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Abstract: 
Current "performance-oriented" management practice cannot see day-to-day management 
issues in a broader context. In many organizations, there can be seen an obvious worry or 
unwillingness of many managers to apply combinations of different leadership styles to deal 
with both the unique and routine management challenges of the organization and its people. 
The article aims to discuss management skills and leadership styles important for the success 
of managers and to provide an opportunity to better understand the need for systematic 
learning and development to achieve desired changes in managers’ attitudes and behavior. 
The article is based on the analysis of scientific texts related to the behaviors and actions of 
managers and also on personal experience and observation of management practice. 
The article presents general theoretical and practical management and leadership concepts in 
both traditional and nontraditional contexts. 
 
 
Introduction 
 
People should strive to live their lives mostly like a joyful dance (Hay, 2007), which also 
applies to managers and their leadership practice, who should – just like therapists – "learn to 
dance" with the people who they lead (see Corey, 2006). In this context, the essence of 
a manager's role is a seemingly "simple" finding of a symbolic balance between reward and 
punishment (Hunter, 2013). However, this is exactly what many managers across various 
organizations will never succeed in. So, what's the problem? 
 
When looking for an answer to a mentioned question, it is possible to start from a general 
challenge of leadership, namely how to lead people to achieve desired performance and at 
the same time how to build functional relationships between people at the workplace, 
especially between superiors and subordinates, but also between co-workers and other 
stakeholders. This challenge is being addressed by many researchers and practitioners from 
various fields around the world. The fundamental premise is the key idea of personnel 
management that "efficient management requires effective leadership" (Armstrong & 
Stephens, 2008) because management is mainly about managing and leading people (Šikýř, 
2016). 
 
A new perspective on managing and leading people relies on concepts such as "versatile 
leadership" by Robert E. Kaplan and Robert B. Kaiser, which emphasizes the importance of 
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self-development and self-knowledge of managers at all levels of the organization (Pavlica, 
Jarošová, & Kaiser, 2015). Self-knowledge helps people to know their abilities, values, 
strengths, and weaknesses and thus understand their life roles and priorities (Košťálová, 
Cudlínová, & Němcová, 2018). The issue of self-knowledge is addressed not only in 
traditional scientific disciplines, such as psychology, philosophy, or pedagogy but 
increasingly also in other disciplines, such as management and leadership. As a result, more 
and more managers are realizing the importance of investing their time and effort in the 
development of their management skills in managing and leading people. However, 
improving these skills is a long way to go and requires continuous improvement in 
incremental steps with the support of the entire organization (Straková, Pártlová, & Váchal, 
2017). Nevertheless, the responsibility for their development remains with individual 
managers, who need both practical experience and theoretical concepts, which will help them 
successfully find the right way ahead. 
 
Based on the analysis of scientific texts related to the behaviors and actions of managers and 
also on personal experience and observation of management practice, the article discusses 
management skills and leadership styles important for the success of managers and provides 
an opportunity to better understand the need for systematic learning and development to 
achieve desired changes in managers’ attitudes and behavior. The analysis of prevalent 
management skills and leadership styles is presented in the form of eight notes on general 
theoretical and practical management and leadership concepts discussed in traditional and less 
common contexts. The ideas of these concepts should encourage present and future managers 
to think about their leadership styles and develop their management skills to find a suitable 
leadership style depending on the current situation. 
 
Note One: Learning to Dance with People 
 
Changing one's approach to managing and leading people requires learning to see things in a 
broader context and not being afraid to use novel techniques. This leads back to the initial 
idea of "learning to dance with people" and realizing the "power" of human interaction. Dance 
is not only physical activity or a professional art, but also a more or less free personal show, 
thanks to which dancers have the opportunity to express their feelings and thoughts. In 
addition, dancing, as a natural team activity, requires a certain mutual trust between the dance 
partners. A similar mutual trust is required for cooperation between team members and 
especially cooperation between team members and team leaders. This can be a problem 
because natural trust between people does not have to be great and can be negatively affected 
by previous experiences (Vavroň, 2014). The natural distrust among people then increases in 
extreme situations, such as the covid-19 pandemic, when interpersonal relationships go 
through a demanding test and when real characters are revealed (Lesáková, 2021). In this 
context, it should be recalled that mutual trust is important for the development of effective 
relations in all human activities, but especially at the workplace, where people communicate 
and cooperate on achieving mutually shared goals. Striving to build good working relations 
based on the idea of "mutual dance" should be a priority, especially in performance-oriented 
organizations where there is a strong competitive spirit. Managers should learn to use various 
leadership styles according to the current situation. 
 
Note Two: Using a Suitable Leadership Style 
 
Just like any other radical change, a change in the leadership style requires first a reflection on 
the current manager’s behaviors and actions and an awareness of both strengths and 
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weaknesses. One of the most challenging tasks of managing and leading people is to 
recognize in which situations the application of a specific leadership style is efficient. A 
management decision about an efficient leadership style in a specific situation is associated 
with a manager's "mental model" of leadership, and traditionally a manager can choose from a 
combination of four leadership styles: directive, bureaucratic, democratic, or liberal (Košťan, 
Bělohlávek, & Šuleř, 2006). The problem in decision-making occurs when managers begin to 
realize that for more efficient leadership, they must reflect the individual reactions of team 
members as well as the entire team. The problem for many managers is that their behaviors 
and actions must focus on both the performance of the people and the performance of the 
organization. In this situation, finding an efficient leadership style becomes a real challenge. 
Managers' attempts to find a balance between people and organizations are aimed at finding 
"win-win" solutions that benefit all participants (Plamínek, 2011). Intentional looking for 
"win-win" solutions and applying them in practice to meet the needs of both the organization 
and workers allows managers to achieve optimal results. However, it requires systematically 
improving relations between superiors and subordinates. 
 
Note Three: Changing Managers' Behavior 
 
The idea of using various leadership styles according to the current situation requires a change 
in the managers' behavior. Such a change is the responsibility of each manager. Managers 
must learn to use new practices to meet the needs of both the organization and workers. 
However, managers must prepare for the change and their efforts to change must be supported 
by the organization. Each change means "a natural sequence of activities carried out to 
achieve the desired result in objectively given conditions" (Řepa, 2012). A change in a 
manager's behavior requires effective self-knowledge to improve one's abilities and make 
better use of one's potential. To do this, it is necessary to analyze the current behavior in more 
depth, both with the help of oneself and with the help of others. In today's "performance-
oriented" environment, no one can improve without a solid analysis and a deeper 
understanding of what they can do for their success (Pacovský, 2000). The success of the 
organization is based on the individual success of each of its members, especially the 
managers responsible for managing and leading other people to achieve the success of the 
organization. Therefore, it is in the organization's interest to support managers' efforts to make 
any positive changes in their behavior toward finding suitable leadership styles. In particular, 
it is necessary to support the development of managers' soft skills, i.e., their ability to 
communicate and cooperate with subordinates, agree with them on specific, measurable, and 
achievable goals, provide them with regular feedback, or create favorable working conditions 
for them. All this should contribute to the better performance of workers, managers, and the 
organization. 
 
Note Four: Applying Competency-Based Approach 
 
Management theory and practice confirm that people are among the decisive factors in the 
success of an organization. However, there is no clear consensus on what constitutes this 
quality of people in the organization (Armstrong & Taylor, 2014). This quality is usually 
associated with the term "competency" representing skills needed to achieve desired 
performance. These skills are then divided into "hard skills" (technical competencies) and 
"soft skills" (behavioral competencies). And it is these behavioral competencies, which enable 
managers to efficiently communicate, collaborate, and coordinate subordinates at 
the workplace, are essential for successful management and leadership (Kubeš, Kurnický, & 
Spillerová, 2004). The development of these behavioral competencies is important for 
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changing the managers' behavior toward applying suitable leadership styles, which, however, 
is not an easy matter. Conceptual changes in managers' behavior are prevented by dynamic 
and radical changes in the business environment. Managers are constantly facing new 
challenges related to new business models as well as new management practices (Nadella, 
2017). In addition, a behavior change must be preceded by a change in attitudes, but this 
change usually occurs as a result of many years of experience, which makes the change in 
managers' attitudes and behavior a long way to go. Dealing with these facts requires a 
systematic competency-based approach to the development of managers' behavioral 
competencies supported by the organization. Managers must constantly acquire new skills and 
practices reflecting constant changes in the business environment to learn how to respond 
efficiently in different situations using different leadership styles. However, as already 
mentioned, the development of managers' competencies is primarily the responsibility of 
individual managers, which requires adequate motivation. The question, then, is whether 
managers are willing to systematically learn and develop to constantly change their attitudes 
and behavior. 
 
Note Five: Encouraging Managers' Effort to Learn and Change 
 
People are motivated when they expect that an action is likely to lead to the achievement of 
their goals and valued rewards that meet their needs and wants (Armstrong & Taylor, 2014). 
Based on this principle, it can be stated that if an organization needs its managers to 
systematically learn and change due to constant changes in the business environment, it must 
properly motivate them to systematic learning and change. Managers can be motivated by 
their work itself. To be motivated, managers should feel that their work is important and 
challenging and that it provides them with a reasonable degree of autonomy, opportunities to 
grow, and use their knowledge, skills, and abilities. Such work characteristics naturally 
motivate managers to do their best at their work. On the other hand, managers need to be 
stimulated by the organization to perform their work and achieve the desired performance of 
the individuals and teams they lead (Šikýř, 2016). To stimulate managers, the organization 
can use different financial and non-financial rewards, including the opportunity to learn and 
develop. The organization should provide managers with an environment in which managers 
will be encouraged to voluntarily learn and develop. Every manager in the organization 
should be encouraged and allowed to learn and develop their knowledge, skills, and abilities 
(Armstrong & Taylor, 2014). Managers are responsible for managing their learning and 
development, but they need the help and support of the organization. Learning and 
development activities should be competency-related, i.e., designed to help managers to 
acquire and develop the competencies they need to do their work and manage and lead people 
successfully. The result of organized learning and development activities should be positive 
changes in the managers' attitudes and behavior, which could enable them to find suitable 
leadership styles and face upcoming leadership challenges. 
 
Note Six: Dealing with Upcoming Leadership Challenges 
 
Today's world is characterized by many political, economic, social, and technical changes 
often coming unexpectedly and fundamentally affecting individual industries and 
organizations. These changes are also accompanied by significant changes in the labor market 
(Deloitte, 2020), both on the demand side (work arrangement and job requirements) and on 
the supply side (people's attitudes to work and their expectations regarding job opportunities 
and working conditions). The upcoming leadership challenges requiring constant changes in 
managers' attitudes and behavior are mainly related to the diversification of the workforce. 
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At today's workplaces, people of different generations – generation X (1965-1980), 
generation Y or Millennials (1981-1996), or generation Z or Post-Millennials (1997-2012) – 
with different needs and expectations commonly meet (Šafránková & Šikýř, 2017). 
Representatives of the youngest and incoming generation Z naturally cope with life in the 
world of information and communication technologies, but at the same time, they deal more 
with interpersonal relationships and some social issues. At work, they require enough freedom 
and a work-life balance. On the other hand, representatives of older generations often face 
prejudices about their inflexibility and inefficiency, even though they have a wealth of life 
and work experience that they could share with younger co-workers (Cechl, 2021). These 
facts require a sensitive choice of leadership style, depending on the harmonization of 
communication, coordination, and cooperation between people of different generations at the 
workplace. Professional diversity at the workplace is desirable because it allows meeting the 
challenges of changing business environment (Kejhová, 2017). Principally, workers of 
different generations are better able to respond to the needs of different generations of 
customers. And satisfying different generations of customers is the way to sustaining 
prosperity and competitiveness. Diversity at the workplace affects both the performance and 
motivation of workers. To be motivated, workers must be properly managed and lead. And 
this is where choosing a suitable leadership style plays a crucial role. But it also depends on 
the example of the manager. Workers of all generations expect the manager to be a positive 
example of the proper performance of tasks and duties at the workplace. Managers must lead 
by example in continuous learning and improvement to meet the new challenges of the 
changing business environment (Dědina, Šikýř, & Šafránková, 2018). 
 
Note Seven: Leading by Example 
 
The idea of "leading by example" is principally associated with the initial idea of "dancing 
with people". Managers are responsible for achieving the organization's goals through other 
people who are managed and led by managers to perform their work and achieve desired 
performance (Armstrong & Stephens, 2008). This is a fundamental principle of cooperation 
between managers and other people working in and for the organization. The success of this 
collaboration depends on managers who are responsible for other people's productivity 
(Drucker, 2002). Managers must lead by example and show other people the right way to 
achieve shared goals, which is like dancing with other people. This challenge makes 
managing and leading people a very complex discipline that involves finding appropriate 
work patterns and suitable leadership styles depending on the current situation (Kejhová, 
2017). Quality people and their inspiring management and leadership remain the key to the 
success of any organization. People need to understand why and how their work contributes to 
achieving the goals of the organization in and for which they work (Tureckiová, 2007). This is 
the mission of managers, who help other people to do their best at their work. Managers must 
set people their tasks and responsibilities, agree with them on their goals and standards, assess 
their results and provide them with regular feedback, create favorable working conditions and 
motivate them to continuously develop their skills and improve their performance. Such an 
approach by managers to other people will ensure that the lasting success of the organization 
becomes their common goal and that they will strive together to achieve it. In this way, 
managers can also find and bring up their quality followers among other people, which 
reminds the importance of people's learning and development led by managers and supported 
by the organization. 
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Note Eight: Applying Holistic Approach 
 
Managing and leading people to achieve the goals of the organization is a complex issue 
requiring managers to learn to think globally and act locally (Dědina, Šikýř, & Šafránková, 
2018). Managers must see issues of managing and leading people in the broader business 
context of the organization and then search for effective and efficient solutions to specific 
issues of managing and leading people to achieve the organization's goals. In this way, the 
issue of managing and leading people becomes a "free art" that deals with individual people 
and their contribution to the development of organizations (Drucker, 2002). Applying a 
holistic approach to managing and leading people requires thinking about the issues of 
managing and leading people in a broader context, treating people as individuals with unique 
strengths and weaknesses, and letting people do what they are good at by using their strengths 
(Váchová, 2020). And this is again where choosing a suitable leadership style plays a crucial 
role. 
 
 
Conclusion 
 
The article presented and discussed eight notes on general theoretical and practical 
management and leadership concepts to encourage present and future managers to think about 
their leadership styles and develop their management skills to find a suitable leadership style 
depending on the current situation. This seems to be the key to the success of a manager who 
manages and leads other people to do their best at their work. The fundamental idea that 
should help managers improve their work is to learn to dance with people, in other words, 
managers should learn how to lead by example and show other people the right way to 
achieve shared goals. This idea determines all eight discussed notes concerning the work of 
managers, that is learning to dance with people, using a suitable leadership style, changing 
managers' behavior, applying a competency-based approach, encouraging managers' effort to 
learn and change, dealing with upcoming leadership challenges, leading by example, and 
applying a holistic approach.  
 
The choice of eight notes was not entirely coincidental, because the number eight is symbolic 
of the central idea of "dancing with people". The number eight corresponds to the number of 
advancing, hopping, or running steps that form the basis of simple Czech folk dances. So, 
following the example of Czech folk culture, where everything is related to everything, 
everything that takes place in our working lives can also be understood in context and from 
the overall point of view. 
 
In modern times characterized by many political, economic, social, and technical changes 
increasing the uncertainty and complexity of work activities, it is necessary more than before 
to work with people. Planning for the future is difficult, so it is necessary to stay positive, be 
open to changes and make changes as a challenge. This also applies to managers who should 
accept the challenge of change of their attitudes and behavior to improve their abilities and 
make better use of their potential. Managers should constantly develop their knowledge, 
skills, and abilities reflecting constant changes in the business environment and the need to 
learn how to respond effectively and efficiently in different situations using different 
leadership styles. 
 
The eight notes on general theoretical and practical management and leadership concepts 
discussed should encourage managers to think about their leadership styles and develop their 
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management skills to find a suitable leadership style depending on the current situation. These 
eight notes to think about are presented to managers, believing that the number eight is given 
a special meaning in some parts of the world in the sense of "many" or "infinity". The 
decision to follow in the footsteps and use one's eyes on the path to change is up to each 
individual. Similarly, as another use of the finding that in this or that context it is often 
different from the Arabic numeral to its horizontal form, not to mention consideration in the 
future. 
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