employees holding managerial positions, 
regardless of their occupation. Thus, in addition to man-
agers of commercial organizations, headmasters, head 
nurses, directors of departments in the public sector, and 
others were found in that group. For the analysis, assign-
ment to the managerial or non-managerial group was 
based on the self-reports of the participants.

As there can be confusion regarding the use of the 
terms of “sex” and “gender,” it must be stressed that, in 
the current study, “sex” refers to the biological aspects of 
maleness or femaleness.56 Assignment to the male or 
female group was also based on self-reports from the 
participants.

Research Procedure
This study was conducted in 2017 and 2018 in two phases. 
The first phase involved preliminary research to develop 
and test the measures used in phase two. For the hypoth-
esis testing, only data from phase two were used. In both 
phases, the data were gathered by students pursuing MA 
degrees in psychology or management, who were 
instructed on the research methodology and protocol. 

Data for the first phase were collected using the paper- 
and-pencil method, and in the second phase also via the 
Internet (37% of subjects). The only constraint while col-
lecting data was the professional activity of the partici-
pants. The detailed procedures for this research have been 
described previously.57

Measures
Work-related feelings were assessed with the scale of 
work-related affective feelings (WORAF) developed and 
validated by Jaworek, Marek, and Karwowski.57 This 
scale measures four emotions (anxiety, dejection, 
anger, and happiness) in association with work settings. 
The WORAF includes eight items on work-related anxi-
ety (eg, “I am concerned that I won’t be able to meet 
work requirements”), five items on work-related dejec-
tion (“Most work-related activities make me feel sad 
and useless”), four items on work-related anger 
(“Recently, everything related to my work makes me 
angry”), and seven items on work-related happiness (“I 
find my work enjoyable”). Items were scored on 
a 4-point rating scale, ranging from 1 (almost never) 
to 4 (almost always).

Due to a lack of adequate tools for measuring coping 
strategies in an organizational setting, a scale was devel-
oped for the needs of the current work: the work-related 
behaviors scale (WORAB). The procedures used to 
develop this scale are similar to those used for the 
WORAF.57 First, a pool of items was created by 
a team of seven experts. Four types of work-related 
behaviors were distinguished that are congruent with 
work-related affective states: proactive, avoidant, pas-
sive, and aggressive. A pool of 31 items was initially 
chosen for the measurement instrument and tested during 
phase one of the study. To verify the theoretical struc-
ture, a preliminary exploratory factor analysis using the 
principal axes method and oblimin (oblique) rotation was 
conducted. This exploratory analysis revealed six fac-
tors. Three factors that consisted of only one or two 
items loading higher than 0.35 were deleted. Seven 
items were excluded because they did not reach the 
threshold of item-total correlations (< 0.35) in any of 
the factors. Another factor analysis (principal axes 
method with oblimin rotation) revealed a three factor 
solution. Two of the factors overlapped with the theore-
tical structure. One factor consisted of five items primar-
ily assigned to work-related avoidance, and three to 
passive behaviors. To test the factorial validity of the 
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measure, a subsequent confirmatory factor analysis was 
performed during Phase 2 of the study.

The final version of the WORAB consisted of 21 
items that assess three types of behaviors: proactive, 
aggressive, and avoidance-passive. The scale includes 
seven items on work-related proactive behaviors (eg, 
“When problems occur, I tend to think straight and 
clearly”), six items on work-related destructive beha-
viors (eg, “I sometimes throw papers, documents, or 
objects, hit the keyboard, etc.”), and eight items on 
work-related avoidance-passive behaviors (eg, “I pre-
tend to be busy so I won’t have to work on other 
tasks”). The items were scored on a 4-point rating 
scale, ranging from 1 (almost never) to 4 (almost 
always). Details are shown in Table 1.

To assess the internal consistency of the WORAB 
subscales, Cronbach’s alpha was used. The results showed 
good internal consistency for all three subscales, ranging 
from 0.80 to 0.83. Details are shown in Table 2.

Results
Hypothesis testing was conducted using the R 3.6.2 statis-
tical environment.58 We used Bayesian regression analyses 
implemented in the brms package.59,60 This Bayesian 
approach was applied because the distributions of the 
variables were substantially skewed. This method allows 
for a flexible choice of response distribution and provides 
stable parameter estimates, even for complex statistical 
models. For all analyses, we used skew-normal regression 
in which the skewness constitutes an additional parameter 

Table 1 Items and Factor Loading of the Measures in Study 1 (with EFA; n = 297) and Study 2 (with CFA; n = 3019)

Item Wording Study 1* Study 
2**

EFA

1 2 3 CFA

Work-Related Avoidance-Passive Behaviors
I pretend to be busy so I will not have to work on other tasks 0.69 0.74

When difficult situations appear, I tend to act like “I’m not here” 0.67 0.65
Recently, I do not make any decisions at work – I wait to see what will happen 0.61 0.65

If I feel that I have nothing to lose, I would rather spend my time in activities such as gossiping; work will not 

run away

0.58 0.58

When I am facing a wall, I do not care what happens next 0.53 0.67

I do not fight the setbacks that occur at work 0.53 0.53

I try to avoid problematic situations 0.47 0.38
I try to not bring attention to myself in any way 0.46 0.44

Work-Related Proactive Behaviors
When problems occur, I tend to think straight and clearly 0.77 0.71

I solve problems effectively and fast 0.76 0.61

I am effectively handling all my tasks 0.71 0.72
I am capable of overcoming difficulties that I face at work 0.63 0.66

When problems occur, I start analyzing them straight away to solve them 0.60 0.63

I do not have any problems with communicating or solving problems at work 0.58 0.41
Even when under a high workload, I am capable of finding the energy needed for work 0.53 0.72

Work-Related Aggressive Behaviors
I have aggressive thoughts towards my co-workers/supervisors −0.86 0.76

Things happening at work make me mad at my co-workers/supervisors −0.70 0.74

I sometimes throw papers, documents, or objects, hit the keyboard, etc. −0.70 0.69
I say negative things about my co-workers and leadership −0.66 0.67

I shout at my employees and/or co-workers −0.52 0.63
Although I did not previously swear, I have started swearing at work −0.49 0.55

Explained Variance (%) 29.11 12.40 3.91 –

Explained Total Variance (%) 46.22 –

Notes: *Measure of sampling adequacy: Kaiser–Meyer–Okin (KMO = 0.906); Bartlett’s test of sphericity: χ2(210) = 2582.00, p < 0.0001; **Goodness-of-fit indexes for the 
work-related behavior scale: χ2 = 1197.86, df = 186; χ2/df = 6.44; CFI = 0.95; TLI =0.94; IFI = 0.95; RMSEA = 0.04.
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and thus heavy tails are considered in the model. The 
adequacy of the model was verified by posterior predictive 
checks.

In Bayesian statistics, the goal is to estimate the poster-
ior probability distribution of model parameters (eg, 
regression coefficients) by integrating the likelihood with 
the prior probability distribution of the parameter values. 
We used default priors implemented in brms, which are 
weakly informative and do not exert much influence on the 
parameter estimates.59 Parameter inferences were obtained 
by summarizing the posterior distribution with the mean 
and 95% confidence intervals (95% CI). The effect cap-
tured by a parameter was considered statistically signifi-
cant if the corresponding 95% CI excluded zero.61

The analytical procedure was identical for each depen-
dent variable. First, a model with main effects (ME model) 
was fitted to the data, which included the main effects of 
gender and occupation coded with sum-to-zero contrasts 
and age coded as a monotonic predictor. The regression 
coefficients for the gender and occupation were used to 
compare men with women, and managers with non- 
managers, respectively. Next, the interaction of gender 
and occupation was added to the model (INT model) in 
order to test hypothesis H4, and the Bayes factor (BF) in 
favor of the INT model over the ME model was computed 
to determine the significance of the effect. The results are 
presented in Tables 3 and 4 with a precision of two 
decimal points. To evaluate effect sizes, we used 
Bayesian R2.62

The brms package utilizes a sampling procedure to 
approximate posterior distributions implemented in 
STAN language.63 For each reported model, four 
chains were always run in parallel, with 8000 iterations 
in total. The first half of the samples constituted 

a burning period, and every tenth sample was recorded 
from the remaining samples, resulting in 1600 recorded 
samples in total. This sampling procedure was efficient, 
as indicated by a lack of autocorrelations in the chains, 
good convergence of the chains (ie, R-hats < 1.01), and 
visual inspection of the chains and posterior 
distributions.61

Work-Related Feelings
First, we determined whether gender or occupation differ-
entiated responses to work-related feeling variables. We 
did not find any significant effects for these two factors, as 
indicated by nonsignificant regression coefficients for gen-
der and occupation and R2 values close to zero for both the 
ME and INT models. Next, work-related feelings for the 
anger dimension were investigated. Again, we did not 
observe any statistically significant effects. Similarly, we 
did not observe any significant effects of gender or occu-
pation on the dimension of work-related feelings of 
dejection.

For the model with work-related feelings of happiness 
as a dependent variable only, some small yet significant 
effects were observed. Managers exhibited slightly higher 
positive feelings related to work than non-managers. 
Details are shown in Figure 1.

In addition, a weak yet significant effect was noted for 
the control predictor age. Older employees tended to be 
happier at work than younger employees. Details are 
shown in Table 3.

Work-Related Behaviors
For the work-related passive-avoidance behavior 
dimension, we observed a very small yet statistically 
significant effect of occupation. Non-managers 

Table 2 Means, Standard Deviations, Cronbach’s Alpha, and Intercorrelations Among Subscales

Work-Related 1 2 3 4 5 6 7

1.Feelings of happiness -
2.Feelings of anxiety −0.44** -

3.Feelings of dejection −0.49** 0.68** -

4.Feelings of anger −0.48** 0.69** 0.62** -
5.Proactive behavior 0.45** −0.30** −0.27** −0.18** -

6.Aggressive behavior −0.32** 0.59** 0.58** 0.62** −0.22** -

7.Avoidance-passive behavior −0.31** 0.53** 0.56** 0.48** −0.33** 0.62** -
1.Cronbach’s alpha 0.88 0.88 0.80 0.80 0.81 0.83 0.80

2.M 2.67 1.75 1.60 1.87 3.00 1.56 1.75
3.SD 0.66 0.59 0.58 0.60 0.58 0.56 0.53

Note: **p < 0.01.
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exhibited a slightly higher level of work-related avoid-
ance-passive behaviors than managers. Details are 
shown in Figure 2.

We also observed a weak effect of occupation on the 
work-related proactive behavior dimension. Managers 
tended to be more proactive at work than non-managers. 
(Figure 3).

Finally, we did not observe a significant effect of sex or 
occupation on work-related aggressive behaviors. Details 
are shown in Table 4.

Discussion
The aim of the current study was to verify hypotheses 
regarding differences in work-related emotions and beha-
viors between males and females (H1 and H2), managers 
and non-managers (H3), and male and female managers 
(H4). Hypothesis H1 was not confirmed at all, hypotheses 
H2 and H4 were fully supported, and hypothesis H3 was 
partially confirmed.

No differences were observed between women and 
men in the overall group of working people. These results 

Table 4 Results of Skew-Normal Regression with Work-Related Avoidance-Passive, Proactive, and Aggressive Behaviors as 
Dependent Variables

Dependent Variable Work-Related Behaviors

Avoidance-Passive Proactive Aggressive

Parameter M SE 95% CI M SE 95% CI M SE 95% CI

LI UI LI UI LI UI

β Intercept 1.66 0.01 1.64 1.69 3.08 0.02 3.05 3.11 1.57 0.01 1.56 1.59
Sex 0 0.01 −0.02 0.02 0 0.01 −0.03 0.03 0 0 0 0.01

Position 0.07 0.01 0.05 0.09 −0.13 0.01 −0.16 −0.11 0 0 −0.01 0.01
Sex: Position 0 0.01 −0.01 0.02 0 0.01 −0.03 0.02 0 0 −0.01 0.01

Age 0.02 0.01 0 0.03 0.02 0.01 0 0.04 0 0 0 0

σ 0.51 0.01 0.49 0.52 0.56 0.01 0.55 0.58 0.46 0.01 0.45 0.47

α 7.43 0.77 6.12 9.12 −1.79 0.16 −2.12 −1.47 37.96 2.42 33.32 42.71

R2 ME 0.011 0.003 0.006 0.016 0.035 0.006 0.023 0.047 0 0 0 0

R2 INT 0.011 0.003 0.006 0.017 0.035 0.006 0.023 0.048 0 0 0 0

BF −3.76 −3.36 −4.95

Notes:s β – regression weight; σ – residual standard deviation; α – skewness parameter.

Figure 1 Effects of sex and occupation on work-related feelings of happiness. The boxplots present the data distribution. The superimposed points with whiskers present 
estimated marginal means with the 95% CI.
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are partially contrary to those of some studies concerning 
sex differences in emotions and coping strategies.40 

However, it must be stressed that our study focuses only 
on work, not life in general, as previously mentioned. Job 
environments might similarly affect workers regardless of 
sex, triggering similar feelings and leading to similar 
behaviors both among women and men.64–66 Yet, work 
also requires some basic predispositions associated with 
feelings and behaviors, which may be considered in the 
recruitment process.

Similarly, no sex differences were observed between 
the groups of managers and non-managers. These findings 
may be contrary to common beliefs regarding sex 

differences among individuals holding managerial posi-
tions, but are in accordance with some studies on psycho-
logical characteristics.15,52 In general, these results show 
that the selection of employees for managerial positions is 
influenced by some qualities, which are needed to practice 
this profession adequately. However, sex does not play 
a role in this respect. The occupation of manager attracts 
specific people with certain psychological characteristics, 
and the best individuals in this regard are chosen in the 
recruitment and selection process. Thus, managers com-
prise a selected group of similar people, with sex playing 
a secondary role here as well as in the overall group of 
workers. These findings are partially inconsistent with 

Figure 2 Effects of sex and occupation on work-related passive-avoidance behaviors. The boxplots present the data distribution. The superimposed points with whiskers 
present estimated marginal means with the 95% CI.

Figure 3 Effects of sex and occupation on work-related proactive behaviors. The boxplots present the data distribution. The superimposed points with whiskers present 
estimated marginal means with the 95% CI.
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Rafaeli and Sutton’s theory concerning the role of emo-
tions in organizational life.67 According to this theory, sex 
(the authors used the term gender) as one of the enduring 
attributes, with societal, occupational and organizational 
norms, influences the emotions expressed by members of 
an organization. While the results of the current study 
concerned felt emotions (not expressed), work-related 
behaviors (the authors even used the term “emotional 
behavior”) can be regarded as a manifestation and/or 
a consequence of work-related feelings. Nonetheless, in 
contrast to the theory outlined by Rafaelli and Sutton, only 
the role of occupational norms, and not sex, was 
confirmed.

Differences were noted only between groups of man-
agers and non-managers. Compared to their subordinates, 
managers demonstrate higher levels of work-related feel-
ings of happiness and proactive behaviors (which may be 
a consequence of positive affect). These results indicate 
that experiencing positive emotional states may be a key to 
achieving occupational success (eg, managerial positions), 
a conclusion supported by other studies. For example, 
previous work has shown that managers are more asser-
tive, extraverted, emotionally stable, and optimistic, and 
display a higher work-drive, agreeableness, customer- 
service orientation, and conscientiousness,15,68 disposi-
tions that can relate to a positive affect. No differences 
were observed in feelings of dejection, anger, or anxiety or 
in aggressive behaviors among managers and non- 
managers, which is contrary to part of hypothesis H2. 
This finding indicates that employees do not differ in 
terms of negative affect and aggressiveness at work, 
regardless of their position in the organization hierarchy. 
The results also show that managers tend to be less passive 
and avoidant; however, this effect was very small. The 
finding of no differences between managers and non- 
managers in negative affect is rather surprising and 
requires further investigation.

The current results are somewhat congruent with the 
affective events theory (AET) proposed by Weiss and 
Cropanzano.69 According to this theory, affective reactions 
leading to work attitudes and affect-driven behaviors 
depend on work events (as a consequence of work envir-
onment features) and dispositions. First, the results of our 
study showed that work-related feelings are associated 
with work-related behaviors. With regard to dispositions, 
the AET proposes that positive and negative affectivity are 
significant factors influencing job satisfaction and work 
behaviors. As mentioned above, managers show a higher 

positive affect compared to representatives of other occu-
pations, which results in increased work-related feelings of 
happiness. On the other hand, a managerial position, 
although demanding, is usually associated with power, 
which relates to more control (ie, work environment fea-
tures in AET). A combination of high job demands and 
control, according to Karasek’s model,70 is a strong pre-
dictor of increased motivation and activity (ie, proactive 
behaviors). As our study did not take into consideration 
the characteristics of organizational settings and personal 
traits, these relationships should be investigated in future 
research.

The obtained results also argument against sex stereo-
types. According to these stereotypes, males, due to psy-
chological predispositions, are a better fit for managerial 
positions. As such stereotypes still exist,71,72 our findings 
argue for the implementation of organizational policies 
based on sex equality. Such policies would increase the 
upward potential of employees, minimize feelings of injus-
tice, and positively influence staff morale.

The observed differences in feelings of happiness and 
proactive behaviors between managers and non-managers 
are also a starting point for further investigations. These 
studies should aim to answer the following questions: How 
does positive affect relate to the management process? Is 
positive affect important for the social (eg, human resource 
management), cognitive (eg, decision-making, optimistic 
thinking) or behavioral (eg, overcoming obstacles, solving 
practical problems) aspects of a managerial job? Answers 
to these questions would allow for a better fit between 
individual managers and specific job tasks. In addition, it 
will be important to discern the characteristics that con-
tribute to increased positive affect among managers, 
including such things as the organizational setting, dispo-
sitions, and the interactions between them. Identification 
of these factors would allow emphasis to be placed on 
these particular features, making those in management 
positions more effective.

Limitations
This study has some limitations. Despite the diversity of 
the sample in terms of occupation, the employment struc-
ture of this study does not fully reflect the employment 
structure in Poland (our study did not include employees 
in fields such as agriculture or mining). Moreover, this 
research was conducted only among Polish employees; 
thus, the results cannot be generalized to other national-
ities. Considering the last criterion of gender-typing by 
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Shinar1 (ie, the proportion of women to men employed in 
certain occupations, and based on statistics concerning the 
presence of women in managerial positions), it must be 
concluded that the position of manager is more or less 
masculine in some countries than in others. According to 
Eurostat,10 the percentage of women in managerial posi-
tions in Poland is 47%, which puts Poland in third place in 
the European Union, together with Slovenia. In many 
countries of Europe, women account for less than a third 
of managers (ie, Cyprus, Germany, Denmark, Italy, 
Cyprus, Belgium, Austria, or Luxembourg). Such dispro-
portions can reflect cultural norms and attitudes toward 
male and female roles in society, which may be associated 
with different results of work-related feelings and beha-
viors among employees compared with the current study. 
Thus, in conclusion, further investigations using samples 
other than Polish employees are recommended.

Conclusions
In summary, the results of the current study show that, in 
terms of work-related feelings and behaviors, there are no 
sex differences among working people. Some differences 
between managers and non-managers were observed. 
Thus, considering the first criterion of occupational gen-
der-typing reported by Shinar1 (see introduction), the 
statement that the occupation of manager is definitely 
masculine is not true, as indicated by the results of this 
study. Of course, as part of the professional competencies 
demonstrated by managers, psychological characteristics 
are not solely manifested as examined feelings and beha-
viors. However, as other studies have confirmed, there are 
no differences between male and female managers with 
respect to psychological characteristics;15 rather, these 
characteristics have a stronger association with occupation 
than sex. Thus, the idea of think manager – think male73 

may not reflect reality.
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