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1.7 Your style 
 
 
Our leadership style and whether it is empowering or 
disempowering is largely influenced by an interplay of 
how self-empowered we feel, the assumptions we hold about staff, and our 
orientation to work whether it is task or people focused - or a balance of both.  In this 
lesson, we will:  
 
 

• Examine why our thinking dictates our style 
 

• Reveal the assumptions you hold about staff (Theory X v Y) 
 

• Unpack self-empowerment 
 

• Measure how empowered you are 
 

• Identify strategies to increase your sense of empowerment. 
 
 

1.7.1 Thinking makes it so 
 
Our style is largely a function of how we think.  There is a pattern to the way we think 
which is developed over years, through influence from our parents, our friends, our 
experiences, the culture we live and work in; what was rewarded and what wasn’t. 
In this topic we cover the 2 important equations that will help you make sense of the 
results you achieve - and the responses you get - and the one thing that is in your 
control to change both results and how people respond to you as a manager (and 
in life!). 
Keep these 2 equations in mind: 
 
 

S + T = R 
 
Where ‘S’ is the situation or stimulus; T is how you think about it; and R is how you 
respond and the result you get.  Another way of looking at the relationship between 
how we think, our behaviour and the outcomes we get is captured in the following 
simple equation: 
 

T=B=O 
 
Where ‘t’ = thinking pattern; ‘B’ = behavior (or style); and ‘O’ = outcome. 
 
Your level of engagement was directly influenced by how your managers behaved 
right?  Their behaviour was influenced by what they were 
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thinking.  The good news is that so long as you are aware of how you think at any 
given moment you can decide how you want to respond.  We will explore how you 
might be thinking in the next topic. 
 
Activity: 

• Think back to the exercise on the most engaging and least engaging 
manager you have ever worked for.   Apart from either engaging you or 
disengaging you, what other outcomes did they achieve as a result of their 
behaviours? 

 
 
 

1.7.2 Dimensions of leadership style 
 
As I have said, our style is largely a function of how we think, which is a reflection of 
how we feel about ourselves (empowerment), the assumptions we make about 
those around us (paradigm), and how we habitually approach work, whether we 
focus on the task or people (orientation), or both (our orientation).  This relationship is 
illustrated in the following diagram: 
 

 
 
Keep in mind, highly empowered people are not perfect by any stretch, and they 
know it.  That might be one of their defining characteristics.  They seem to always be 
looking to improve either themselves or something else.  They view feedback on 
their performance as opportunities to improve and grow and not as attacks that 
they need to defend. 
 
So, as you undertake the following self-assessments, notice how you are feeling.  Are 
you feeling bad or good?  Can you just accept it as neither good or bad; just 
interesting information that may help you improve? 
 
Let’s examine each dimension a little more. 
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Self-Empowerment 
 
What is the defining difference between leaders who are self-empowered and 
those who are not?  
 
How do each tend to practice as a manager? 
 
Activity: 
 
To find out how self-empowered you are as a manager, take our short quiz by going 
to: 
 
https://quiz.leadquizzes.com/q/nbJ4O2 
   

• Where would you place the most engaging and the least engaging 
managers on this continuum from empowered, contingent to 
disempowered? 

• What do you plan to do from now on to feel more self-empowered? 
• What can you do to empower others? 
 

 
Paradigm 
 
What is the defining difference between managers who espouse Theory X versus Y?   
 
How do each tend to practice as a manager? 
 
 
Activity: 
 
Think about the assumptions you currently hold about the people you work with and 
complete the following self-assessment. 
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Managers who have a Theory X leaning achieve lower scores.  Those who tend to 
hold with the Theory Y view of motivation have higher scores.   

• How does your paradigm affect how you are managing those around you? 
 
 

• How are they responding to this? 
 
 
 

• If you want a different result, how might you shift your assumptions? 
 
 

• What was the paradigm of the managers who were the most and the least 
engaging?  

 
 
 
Orientation 
 
We tend to have a natural leaning toward task or people. What does this mean? 
 
 
 
 
 
When do we need to be task focused, and when do we need to be people 
focused? 
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Activities: 
 
Think about your own orientation and completed the following self-assessment. 
 

 
 

• How does your orientation affect how you are managing those around you? 
• How are they responding to this? 
• If you want a different result, where might you shift your orientation? 
• What was the orientation of the managers who were the most and the least 

engaging?  
 
 

1.7.6  Becoming more self-empowered 
 
In my book, Laying Bare the Power of You, I unpack the three elements of self-
empowerment, which are: 
 
Congruence - is achieving alignment between your realized self and 
your idealized self. 
 
Conviction - Having conviction that you make a difference, that what you 
think, what you know, and who you are matters 
 
Courage - Taking charge of your life so that it is exactly what you want it to be 
takes courage. Many people do not live their lives to the fullest because it 
requires them to step outside of their comfort zones and take risks. 
 
I also provide strategies you can implement to build your own sense of self-
empowerment – whether you are a manager or not.  Here is what you can do 
immediately to strengthen your own sense of self-empowerment: 
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Clarify: This is about distilling what you are about and what you want to be known 
for. 
 
As a manager, think deeply about the type of leader you want to be known for.  
What are you bringing to this role?  What will be your leadership essence?  Think 
about all of the great leaders you have ever known.  While they might have a few 
things in common, I bet that they were known for and recognised for characteristics 
and strengths that were uniquely them.  This is about finding your unique strengths 
and purpose and being true to those – being authentic.   
 
Act: This is about living your dream by practicing what you preach. In the case of 
your leadership, this means stepping into your power and making a difference.  At 
times, this may be in the face of great resistance.  It might mean confronting 
behaviours, cultures, even structures that disempower and undermine your values 
and mission.  It will be those times when you challenge your team to be more 
person-centred and less task-focused; to be more tolerant of people who hold 
different views and values.  It might be those times when you negotiate for more 
resources or better work conditions for your team.  It will be the times when you hold 
someone to account for their unacceptable behaviour in the very moment it occurs 
– regardless of where they sit in the organisation.    
 
So, it takes courage, strategies and mastery in getting things done, getting people 
on board, and negotiating difficult conversations. 
 
Empower: This is about being empowering—enabling others to find their power.  Yes 
– to empower is empowering!  But you cannot be empowered unless you are 
empowered – it is a virtuous (or viscous circle).  The Clinician 2 Empowered Leader 
will equip you with the mindset, skills and tools to empower others in everything you 
do.   

 
Activity: 
 
What will you commit to doing right now to become more self-empowered? 
 


