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Managerial behaviour is a complex topic that any organisation needs to consider and develop awareness about as it has an important impact upon subordinate’s performance, mental health and inability to execute tasks without supervision, nevertheless, upon organisational performance. 
According to Drucker, how a Manager performs and behaves towards its subordinates determines whether the business achieves its objectives or not. Therefore, employee’s performance is a reflection of Managerial Attitude. (Drucker, 2013)
According to the Equality Act 2010, any employee should be treated fairly and lawfully, regardless of Race, Gender, Religion, Beliefs, Sexual Orientation and Age. (Gov.UK, 2020) 
The Act provides guidance and protects individuals against harassment or discrimination in the workplace as employees, unfortunately, have often experienced discrimination. Being victim of discrimination of any sort, may result very disruptive for vulnerable people as it may lead them to not believe in their capabilities and have serious consequences in terms of mental health that may lead to depression. Unfortunately, people victim of discrimination are usually the most vulnerable as they are an easy target for bossy, arrogant and bully individuals.  
It is important to consider that in a particular situation and referring to individual situations and personal experience, even not offensive words may have a bad impact in relation to various implications. 
For Instance, body language or non-verbal implication may lead to misunderstanding that may make a person feel harassed or discriminated. 
This has an important impact for the organisation in terms of both performances and legal action that individuals may wish to undertake as part of their rights. 
It is the Human Resources department of any organisation that develops and sustains practices to protect employee’s rights in order to ensure that any employee is treated fairly in accordance to the law. These measures are applicable in terms of current, past and future employment. For instance, organisations need to ensure that they comply with policies against harassment and discrimination during job interviews as well as upon provision of past references. It is imperative that Managers understand that failure to comply with those policies may result in possible dismissals. 
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People management defines the process of training, developing and providing direction to employees in order to reach personal satisfaction, optimise the workplace production and promote employee’s development and engagement. (Thomson and Thomson, 2002) 
However, observing individual’s actions and reactions may be crucial to identify situations that may stop an employee from reaching objectives and perform at their best. The analysis includes observations of their emotions, work ethics, motivation and personalities. 
Managers following a “control and command” model are less likely to inspire loyalty and productivity. 
Managerial Behaviour may be subject to internal evaluation determined in accordance with a Management Control System. An MCS analyses the performance of a company resources and it may be implemented over departments, teams and tasks. In essence, it monitors performances over the organisation as a whole entity in order to achieve objectives. 
Managerial Behaviour is also subject to the Culture developed by the company. Organisation Culture has a massive impact on individual’s behaviour as it determines the direction the company wishes to follow and how the company wants to be recognised in work and social environments. 
McGregor, sustains that we can identify managers in two styles: authoritarian (referred as Theory X) and Participative (Theory Y).
Theory X approached the model as Managers that tend to micromanage the work done by the team as a result of a feeling that the employee does not enjoy working or because the employee lacks of motivation. 
According to Theory Y contrarily, Managers fully trust their teams and allow team members to take full ownership of projects or daily tasks in compliance with employee’s engagement and the conversion of tasks in challenges (believed to be a motivator). 
Either way, the approach taken will have an important impact on the Manager’s ability to motivate the team. (Heil, McGregor, Bennis and Stephens, 2000)
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Managers may impact employee’s performances in many ways such as providing daily constructive feedback and performance reviews. In many occasions the flexibility of a manager or of the workplace determines individual success with their job role and the overall engagement within the organisation.
Employees are demanding and sometimes Managers may need to evaluate their approaches in accordance with individuals needs. This process will enable them to define strategies that will evaluate individual’s performance, nevertheless design learning plans and evaluate their career prospects. 
In addition, this approach develops a sense of belongings that will benefit the company as employees will be more engaged and more productive. 
Approaching individuals with a professional and empathic attitude encourages communication and coordination between employees that results in a positive environment made of people engaged with the workplace which may allow management to spot opportunities or areas of growth. 
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Individual performance is measured using appropriate Human Resources tools and metrics that implemented within organisations are responsible to ensure that any employee reaches its full potential. The process may allow Human Resources professionals to spot lacking areas and sometimes highlight important individual skills that may be ineffective in a particular department yet crucial in some others (Job Fit). Therefore, the management may decide to move talent from a department to another in accordance with the personal skillset each individual has available.  (Dinnen and Alder, 2017)
Important factor to consider affecting the performance is Employee Absenteeism that may be dictated by job frustration. The job frustration model is usually determined by bad behavioural habits of manager or people hierarchically above that particular employee and the impact is strictly related to each individual personality. (Jain, 2005)
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The performance of an organisation is analysed in relation to its objectives and goals through appropriate frameworks and metrics and it is influenced through many factors. A performance management system allows the company to improve productivity, acquire and retain talent, overcome communication barriers which ultimately results in an improvement of organisational performance. 
Performance Management provides employees a clear model to follow that allows them to monitor, analyse, improve and maintain satisfying processes, nevertheless encourage employees to apply what they’ve learnt in previous jobs or schools. (Cadwell, 2002)
It is stated that, employee’s performance has an important impact upon the overall performance of the organisation. Using appropriate metrics (KPI’s, Balanced Scorecards and MBO’s) the management evaluates the performance and they may wish as well to set internal benchmarks that will be implemented with the current position of the organisation in terms of performance, the “ideal performance” (i.e. obtained in ideal circumstances such as good communication between department, low turnover rates etc) and the projection of the company on the long haul. This process may help management to identify performance lacking areas, therefore, take action, developing and implementing training programs for both essential and advanced essential skills. 
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A team member (usually performing well), not able to keep up with the team in stressful situations, resulting in slowing down the whole team. The Manager had a chat with this individual in front of the rest of team providing harshly feedback and giving warning of dismissal if not improving. The employee reported Manager’s action to Human Resources and left the company the same day. 
In this particular example, unfortunately the Manager did not behave as expected in situations that require both empathy and provision of constructive feedback. To start with, the Manager warned the employee in presence of the whole team, which may have made the employee feel useless and humiliated not able to cope with his task and with the team. Also, instead of providing training plans in order to allow the employee to develop skills to keep up with others and improve the performance of the team as whole, he warned the employee of dismissal which is again “not a good practice”. The manager should have considered a private chat with the employee, providing constructive feedback and best practices to implement his performance and design a training plan to allow the person to professionally grow. Dismissal should have been the last “private” option. Also, the Manager should have been more empathetic and evaluate the possibility that maybe the employee was not performing well due to personal problems. Sometimes, trying to understand and maybe talk privately with a person sets the difference between a Manager that goes after a checklist and objectives to a Manager that “goes beyond” and is able to build a team. The disruptive approach of this Manager may lead other team members to seek for other opportunities as the Manager with his actions advertises a company culture that does care of people left behind. However, the team would have been understandable if the warning would have been handled differently. The company may in future experience high turnover rates as consequence. Human Resources should take action and implement a policy of disciplinary actions and reports that will allow employees to feel protected against offensive behaviours in compliance with regulations, law and company culture. 
In addition, such behavioural actions may lead to serious implications in terms of future talent acquisition and law enforcement measures. (Acas.org.uk, 2020)
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In accordance with the research conducted, it is stated that Managerial Behaviour has important implications upon employee’s and organisations performance. 
McGregor identified two different types of managerial approach. Managers implementing Theory X, develop a very pessimistic idea of their employee and they feel that without micromanaging them the operations may fall apart. The Theory Y, instead, fully trusts employees and empowers them to take ownership of their actions. 
Managers implementing the Theory Y, may achieve sensible advantage in terms of productivity and team achievement as the whole theory develops a sense of community, belonging and a team. It is possible to identify only one relevant downside: some employees won’t be able to perform in complete autonomy. The issue may be solved with appropriate training. 
Many companies are now developing a culture that implements in most ways Theory Y approach as more constructive and sustainable over time. 
Theory Y also, reflects the importance of creating a work environment that offers satisfying and meaningful careers instead of a salary. 
In addition, companies implementing Theory X may face important difficulties in terms of talent acquisition. For instance, millennials, can make significant contribution to the workplace but they are very demanding and those companies do not have the requirements that the new workforce requires. 
In fact, in order to attract the new workforce (Generation Z and Millenials), companies may need to give them a purpose, offer opportunities to grow, develop a company Culture, help them to build their personal brand and update procedures and processes. (Brewer, 2020)
It is important to note that, in the current society it is easy to make money and most millennials do not rely on PAYE as they probably have a multiple source income, therefore, Managers and companies must adapt in order to acquire and retain talent and offer more than a salary. 
Moreover, Managers and Companies implementing Theory Y will be able in the future to acquire good talent and put in place learning and growth plans that will allow them to keep employees. 
Important practices Human Resources may wish to implement are related also to Interview practices: instead of posting job requisitions with long listed job descriptions, a more practical approach could be to film and post videos in which the Manager explains the most important duties and skills required. Also, instead of going through a list of questions, interviewers may wish to have an open conversation with the perspective employee and hit important questions relevant for job role.   
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