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The purpose of this assignment is to outline a given scenario’s analysis, and evaluation of effects that managerial behaviour could have upon different individuals behaviour in an organisation.
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Attracting and retaining talent in organizations has become vital to the survival of businesses in difficult times. It is in extreme conditions that managers are aware that competent and experienced employees are irreplaceable, for the reason that they can withstand overload, be resourceful in solving critical issues and deploy unsuspecting assets, skills and knowledge. And if one talent does not help to increase the productivity of processes and to achieve the business goals of the organization, who else would be more appropriate. However, talents, like any other representative of human capital, are upgraded, developed, and perfected in the work process.
Usually, business executives are not aware of what assumptions they make when trying to manage the behaviour of their associates. They often do not perform well in their efforts to achieve organizational goals. On the other hand, they intuitively feel that the basic humanistic task of management should be to cultivate one's self in the context of organizational development.

One of the most responsible functions of the modern manager is to improve the quality of organizational behaviour in the company. Without the satisfactory quality of the organizational behaviour of the company associates, a company could not last long. The organizational behaviour of the people in the company is complex and multifaceted. It is at the heart of their productivity, at the heart of their efficiency, at the heart of their job satisfaction in the company, and at the heart of their organizational involvement. People's organizational behaviour makes the economy. Organizational behaviour generates profit and guarantees corporate development. Organizational psychology is a science that researches and practically works with the ways in which individuals, groups within the company and the organization as a whole act to create products, services and goods that will be marketed. The psychological "business" of the manager - this is his job in the field of research and optimization of these ways in his company. (John, 1998)
No practicing manager would deal with the problems of surviving and developing a company if he neglected his "psychological business". This is because engaging with the manager's "psychological business" means understanding the specific conditions in which key decisions for the development of the company are made and implemented. Clearly, there is no single right way to manage it. It is also not true that "everything depends on the circumstances." The effective manager is bound by organizational competence and knowledge of the scientific approach to the process of organizational development. Also important are the social sensitivity and psychological intuition, without which serious results in governance cannot be achieved. That is why they should not be neglected.
Traditionally, the hidden part of the company iceberg is not well observed by the company management. Organizational development efforts should focus on both the visible and invisible part of the iceberg. As a rule, corporate development programs are implemented through the formal system of the company, but mainly focus on the processes in the informal system of the company. (Bennett, R., 1997)


[bookmark: _Toc38358640]Effects of managerial behaviour upon individuals within an organisation

The manager works with the needs that are learned. The motives of the people in the organization are primary factors. Some needs are inherent, but most are learned in the process of development and work within the organization. Some of our needs are directly related to the effectiveness of our organizational behaviour - for example, our motivation to succeed. An effective manager offers his or her associates such experiences in the work environment of a company that has a training element. Only in this way can those behaviours that lead to improved job performance be strengthened and enhanced. The manager puts the people in the most appropriate place for them. A key condition for the proper functioning of a company is the degree of correspondence between the personal qualities of the associates and the requirements of their work positions. The way people do a job depends to a large extent on their individual characteristics. The same work is treated differently by different people. The manager engages in a psychological "business" to answer the question: "Who does what?"
The manager realizes that many things in an organization depend on people's perceptions and related mistakes and misconceptions. A typical example is the prejudices and stereotypes that people in the company adhere to when interpreting events and actions. Special responsibility for the possible adverse effects of these errors on the organizational behaviour of employees is the responsibility of the manager. Most experienced managers develop their own approach to preventing these adverse effects by using different methods to work in small groups - training, team event management, group decision making, and more. (Mullins, 2011.)
The manager plays a key role in the training and qualification process of company associates. Appropriate incentives and reinforcements, open communication and teamwork can all contribute to long-term and lasting changes in the organizational behaviour of company associates.

[bookmark: _Toc38358641]Using the power of feedback, recognition and motivation

The activities of an organization, as well as of an individual in society, are based on accepted and internally conceived principles or "rules of the game". Especially when an organization seeks to overcome its competitors and succeed in its quest to secure consumer preference. Each manager should be guided by these principles and by their behaviour formulate and express them to his / her associates, making and implementing managerial decisions for corporate development.
Practice has confirmed that high results are achieved when respect for humanity, its rights, dignity and values ​​are based on the principles of managerial practice.
Occupational and organizational psychology in recent years has seen a trend towards an increasingly frequent and in-depth study of the commitment of company employees to their work. Job satisfaction itself is not everything - the level of employee engagement is equally important. It is it that enables companies and employees to walk the road to success together. The companies manage the business well and the employees are satisfied and consider their work to be satisfactory and complete.
Commitment to work can be defined as a high level of vigour, dedication, enthusiasm and involvement in the performance of duties. An engaged employee is more productive, more attached to the company, experiencing less stress and greater satisfaction with their personal lives. For him or her, work is not a burden, but a new challenge.
As an example, examination has been made on the structure of ‘Medis group’ company, which serves medical marketing in Central and Eastern Europe, that shows that periodic analyses of team performance are important for the development of their competencies. They cover objective and impartial information. The motivational process is another essential condition that influences team performance. Funding and specific needs are not the only motivating factors. Individual expectations, recognition, and the nature of work are internal determinants of motivation.
     By measuring the commitment to the work of company’s employees, it is found that the average value of this index for the employees of the company is 4.81 points (on a scale from 1 to 6). They achieved a very good result, with almost 69% of the company's employees having a high or very high level of engagement. In comparison, the results obtained from several other countries show that this result is reported by an average of 57.7% of employees.
They share that knowing the reasons for lower levels of satisfaction allows companies to eliminate them faster and more efficiently. On the other hand, knowledge of good practices allows them to be transferred to other areas in which they wish to increase satisfaction. According to them, it is important to remember that they all together create a work environment and relationships between employees, which means that each of them can influence them.
‘Medis’ is looking for small gestures that can make their associates' day better, and thus contribute to maintaining a creative atmosphere and good spirit for all employees. At the same time, they try to express their opinions and ideas openly, as communication opens doors and is crucial for the further development of a good working environment.
Each year they measure employees satisfaction and level of awareness in all companies in the ‘Medis Group’ and prepare a plan with appropriate improvement measures, as they want all employees in the companies to feel great. (Compliance & Ethics, 2020)
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1. The management team should try from the very beginning, with the help of their colleagues and associates, to identify the bottlenecks in the business of the company and work out scenarios for solving them. 

2. It is important at the beginning not to strive directly to achieving a positive change in the functioning of the company organism, but to gain authority and involvement among the different levels of staff members. Therefore, they should only engage in those projects that are vital to the company, can be realized, and would bring noticeable market results for everyone in the company without requiring major changes in the work of individual groups and people.

3. It is necessary to immediately grasp what each of their associates is doing and what they think they are capable of. To go on the attack without knowing the conventional and hidden weapons of your own army, means to lead it to defeat.


4. They must clarify from the beginning what are the expectations of the employees towards them, and what are the evaluation criteria and standards for their colleagues and associates, to evaluate their actions and achievements, also the life inside the company and development. 

5. They should not neglect human communication with co-workers and users, which will not only help them to strengthen their skills as an organizer and interlocutor, but will facilitate the process of creating useful business relationships, developing their social competence and optimizing positions in the structure of the company and in the consumer’s mind.

6. [bookmark: _Ref38290215]The constant improvement and training skills are essential to a purposeful manager who is able to consistently achieve the goals set, remembering that the situational specificity of the behaviour is basis for effective management of the company.
                                                                                                                                           (Shonk, 1992)
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Most people strongly want to be positively perceived by their colleagues, leaders and subordinates. they need the trust and cooperation of the people with whom they interact directly. People instinctively look for opportunities to integrate into an effective community. The isolation of a co-worker from the group life, the unexplained feelings and ways of communication, the ineffective feedback in the work teams of the company and in its organization as a whole lead to low productivity, loss of motivation, and energy for solving the tasks. The conclusion is:
 Only the manager, who is sensitive to the processes and quality of the relations in the working groups of the company, is able to consider the decisive factors for ensuring the involvement and effectiveness of each employee. Only those leaders who care about the quality of the work union and the atmosphere of trust, reciprocity and collaboration in work teams can mobilize the potential of their staff to solve problems. In order to achieve optimal performance (maximum results at minimum cost), the formal leaders of a work team should not perform all leadership functions alone in all situations. The members of the working groups of the company should become authorized assistants and deputy leaders, mutually supportive and controlling.
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