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Chal lenges  of  Direc tors  in  Environmental  Consult ing 
& Engineer ing Companies

Many small-to-medium-sized consulting 
companies in Canada are employee or 
management owned.  This means that 

the Board Members are, for the most part, the 
employees of the company. These individuals 
may have little or no experience serving on a 
newly created Board.  In either case, they may 

have difficulty differentiating their role as a Director/Shareholder 
from that of an employee.

CEOs in these organizations may also be challenged due to the 
split of authority they excercise as a CEO and their role of report-
ing to the Board of Directors which is made up of employees who 
are also managers reporting to them operationally.  

Sometimes, consensus building at the Board level becomes prob-
lematic for these organizations when the CEO tables initiatives or 
strategies that are not supported by the managers operationally.  
Directors may have an issue with the CEO and inappropriately 
use the Board setting to impose their views on the CEO.  

It is imperative that in management/employee owned companies, 
the new Directors are educated in their roles and responsibilities, 
their fiduciary accountability and appropriate conduct as Board 
Members. Since the majority of the employees from these organi-
zations may not have any Board experience, it is recommended 
that they receive adequate training prior to serving on the Board.

• Difficulty achieving con-
sensus;

• Unnecessarily long 
Board meetings; 

• Discussion of topics 
which are operational in 
nature and not Board-re-
lated; 

• Lack of communication 
of fiduciary responsi-
bilities of the Board 
Members; 

• Lack of adequate Board 
training (protocol, agen-
das, responsibilities); 
and,

• Lack of understanding of 
the need for Board Com-
mittees such as Audit, 
Governance etc.

In Canada, Board Members 
have a fiduciary responsibility 
to the company; this means 
that the Directors must do 
their best to look after the in-
terest of the company and not 
their individual ownership in 
the company. In the US, Board 
Members’ fiduciary responsi-
bility is to the shareholders. It 
must be recognized that there 
is a certain liability in serving 
on the Board.

It is strongly recommended 
that small-to-medium-sized 
companies in this sector in-
clude non-executive Directors 
(external Board Members) to 
serve on their Board. This will 
provide a much higher level 
of accountability and Board 
Members will benefit from the 
wealth of experience these 
external non-executive Direc-
tors bring to the organization.

Lack of adequate training and 
understanding of what is re-
quired to be a Member of a 
newly formed Board may re-
sult in a dysfunctional Board, 
which will consequently hurt 
the company and its opera-
tions, however, defining re-
sponsibilities will be of benefit 
in all repects.

Faramarz Bogzaran, EP
Managing Partner

Typical issues facing Boards comprised of employees in consulting companies include;



F&M TipI nspir ing the Generat ions :

Ne ve r  b e fo re  h ave  we  e x p e r i e n ce d 
such a wide span of generations in 
the workplace.  There are currently 

five generations working together to meet 
organizational goals and drive success.  With 
each generation having its own set of unique 
motivators and differing values, it’s important to 

recognize what inspires and motivates each group.  To engage each 
generation, what works for one group will not necessarily work for 
the other as briefly outlined in the following:      

Traditionalists – this group is hardworking and formal in their 
work ethic.  They thrive in environments with rules, systems 
and procedures and enjoy routine-based work activities.  KEY 
MOTIVATOR:  Clear expectations set out from the organization.    

Baby Boomers - these folks are dependable and like to create close 
ties with business relationships.  This generation grew up standing up 
for their rights and saw huge societal shifts that ensured fairness and 
equity in the workplace.  They strive to be heard and want to leave a 
lasting mark on their organizations.   KEY MOTIVATOR:  Being coached 
and having clear, defined goals.  They like to be asked for their input 
and experience on projects.  

Gen X’s – these individuals are independent and flourish with 
flexibility in their jobs.  They venture toward more entrepreneurial 
types of work activities and like autonomy.  This group put work-
life balance on the map and it’s one of their biggest priorities.   KEY 
MOTIVATOR:  Generating ideas through working independently.  They 
enjoy multiple tasks but set their own priorities.  

Gen Y’s – this generation is very technologically savvy, confident 
and collaborative.  They grew up in a digital world and work at a very 
fast pace.  This group strives within a team-oriented workplace and 
is accustomed to environments that provide immediate praise.  KEY 
MOTIVATOR:  They like to generate ideas within their network; are 
always looking for opportunities for continuous learning; and, want a 
“coach, less of a boss” type of management style. 

Gen Z’s – this new and coming generation in the workforce has a 
very quick ability to process large amounts of information in a very 
short period of time.  They are also team-oriented, however, like to 
collaborate digitally in both their social and professional lives.  This 
generation is just entering the workforce now and more research is still 
emerging.  KEY MOTIVATOR:  Continuous improvement and borderless 
workplaces (i.e. working from anywhere in the world on multiple and 
varied projects).  

As you can see, each generation has different motivators, values and 
perspectives that need to be embraced in order to inspire success.  A 
one-size-fits-all approach does not always work.  Foster a leadership 
style that encourages all groups to see the bigger picture and how 
they fit in.  Look to create teams within your organization that utilize 
skills from each generation (for example, a lot of “out of the box” type 
ideas may come from the Gen Y’s and if you’re looking to set ideas 
and solutions that align with your organizations current processes/
systems, look to the Traditionalists).  Above all, recognize the differing 
motivators and drivers of each group and adjust accordingly to ensure 
collaboration across all boards.    

Lauren Semancik, CHRP
Senior Associate 
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M&A NewsQ4-2014

• ARC ADIS  (Amsterdam,  Nether lands)  acquired Franz 
Environmental (Mississauga, Ontario)

• SLR Consulting (UK & Canada) acquired Environmental Offshore 
Services (Nelson, New Zealand)

• Stantec (Edmonton Alberta) plans to acquire Dessau (Montreal, 
Quebec)

• Stantec (Edmonton, Alberta) LOI to acquire Penfield & Smith 
(Santa Barbara, California)

• AECOM (Los Angeles, California) acquired URS (San Francisco, 
California

• McElhanney Consulting Services (Vancouver, BC) acquired 
Infinity Engineering Group (North Vancouver, British Columbia

• Vertex Resources Group (Sherwood Park, Canada) acquired 
Nevus Environmental (Edmonton, Alberta

• WSP Global (Montreal, Quebec) is in an agreement to acquire 
Parsons Brinckerhoff (New York, New York)
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Heeding the Lessons of  Fai lure

So m e  c o m p a n i e s 
h a v e  b e c o m e 
w o r l d  f a m o u s 

and successful  because 
of their leaders’ abilities 
to see fai lure not as an 
end, but rather as a signal 

to start again. Tenacity is a key ingredient in 
creating a successful company. Good leaders 
will recognize failure and strategically shift 
their companies’ resources to more profitable 
projects and/or markets. Three companies 
which are highly successful because of their 
leader’s tenacity, ability to manage failures and 
ability to learn from their mistakes are listed 
below with brief histories.

SONY.  In September 1945, Masaru Ibuka 
and Akio Morita established a new company 
dedicated to creating technologies that 
would benefit society. Although participants 
were eager to work for the new company 
and to help rebuild post-war Japan with their 
engineering knowledge, a specific goal had not 
been established. Many Japanese homes had 
electricity but no appliances.  The Company 
began creating appliances such as electric 
heating pads and rice cookers – some of these 
products were reasonably successful and some 
failed miserably. Ibuka and Morita spent years 
continuing to try to find the right product and 
the right market for their talented group of 
engineers. After nearly a decade in business and 
suffering through many product failures, Sony’s 
tenacious founders did not give up.  In 1955, 
they found the product they were searching 
for: Sony’s TR-63 radio. They “cracked open the 
U.S. market and launched the new industry of 
consumer microelectronics.” American teens 
had begun buying portable transistor radios in 
huge numbers, helping to propel the fledgling 
industry from an estimated 100,000 units in 1955 
to 5 million units by the end of 1968.  Sony had 
its first home run and became a dominant force 
in consumer electronics.

MICROSOFT.  Traf-O-Data was a partnership 
between Bill Gates and Paul Allen. The objective 
was to read the raw data from roadway traffic 
counters and create reports for traffic engineers.  
While having some limited initial success, the 
State of Washington began to offer free traffic 
processing services to cities, ending the need 
for companies like Traf-O-Data. Fortunately for 

Gates and Allen, they did not accept this failure 
as an end to their business, but rather a learning 
experience.  In Paul Allen’s own words: “Even 
though Traf-O-Data wasn’t a roaring success, it 
was seminal in preparing us to make Microsoft’s 
first product a couple of years later. We taught 
ourselves to simulate how microprocessors work 
using DEC computers, so we could develop 
software even before our machine was built.”

APPLE.  The two previous examples were 
small companies that showed perseverance 
through failure resulting in success.  But this 
perseverance can happen with companies of 
any size; Apple is probably the greatest business 
comeback story in the last 20 years. While 
Apple was a hit and an amazingly fast growing 
company in the 1980’s and early 1990’s, it 
hit desperate times in the mid 90’s.  Its leader, 
Steve Jobs, left, it was losing market share and 
had little vision or direction.   In 1997, Apple 
was unprofitable and losing much of the cash it 
had accumulated over the past decade.  When 
the founder of Dell computers, Michael Dell, 
was asked what should be done with Apple 
his solution was a drastic one: “What would I 
do? I’d shut it down and give the money back 
to the shareholders”.  Fortunately for those 
shareholders of Apple, that didn’t happen.  Steve 
Jobs returned, simplified the hardware lineup – 
including the launch of the iMac, updated the 
Mac operating system, and made a deal with 
Microsoft that would ensure the Mac would 
have MS Office for the foreseeable future. This 
returned Apple to profitability, but Jobs didn’t 
stop there.  Apple introduced the iPod in 2001, 
the iPhone in 2007 and iPad 2010.  Instead of 
accepting failure in 1997 Apple turned it around 
to become the company with the highest market 
capitalization in the world.  $10,000 of Apple 
stock from 1997 would make an investor a multi-
millionaire today. 

While everyone can’t create a Sony, Microsoft 
or Apple, we can all be inspired by how these 
companies’  leaders dealt with failure.  Bill Gates 
summarizes this well in a short, but powerful 
statement: “It’s fine to celebrate success, but it is 

more important to heed the lessons of failure.”

Leroy Banack, M.Sc., EP
Senior Partner

Who 
is
F&M

F&M Management Ltd.,

offers a range of corporate 

advisory services to the 

engineering/consulting and 

environmental sector with 

emphasis on the following 

disciplines:

• Mergers and Acquisitions

• Management Buyouts & 

Company Valuation

• Strategic Planning

• Business Optimization

• Management Transition & 

Corporate Restructuring

• Management Training

• Program Management & 

Implementation

Visit our website for more 

information on how we can assist 

you with your organization’s 

business success.

NEXT TRAINING SESSION:  MARCH 19th, 2015 in VANCOUVER
For more information and to register CLICK HERE or visit fmmltd.com/project management bootcamp

PROJECT MANAGEMENT BOOTCAMP 

http://www.fmmltd.com/project-management-bootcamp/

