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[bookmark: _Toc38239354]Introduction
The organizational management is the core of organizational development and sustainability. The managerial behaviors decide the culture and value of the organization; managerial behavior is the will of an organization to continue the procedures in a set direction (McShane, Olekalns, Newman and Martin, 2018). The development of positive managerial skills is important to maintain the organizational value. A manager should develop a communication system with the employees to stay up to date with the information. Communication is the lifeline of any organization and managers are the person who decides the communication methods (McShane, Olekalns, Newman and Martin, 2018). The management style of the manager is based on its behavior; management styles are of different types including democratic, persuasive, laissez-faire, management by walking around, consultative and autocratic (McShane, Olekalns, Newman and Martin, 2018). The organizational culture and values are defined by the managerial behavior and style of management. The organizational structure, function, and design is based on the leadership intent to guide the employees to achieve the set goals (McShane, Olekalns, Newman and Martin, 2018). The organizational structure and functions are developed by the managers, and they impact the organizational development and sustainability (McShane, Olekalns, Newman and Martin, 2018). The present study is aimed to evaluate managerial behaviors and their impact on organizational development. The study explores the literature guiding the organizational culture, values, design, structure, function and leadership values.  
[bookmark: _Toc38239355]Organizational Culture and Values
The organizational culture is the values, philosophy, ideology, rituals, norms, and symbols that influence organizational performance (McShane, Olekalns, Newman and Martin, 2018). The organizational culture is what identifies an organization, which promotes a sense of belonging among its members, professing the same values, language, rules, beliefs, and norms (McShane, Olekalns, Newman and Martin, 2018). Organizational culture is learned and is a response to the environment, through its adaptation to the different situations that arise, since companies cannot control the external environment, but they do adapt, being the organizational culture a mechanism they use for it. The organizational culture can be a very important tool that allows managers to adapt to the constant changes that occur outside of it. Regarding the study of organizational culture, a fundamental contribution is a theoretical model proposed by Quinn and Rohrbaugh, which is called the Competing Values ​​Approach, which is used to typify organizational culture; the existence of four types of organizational cultures is proposed: adhocratic, market, clan and hierarchical (Felipe, Roldán and Leal-Rodríguez, 2017). Regarding organizational values, “the cognitive representations of universal needs that are manifested through transitional goals that are organized hierarchically and are presented in the workplace context (Wood et al., 2016)." The organizational values ​​are instruments that support the integration of a culture because by having a better apprehension of these, greater solidity of the organizational culture itself is obtained (Felipe, Roldán and Leal-Rodríguez, 2017). On the other hand, in an organization, it is possible to speak of the existence of a common culture at the moment when the values ​​are shared by a large number of its members, which allows them to act uniformly, regardless of the situation (Felipe, Roldán and Leal-Rodríguez, 2017). The managers are bound to integrate the strategies for the uniformity of organizational behavior and culture. 
Some of the mechanisms to maintain the organizational culture are:
· Development of format organizational statements including organizational charts, organizational objectives and aims, creeds, material for operations, socialization and organizational mission. 
· Design of organizational facilities including buildings, furniture, and offices. 
· Leadership advice regarding procedural management and training. 
· System for promotion, recognition, and awards. 
· Organizational systems and procedures.
[bookmark: _Toc38239356]Organizational Designs and Functions
Organizational design is a process, where managers make decisions and draw strategies, where members of the organization put that strategy into practice (Wood et al., 2016). The knowledge of organizational design has been evolving. Initially, organizational design processes revolved around the internal workings of an organization. Little by little, the "outer world" part of the organizational design equation has increasingly captured the attention of managers (James, 2017). The fundamental objectives of organizational design are:
The organizational design define, propose and document a new structure that allows a rational and efficient relationship between available resources (human, financial and technological), and the roles, responsibilities, internal and external relationships of each of the dependencies, to establish an organization following the objectives for which it was created and which allows achieving the vision that has been established (Worren, 2016). Following are the benefits of the organizational design:
· Focus the organization on its business strategy.
· Improve the quality and reduce the times for carrying out and reviewing processes, sub-processes, and activities.
· Increase the satisfaction of internal and external customers with more expedited and controlled processes.
· Integrate multiple disciplines to produce comprehensive business solutions.
· Use the acquired knowledge, trying to obtain greater efficiency.
Four fundamental stages in the evolution of the Organizational Design construct can be identified:
· Classic approach
· Technological approach to tasks
· Environmental focus
· Size reduction.
Organizational design is a process that involves decisions on six key aspects:
· Specialization process (division of labor)
· Departmentalization (grouping of tasks)
· Chain of command (continuous line of authority)
· Extent of control (how many employees depend directly on each manager)
· Centralization / decentralization (concentration decision - making)
· Formalization (standardized work)
[bookmark: _Toc38239357]Organizational Structure
The organizational structure can be defined as “the set of functions and relationships that formally determine the missions that each unit of the organization must fulfill and the modes of collaboration between these units, with coordination mechanisms that guarantee coherence and the convergence of different actions (Nedelko and Potocan, 2019). A certain power is delegated to each unit to carry out its mission. The organizational structure does not constitute the simple graphic representation that is made with its organization chart, but rather constitutes a network of functions and relationships conveniently arranged and formalized through which vital activity occurs of organizations (Nedelko and Potocan, 2019). The organizational structure is designed by the managers; the analysis and the design of an organizational structure is a process of extraordinary complexity that must consider several factors and conditioning factors so that the result allows us to respond to the demands of the substantive processes and support from the reference organization (Nedelko and Potocan, 2019).
In every organization, there is a set of relationships that are expressly established when its structure is designed, and there are also others that have not been formally established (Nedelko and Potocan, 2019). In every organization two types of structures coexist: formal and informal; these approaches are in continuous interrelation, which makes it generally impossible to establish the separation between the two. They coexist and between them, there are continuous interdependencies (Nedelko and Potocan, 2019). Another way the organizational structure is classified is horizontal and vertical; The horizontal form is emphasized due to the benefits it brings to the organization since it helps to reduce the costs associated with the administrative levels and makes decision-making possible (Nedelko and Potocan, 2019).
[bookmark: _Toc38239358]Managerial Behaviors and its Impacts
The managerial behavior is determined by the policies of the and behavioral style. The behavioral approach creates the basis for the classification of leadership styles, in such conditions the effectiveness of a manager determined by its behavior with its subordinates (Worren, 2016). The behavioral approach identifies two main areas in leadership style:
1. The first is characterized by the minimum degree to which the head delegates his authority to his subordinates, the desire to achieve goals at any cost without exerting any or minimum trust in employees.
2. The second is determined by the desire of the leader to achieve goals by creating a business confidence environment in the team.
In the first case, style ranges from authoritarian to liberal, and in the second, from business-oriented to human-centered. There are three classic leadership styles: 
· Authoritarian: style is more dominating, and power is focused on a central point. 
· Democratic: style in contrast to an autocratic one, involves providing subordinates with independence. 
· Neutral or liberal: is an unmistakable leadership style in which managers are bound to follow the instructions from the upper management. 
Different theories address the strategy of the managers to manage the organizational procedures. 
[bookmark: _Toc38239359]Theory of Scientific Administration
The school of scientific administration was started by Frederick W. Taylor (1856-1915), who is considered the father of scientific administration (Browne et al., 2016). Tylor outlines the new responsibilities of management in four principles:
· Planning principle: Substitute improvisation for science through method planning.
· Principle of preparation/planning: scientifically select potential workers and train them in the areas to be performed.
· Control principle: supervise the work to make sure it is carried out by the rules. Keep adequate control of job performance.
· Principle of execution: distribute responsibilities distinctly, scientifically study responsibilities, breaking them down into operations which must be analyzed in direct relation to the machines
[bookmark: _Toc38239360]Systems Theory
The system is a set of elements that are interactable and organized, where the result is greater than the sum of its parts (Browne, Dreitlein, Ha, Manzoni and Mere, 2016). In other words, it is the conception of massive activities with which any organization is managed. In any system, the following aspects must be considered;
· Economic: it has to use limited resources
· Social: it consists of human beings who work for a common purpose
· Technique: they use techniques and technologies to reach their end.
[bookmark: _Toc38239361]Contingency Theory
Contingency theory tells us that everything in the organization has its association with others and nothing is absolute. 
1. Contingent factors: To achieve a better structure in a company you must depend on factors such as technology, size, and environment (Browne et al., 2016).
2. Technology: In every company, there is a technological team (Browne et al., 2016). The most relevant aspects are Complexity: It is related to the type of production process, as well as the product, good or service. Interdependence: The dependency between the different organizational units will influence the decision-making process.
3. Organization size: Organizational size impacts the organizational structure; large organizations have a complex structure with the formal orientation of processes (Browne et al., 2016). Due to the difference in the functions of the organization, it is necessary to seek the greatest possible specialization.
4. Environment: The stability of the environment influences the type of structure; when the organizational environment is predictable, the procedures are seamless, the structure of the organization can be adjusted through centralized command through communication and established procedures (Browne et al., 2016). 
[bookmark: _Toc38239362]Leadership Qualities and its impact on HRM
Leadership behavior is the set motivation for the employees, following are the leadership qualities that are important for the development of teamwork. 
· An effective leader is trustworthy; He has to give confidence, authorize the tasks that have to be done and withdraw so that the team members have enough freedom to carry them out.
· An effective leader is goal-oriented; He bases the actions he assigns to his collaborators on clear and definable objectives, establishes links between specific tasks and objectives (Gill, Gardner, Claeys and Vangronsvelt, 2018). Also, communicate the goals to the people who need to do the job.
· An effective leader is direct; direct communication is effective communication
· An effective leader is understanding; Being understanding means much more than expressing a word of encouragement and patting the shoulder, the role of the leader is to provide his employees with what they need to do an efficient job (Gill et al., 2018).
· To observe is to be aware of what is expressed, but also of what is not expressed in words. A manager must try to see beyond, expanding the gaze.
· An effective leader is enthusiastic; a manager should have a passion to gain success. 
· An effective leader is positive; the job as a leader is not to correct mistakes, find fault, or assess fault, but to achieve productivity goals by helping your employees achieve optimal performance (James, 2017).
· An effective leader is an expert; It is important to equip the managers with the knowledge, behaviors, and skills necessary for the development of own leadership.
· An effective leader is safe; The leader ensures that they understand what any decision involves, that they can communicate their decisions effectively and that employees are willing and able to act on your decisions (Gill et al., 2018). 
· An effective leader is respectful. Respect the people around, their rights as employees and as individuals (Gill et al., 2018). Make employees feel important through the treatment and recognition. 
· An effective leader is clear. Take responsibility and give instructions (James, 2017). 
· Patience, more than a virtue, is a survival skill in the workplace (James, 2017).
[bookmark: _Toc38239363]Conclusion
An effective leader and a manager are the backbone of any project; the success and failure of the project plan is based on the managerial behavior. Managers are responsible for the structuring and functioning of the organization; developed organization always value their employees and managerial behavior is accounted for while evaluating managerial performance. The organizational culture and values are developed by the leadership style of the managers. Communication is the major impacting factor in the business management that devise the managerial role. Effective leadership is bound to effective communication within the organization for a better understanding of the conditions. A manager gives directions to the subordinates to achieve the set goals; a professional manager always helps his team to get things done on time. Leadership qualities are important to be inherited in the managers, so they communicate with the subordinates in a manner and can guide them in the right direction.     
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