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The Only Tool You Can Always Count On 

by Matt Minahan, Ed. D. 

 
 

Saying ―I’m a management consultant,‖ in answer to the ―What do you do?‖ 

question typically generates oohs, aahs, rolled eyes, or knowing nods.  That wide 
range of responses reflects a fairly wide set of practices and roles among those 
of us who call ourselves ―management consultants.‖ 

 
 Some management consultants provide expert advice and content 

knowledge, while others observe a leader’s or group’s processes and 

reflect them back to the client; 
 Some management consultants provide an outwardly grounded 

objective perspective, while others promise to share only their 
personal, subjective interpretations and reactions to what they see; 

 Some management consultants bring industry- or sector-based 

knowledge to the client’s project, while others offer wisdom that 
transcends any one type of organization; and 

 Some management consultants will bring you the answers to your 

problems, while others bring processes and methodologies that will 
help you and your organization discover the right answer for 
yourselves. 

 
No matter where we place ourselves on the dimensions above, and regardless of 
whether we’re a content expert or a process consultant, there is always one tool 

that brings together everything you have to offer your client, and that is how you 
present and use your self  in your work.   
 

The Use of Self model has 8 dimensions, each with two poles and it is self 
assessing; the results that you get are entirely a function of what you tell 
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yourself about yourself on these dimensions.  All of us carry an unlimited 
capacity for self awareness, as well a quite well developed capacity for self 

deception, so your mileage may vary.  
(Insert Image A about here) 
 

The Dimensions: 
 
 Self Disclosure – This measures how easily you share information about 

yourself and reveal your true feelings and motivations.  Ask yourself:  How 
much of my own true thoughts and feelings do I share with my colleagues 
and clients, and how well does that serve me, given the situation and the 
work that I’m doing? 

 Comfort with Conflict – This measures how you feel about yourself and the 

situation when you are confronted with a situation that has no easy answer.   
Ask yourself:  Am I comfortable or uncomfortable with conflict, and how well 
does that serve me, given the situation and the work that I’m doing?  

 Self Confidence – This measures your own belief in your own capacities.  Ask 
yourself:  Am I confident and self assured, or self-doubting, and how should I 
be, given the situation and the work that I’m doing? 

 Empathy – This measures your capacity to be present to another person in 
their joy and in their pain.  Ask yourself:  Am I emotionally available and 
empathic, or emotionally distant and unavailable, and how should I be, given 
the situation and the work that I’m doing?  

 Interpersonal boundaries – This measures how you hold your personal and 
professional boundaries, both with clients and colleagues.  Ask yourself, to 
what extent are my boundaries easy or difficult to penetrate, and what 
should they be, given the situation and the work that I’m doing?  

 Competence – This measures how well you do your job and how effective 

you are getting the results that you seek; it should not be confused with the 
Confidence variable, which is how well you think you do your job.  Ask 
yourself, to what extent are you reliably getting the kinds of outcomes and 
results from your projects and group level interventions, given the situations 
that you are in and the work that you are doing? 

 Intervention Style – This measures how high engaged you are in the project 
and project team meetings.  Ask yourself, do I have one preferred style, and 
if so, what is it?  Am I mostly active and engaged in my intervention style, or 
passive and restrained, and under what conditions do I chose one style or the 
other? 

 Self Awareness – This measures who tuned in you are to yourself and your 

own actions, reactions, and motives when you’re working with a client.  Ask 
yourself, how much of my work time, and my non work time, do I spend in 
the study of my self, my motivations, and my complexity?  Would I say that 
my knowledge and awareness about myself is a lot the same as it’s always 
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been, or is it high and growing, with an every deepening knowledge and 
awareness of my own self, and my wishes, wants, desires, and motivations? 

 
So, in the end, we can have all of the latest gizmos and geegaws, with slides and 
software and graphics and projectors and dazzlingly colorful markers on our wall 

charts . . .  but in the end, the effectiveness of our consulting work is much more 
fundamental than any of those things. 
 

When we’re deeply effective in our consulting work, it’s because we’ve been 
effective at using the best tool in our box, our self.  Hopefully, these eight 

dimensions provide a bit of insight into who you are and what you can do to use 
the best tool at hand, yourself. 
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