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1.6 The engagement-
empowerment link  

 
How you manage is quite possibly your most powerful tool 
for engaging your people.  In this lesson, we will: 
 

• Examine the key characteristics of managers who engage and those who 
disengage 

 
• Reveal the link between the levels of your staff engagement and your own 

self-empowerment (model - doer to multiplier) 
 

• How your thinking influences your style, and how that influences how you 
lead and the impact it has on your people. 

 
 

1.6.1 The most and least engaging manager 
 
The following table sets out the key dimensions, and how engaging managers 
operate with respect to each dimension compared to disengaging managers. 
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Activity: 
 

• Think back over the managers you have worked for.  Remember those who 
go the very best out of you – when you felt really engaged in your work.  
What were they like? how did they behave?  Can you see their 
characteristics on the left side of this matrix?   

• Now do the same for the managers who completely disengaged you.   
• What else could you add?   
• Now be honest, which sides of the table do you fall on and under what 

circumstances? 
 

1.6.2 The engagement-empowerment link 
 
There is a direct link between the levels of engagement of staff and how 
empowering their manager it.  The more controlling a manager, the less 
empowering they are, and the less engagement they inspire.   
How engaged your people are is a direct result of how empowering you are! 
How engaged your people are has a direct impact on their performance, your 
team’s performance and of course your performance!!!! 
 
Us nurses and midwives are great ‘doers’. And because of that we are often 
promoted because we work hard, we get stuff done, and that we are expert 
clinicians - we are really good at the clinical work - people respect us for that and so 
when we are promoted - we often feel like we have to keep doing - and this is our 
comfort zone.  So, we might have a tendency to think we just have to keep doing 
more and more - just at a higher, more visible level, right? 
 
But the problem is, according to the prevailing evidence, people who are skilled 
and perform complex work - like clinicians - are motivated by purpose, mastery and 
autonomy.  They have the skills to do the job.  They don't need you to tell them how.   
In fact, if you insist on telling them how to do their work, you will actually diminish 
their engagement and motivation - or worse - they will out and out resist you.    
 
In either case, if you are a doer or a controller, you get push back, resistance, 
overwhelmed and stressed out.  How engaged your people are is a direct result of 
how empowering you are!  
 
How engaged your people are has a direct impact on their performance, your 
team’s performance and of course your performance!!!!   
 
If your people are fully engaged, work gets done in the way you want it to - with less 
stress - and things don't go wrong - and if they do, your staff – using their initiative - 
pick these problems up and fixed them immediately!!! 
 
The following diagram illustrates the potential nurses have to increase or diminish the 
engagement of their team, depending on how empowering they are.  In the new 
world, managers need to add value in a way that multiplies the capacity of their 
team, rather than simply controlling what they do.  The role of manager is more 
about empowering and enabling, than controlling and takes a different skill set and 
mindset. 
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From Doer to Controller 
What causes managers to be doers or controllers and how do they impact on those 
around them? 

  

From Manager to Enabler 
What causes managers to be doers or controllers and how do they impact on those 
around them? 

Why is being a manager not as engaging as being an enabler? 

 

The Multiplier 
What is the difference between being an enabler and becoming a multiplier?   

 
Activity: 

• Where are you right now along this curve? 
 
 

• What might be keeping you there? 
 
 
 
 


