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Agenda

1. A Brief Introduction – Who is Sambells?

2. Some Background about Leadership and Management

3. Self Awareness

4. Covey and Tuckman

5. Bad Examples…. 

6. My Learnings…. 

7. Other thoughts….
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Who is Sambells?

 Civil engineering graduate - McMaster University 

-1973

 Diverse career experience – municipal engineer, 

salesman, mining industry experience, led EIA’s 

for industrial projects, started-up and managed an 

engineering office, VP Project Operations, VP 

Business Development, Project Director 

(Diamond Project and a Refinery Project), Sr. VP 

and General Manager, entrepreneur (Project 

Consultant) and Lecturer and Engineer-in-

Residence.

 I have worked for many different types of leaders

 I have been a manager and a leader myself
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Does this allow me to understand leadership 

qualities?
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Diavik Diamond Project

Husky Tucker Lake Project

Saudi Aramco Shaybah Project
Petro-Canada SIG Project



Leader vs. Manager

LEADER MANAGER

Has vision Follows the vision

Provides direction Follows Direction

Innovates Administers innovation

Looks outside the organization Looks inside the organization

Sets the work Gets the work done

Brings Change Solves complex problems

Sets standards Effectively uses resources
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Source: Hiral Shah, A Guide to the Engineering Management Body of Knowledge, 3rd Edition, 2012

A rather mundane and  boring comparison – but it’s 

basically correct



Is Leadership and Management 

Different?

 Short answer is Yes!

 To me Leadership is outward (or future) focused and 

Management is inward (day-to-day) focused

 Management basic elements

 Acquiring and directing resources

 Organizing and scheduling activities

 Focusing on the mission

 Coordinating work systems (project) and support systems 

(company)

 Examining yesterday’s performance, undertaking today’s 

activities and evaluating tomorrow’s needs
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Source: Hiral Shah, A Guide to the Engineering Management Body of Knowledge, 3rd Edition, 2012



Is Leadership and Management 

Different?

 Leadership elements:

 Establishing the vision of what the organization is striving to be

 Setting the values and principles of the organization and 

leading by example

 Focusing on the future

 Giving credit and recognizing contributions by others

 Enabling the organization to make decisions and contributions

Leadership: You lead others, manage yourself

Leadership: Influencing people to reach the objectives
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Source: Hiral Shah, A Guide to the Engineering Management Body of Knowledge, 3rd Edition, 2012



Where are you as a Leader?

 Before you can lead maybe its best to evaluate yourself as a 
leader.

 Consider self-awareness, peer feedback, superior feedback 
even formal 360-degree assessments 

 Determine your preferences, leadership and learning styles, 
biases, character strengths

 Evaluate your strengths and weaknesses are and what areas 
you would like to develop more fully

Current Self → Ideal Self

 Harvard has some Implicit Association Tests (IAT) – examines 
strength or your preferences in many areas – interesting to take 
– implicit.harvard.edu/implicit/
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Some Questions?

Predispositions

1. What is your 

predisposition to 

different races, 

religions, gender,  

sexual orientation?

2. People from 

different academic 

or technical 

discipline or other 

professions?
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Interaction with 
Others

1. Do you keep your 
ideas to yourself?

2. Do you prefer to 
work alone?

3. Do you tend to 
delegate 
everything?

4. Do you tend to 
micromanage?

5. Do you seek 
consensus on 
decisions?

People in General

1. Do you believe 
people are 
inherently good?

2. Do you believe 
people are 
inherently bad?

3. Do you believe you 
must motivate 
people through 
rewards and 
punishments?

4. To get it done right 
do you believe you 
must give explicit 
instructions?



So did you answer the questions?

 It simply is a mechanism to start your self examination

 You need to focus on the issues that prevent you from 

achieving progress

 Your own evaluation is a start but feedback from 

others and 360 degree is better (this can be an eye-

opener)

 Look to outside sources to evaluate your style
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Myers-Briggs is one way…

11



Five Factor Model – OCEAN (or CANOE)
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Inventive/Curious vs. 

Consistent/cautious

Efficient/organized vs. 

Easy-going/careless

Outgoing/energetic vs. 

solitary/reserved

Friendly/Compassionate vs.

Challenging/detached

Sensitive/nervous vs. 

Secure/confident



What about Management or 

Leadership Research?

 It’s plentiful.

 It’s sometimes confusing.

 It’s complicated (but doesn’t need to be).

 There are numerous models or styles to choose.

 What is right for you?
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Covey – one of my favourites
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The Seven Habits of 

Highly Effective People
is a book written by Steven 

Covey, first published in 1989. 

Each chapter in the book is 

titled for the habit it discusses 

in detail. In summary, the 

seven habits are:



Tuckman’s Model – Another favourite

 Forming – interest more in the personal characteristics 

than actually performing the task – who has status, who 

fits in where, who has what skills – best you can do as a 

leader is to recognize the dynamics and clarify the roles 

and communicate

 Storming – enter a period of conflict, How do I fit in? Do I 

have an ally? Some groups avoid this stage but it comes 

back later when tested – as a leader build consensus, 

openly discuss conflicts any try to eliminate conflict
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Tuckman’s Model (Cont’d)

 Norming – achieved consensus, established norms, 

individual status has been identified and agreed, 

processes agreed to – now leaders need to keep the 

team focused, yet challenge the group but try and share 

the leadership decisions of the group

 Performing – there should be ‘comfort’ within the group, 

independent and creative, leaders can let the group 

perform – but leaders need to keep focus on strategic 

issues and facilitate the group’s current and future work
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Not every team precisely follows 
the patterns but most will pass 
through these stages – for 
leaders it is best to know the 
stages the group is in and react 
accordingly. 



My Own Experiences

Aloof

 An odd description but I did have a boss early in 
my career who was removed from the day-to-day 
management issues.  He appeared from time to 
time to check the ‘pulse’ but assumed the team 
would get the job done

 It provided freedom to execute as you saw fit

 Resolution of conflict was done by the team 
members until…

 Sometimes conflicts festered – issues became 
more complicated than needed – non-resolution 
of issues created tension – problems became 
worse until eventually the leader intervened –
sometimes it was too late
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My Own 

Experiences

Procrastinator

 A final decision was hard to elicit.

 Answer was; We’ll see, Have you thought about 
this?, What did so-and-so think?, I’ll get back to you.

 Procrastination is a decision – it forces other impacts 
to occur resulting in a decision to come forward –
possibly a detrimental result, sometimes it was the 
right thing to do.  “See it all works out in the end…”

 Not the fastest way to proceed, but it achieves a 
result.  However it is demoralizing, frustrating and 
concerning to the team which is trying to move 
forward.

 It makes you question your abilities. 
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My Own Experiences

Non-Confrontational

 Avoids confrontation at all costs, avoids making a final decision 

to avoid confrontation with the unhappy party.

 It frustrates both parties as the situation is not ‘corrected’ or 

‘addressed’.

 ‘Let me get back to you.’ or  ‘It’s not that bad’ was a common 

response.

 It had the appearance that everything was OK, all issues were 

minor.

 Impact created resentment, growing dislike, lack of being heard.
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My Own Experiences

Fear and Dismissiveness

 Managing by encouraging an atmosphere 
of fear.

 You feared your position was in jeopardy.

20

 You could do nothing 

right, hesitation in 

delivering your own 

response for fear of 

retribution.

 It became demoralizing, 

created an atmosphere 

of pleasing the boss (by 

many individuals), don’t 

take forward bad news, 

even hide the problems



My Own Experiences

Micro-Manager

 This boss is more common in the workplace.

 Lack of trust by the boss implying that you can’t 
really see or appreciate the details yourself, 
hence you always need boss’ expertise to solve 
your problems.

 Unable to delegate in the true sense.  You 
cannot manage the activity without fear that ‘he 
or she’ will be overlooking your shoulder at any 
minute.

 It created a demoralizing atmosphere, you 
lacked true ownership of your own work until 
the micromanager reviewed the data.  You 
lacked freedom to take on an initiative. You 
were being second guessed.
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My Own 

Experiences

Demanding (but usually fair)

 I had a boss that was at times very demanding

 You needed to be on the ‘top of your game’. I once told him 

he was like an AK-47 going off.

 It forced you to be prepared – if not, you could look like a 

fool

 He did give you freedom after your rat-tat-tat-tat….session

 Sometimes it was intimidating to many of the staff

 I learned a lot and actually enjoyed the experience
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My Learnings

 Its not a perfect world  - Where’s the challenge if it were?

 People including bosses have other issues they may be 

facing – they have bosses also

 Be Patient

 Stand your ground when you need to but be on firm 

ground when you do

 You can be demanding but not intimidating

 You can delay a decision pending more information but 

sometimes you must make a decision - then do it!
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My Learnings

 Fear never motivated me to do anything nor led me to do 

exceptional things – I did them anyway

 Being involved is necessary but micromanaging will 

cause greater harm than good

 People want to do a good job so let them do that but 

support them so they can succeed

 Listen to be understood

 Adapt – long range plans are now much shorter – the 

pace of change is incredible – “everything is going 

forward in a short time frame” (1)
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Source: John Maxwell, Leader Shift,  Harper Collins, 2019



Some other thoughts…

 Think how technology has changed – Rotary phone, Fax 

machine, portable phone, smart phones to AI – all in my  

lifetime!

 Perhaps at no other time in recent history has adaptability 

been more important than it is now. Adaptability – the 

ability to change (or be changed) to fit new circumstances –

is a crucial skill for leaders, and an important competency in 

emotional intelligence. (Bruna Martinuzzi, The Agile Leader: Adaptability 2017)
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Some other thoughts…

 A 2008 study conducted by the Economist Intelligence 

Unit, entitled Growing Global Executive Talent, showed 

that the top three leadership qualities that will be 

important over the years ahead include: the ability to;

 motivate staff (35 percent); 

 the ability to work well across cultures (34 percent)

 the ability to facilitate change (32 percent). 

 The least important were technical expertise (11 percent)

 and "bringing in the numbers" (10 percent).
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Leadership Perspective

Trained Leaders

 Know how to lead 

 Are liked

 Influence today

 Ask people to follow

 Embrace leadership

 Are trained

 Help People

 Have a career

 Impact a few
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Transformational Leaders

 Know why they lead 

 Are contagious

 Influence today and tomorrow

 Ask people to make a difference

 Embrace the people they lead

 Are trained and transformed

 Help people change

 Have a calling

 Impact many

Source: John Maxwell, Leader Shift, 2019



For the Engineer at University or 

Starting a Career

 Learn about who you are

 What is your style?

 What are you strengths? What can you 
improve to be even better? 

 What are your weaknesses? How can you 
transform this to make it a strength?

 Learn about leadership

 Adopt an approach

 CIP – Continuous Improvement - it’s a 
never ending cycle

 Adapt
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