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Managerial behaviour is a term used quite often in applied behavioural research. It becomes difficult to define in operational term. Almost all actions or activities of an organism come under the concept behaviour, but for understanding the whole with managers we have to answer two different questions. First, who are the managers, and second what are the relevant indicators of their behaviour. 
A manager has been defined as an individual who can manage persons, controls a business or a person who is capable of organizing other people´s activities. Also, we can say is someone who has distinct status in a business and the terms like executive, senior, manager are often used to denote him or her. On this assignment the researcher is going to try to understand how the behaviour of the above individuals can impact the employee force and the way they achieve their daily tasks. Will be presented some studies the researcher has read to have some references from real life about how the managers spend their working time and which behaviour can bring better outcomes from the staff they are working with. 
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According to (Martinelli, 2001) after a participative research made, with the goal of studying manager behaviour, the report showed that managers spent most of their time listening to their staff worries and talking to them about how to improve at work. Also, we can affirm that most of their daily activities apart from formal meetings, were brief divided, or interrupted, they rarely had as much as half an hour a day alone. This fact has made that managers were exposed to ‘administrative pathologies,’ such as being overloaded with details or neglecting personal inspection tours.
A second type of empirical research is well exemplified by Mintzberg's (1973) study who created a report of the weekly activities of five chief executives in different kinds of organizations. As a result, he classifies 10 managerial roles into three main headings: informational, interpersonal, and decisional. Interpersonal roles include figurehead, leader, and liaison, and also, is a negotiator and spokesperson. However, the key function is the monitoring and dissemination of information, which makes executive managers the nerve center of the organization and, we can add, provides a major basis for their power. Top managers' foremost professional hazard is the danger of dealing with all issues at a superficial level, because of the variety and brevity of their activities.
All these studies, and many similar others, contributed to show the complexity of managerial behavior and, at the same time, the difficulty of identifying what is specific about it. 
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On the other hand, we can also say that managers behaviour is related to job satisfaction which according to Locke (1976) it can be defined as a pleasurable emotional state, resulting from the perception that an individuals job fulfils or allows the fulfilment of one´s important job value, this is to the degree that these values are congruent with an individual´s needs. 
Various studies show that the factors related to job satisfaction of employees include but are not limited to: 
· Wage and overall income
· Social group and work environment 
· Professional group
· Efficiency 
· Relations with co-workers
· Relations with the superior
· Recognition
There is some other authors like (Wijai, Giri, Kumar, 2009) that highlight very often that the role of honesty and openness in building job satisfaction is crucial. Owing to open communication, makes that the employee automatically feels a commitment in the decisions that are made and at the same time, makes the employee take place and see the purpose in sharing their ideas with the managers. All the above, makes the employee feel part of the organization´s development which allows for better and more satisfactory job performance.
Among the studies concerning personality and temperament variables, one should also pay close attention to analyses of the relationship between employee´s self-confidence, conviction about individual´s efficacy, internal feeling of control and emotional stability, and job satisfaction (Judge, Bono, 2001)  
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Since the environmental factors such as corporate culture have significant impact on job satisfaction, one should think how employees learn the culture. For example, when entering an organisation, people do not analyse what they encounter unless they observe something that is clearly contradictory to their values. They make simplifications and choose those aspects of culture that match their idea of the organisation. In consequence, they adapt quickly to a given environment and the values embedded therein, which constitutes a source of integration and confidence ensuring job satisfaction. Thus, at this stage we have an employee with positive attitude both to oneself and to the world. 
The second stage we find in this process is creating subcultures. That means that, at different hierarchical levels there may be different systems of values. That is the reason why, If managers and employees develops different rituals, is going to turn out that communication is not only distorted is also impossible. At the same time, adjusting people´s personality to the company´s personality is so important. Is way much easier for an employee that identifies with the company culture to start work since the process of understanding and learning the effective rules which will impact directly on job satisfaction.
By observing, people are able to copy behaviours, learn how to reach compromise, and adjust their selves to the organisation because the culture automatically limits individuality by imposing a collective dimension of functioning. It is therefore important in the socialisation process that immediate superiors communicate the principles of cooperation, mutual requirements and reinforce positive desired behaviours in the direction of the company´s wellbeing. 
The third stage is an intensive process of building a community of employees. It starts already with the recruitment department where it is particularly important to acquire people with similar values as the company, instead of recruiting those that only are possessing skills. This fact will increase the possibility that people will quickly adjust to the company, which will translate into fast execution of tasks, job satisfaction and in consequence, will contribute to the maintenance of corporate culture which is the identification of any company. 
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On the other hand, managers are the main shapers of organisational environment and they indicate with their attitude and behaviours material, values in a given work environment and model behaviours that are both desired and rewarded in such environment according to ( Kozak, 2007, and Sobek, 2012). A manager builds job satisfaction by setting tasks and communicating success criteria, appreciating, expressing recognition, informing about the work outcomes, making everyday of work meaningful and showing trust by delegating tasks. 
As I mentioned before, a manager is someone able to have many roles like, leader, spokesperson, negotiator, expert, representative, connector. But also, all these roles are expressed with specific behaviours resulting from the competences held by the manager. It should be emphasized that the competences consist of: knowledge, skills, personality traits, values and attitudes according to (Chirkowska- Smolak, 2008)
It is important to highlight on this point that the skills a manager should have include interpersonal ones. According to (Blanchard, 2013) the power of reference resulting from strong relationship with employees due to showing trust, friendship, providing support and understanding. Basic skills in this area are concerning to: provider of information, listening to subordinates and provide feedback to them. When the feedback is positive this reinforces the potential in employees and helps to use it both for themselves and for the success of the organisation. Also, the development of a well-functioning communication system facilitates effective information flow and thus prevents in the organisation cases of oblique statements or vagueness which will contribute to effective day to day functioning and execution of settled goals. 
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	Conceptual Categories of Work Environment
	Scales for Assessing Perceptions of the Work Environment (KEYS-scale)
	Sample Item
	

	Encouragement of creativity
	Organizational encouragement
	People are encouraged to solve problems creatively in this organization
	(+)

	
	Supervisory encouragement
	My supervisor serves as a good working model
	(+)

	
	Work group support
	There is free and open communication within my work group
	(+)

	Autonomy or freedom
	Freedom
	I have the freedom to decide how I am going to carry out my projects
	(+)

	Resources
	Sufficient resources
	Generally, I can get the resources I need for my work
	(+)

	Pressures
	Challenging work
	I feel challenged by the work I am currently doing
	(+)

	
	Workload pressure
	I have too much work to do in too little time
	(−)

	Organizational impediments to creativity
	Organizational impediments
	There are many political problems in this organization
	(−)


Note: (+) indicates stimulants to creativity; (−) indicates obstacles to creativity.
(Table Adapted from Amabile et al., 1996)
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After writing this report the researcher has conclude that is important to highlight the existence of highest levels employee performance depends on an arising intangible energy that exists within each employee, a purposeful energy that is there to make good in the world, to solve problems, to innovate and to improve or preserve people´s quality of life. However, the recommendations for any company to have a good manager that impacts on a positive way on employees are the following: 
· The manager should be an ambassador of the company´s culture. Someone that posses the values of the company and also encourage others to follow it.  
· Strong and clear company´s culture were the values are daily practised and unbreakable
· Strong and open communication within the fellow individuals working with him to develop a way of work where everyone is participating on the well-being of the company and the achievement of settled goals. 
· Find the tools that increase job satisfaction within the employees. As more satisfaction the better the work performance and at the same time, the happier the customers will be with the service or product provided. 
· Recruitment of people with a very high connection with the company´s values to increase the possibility of a instant match. As the researcher mentioned on the above conclusion, is crucial to find the people that vibrates with the same energy as the company.
· Organizational encouragement increase creativity on the work environment which allows to the employees innovate with new products or improve the ones that have been already created.
· It is important that the managers know that making use of delegation of tasks will develop the opportunity for the individuals to have higher standards of self-moral development and try always make the best job in order to get more delegation and step up on the company.
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