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1. Introduction
[bookmark: _Toc146225506]1.1 Background
This programme is designed to support your progression into leadership, enabling you to shape and direct your organisation. The learning elements equip you with the knowledge and skills needed to lead people and contribute positively through continuous development.
The assessment is a post-course reflection focused on how you apply what you've learned in your role. It also encourages you to consider your ongoing development and future goals.
Importantly, this is not a technical assessment of your engineering, surveying, inspection, or commercial expertise. Instead, it evaluates your ability to learn, develop yourself and others, and improve performance through effective leadership and change management.
The assessment includes:
· A written statement from you
· Testimony from a supporter (e.g. line manager or senior colleague)
· An online interview with one of our assessors
You’re encouraged to begin compiling your statement around six months after starting the course, allowing time to apply your learning and gather evidence. Once your statement is complete and signed off by your supporter, you can submit it for review. The ICE Training admin team will then schedule your interview at a mutually convenient time.
The interview will take place online via Teams and last approximately one hour. The assessor will draw on your statement and supporting testimony to make a recommendation — either a pass or a referral for further development.
This is a valuable opportunity to reflect on your strengths, identify areas for growth, and begin planning your future development and contribution to your organisation.

1.2 What do I have to do?
To complete the assessment process, you will need to:
· Complete your submission. Please refer to the section titled Your Submission for guidance on what to include and how to focus your content.
· Nominate a mentor. This should ideally be your line manager or another suitable colleague who can act as a mentor and provide a supporting testimony. Make sure they understand that your statement forms the final assessment for the ICE Mini-MBA in Infrastructure.
· Attend an interview. You’ll take part in a one-hour online interview via Teams with an ICE assessor. The interview will confirm how you’re applying your new skills and knowledge in your role as a leader, and how you plan to support your own development, your team, and your wider organisation. You may be asked to answer questions or provide additional information for clarification.

1.3 The Interview
The interview will be conducted online and will last approximately one hour. Please ensure you’re in a quiet, distraction-free environment where you can focus and perform at your best.
The assessor’s role is not to evaluate your technical expertise as an engineer, surveyor, or commercial manager. Instead, they will assess how effectively you’ve applied your learning, improved your working practices and relationships, and how you plan to continue developing yourself and others. They will also confirm that your submission contains sufficient evidence and that your claims are validated.
Once connected with an assessor, they will aim to maintain ongoing contact. If you’re unable to attend the scheduled interview, please give at least 24 hours’ notice. Repeated non-responses may result in your application being placed on hold.

Before the interview, the assessor will review your written statement and the supporting testimony from your nominated colleague.
During the interview, they will ask questions based on your submission and supporting evidence to ensure your written and verbal responses are coherent and substantiated. They will seek to confirm:
· That you have applied the skills and knowledge gained from the ICE Mini-MBA in Infrastructure
· How these skills have enhanced your performance and contributed positively to your organisation
· What you’ve learned from these experiences and how you plan to continue developing your leadership capabilities
Based on the interview, the assessor will make one of two recommendations:
· PASS – No further action required; your ICE Mini-MBA in Infrastructure certificate will be awarded
· REFERRAL – You’ll be asked to resubmit your statement and/or repeat the interview, with specific guidance provided to strengthen your case
Further details on referrals and next steps are provided in later sections.

2. Your Statement
This part of the process allows you to demonstrate how, since completing the ICE Mini-MBA in Infrastructure, you have:
a) Delivered consistent, effective performance within your organisation (or a client organisation, if applicable)
b) Applied your skills in leading people and managing change
c) Reflected on your experience and committed to ongoing professional development (CPD)
Please note: Use the first-person singular wherever possible to clearly show that the work and performance described are your own.
Guidance on word count is provided for each section. You may include graphs, diagrams, or tables where they add clarity, but avoid attachments beyond your CV/profile and an organisation chart.
Your submission will only be accessible to the ICE Training admin team, your ICE assessors, and potentially a moderator.
Each section includes guidance to help focus your reflection.
Critical: This is an MBA-level assessment. You must demonstrate strategic thinking, clearly linking your project to your organisation’s overall strategy and showing its impact on business performance.
Please ensure:
· You read and understand the general guidance and Appendix A thoroughly
· You address each element in the section guidance — your submission will be scored against these criteria
· You refer to the red guidance notes throughout, which are there to support both you and your assessor in completing and evaluating your submission
Once your statement is complete, please send it to the ICE Training admin team at product@neccontract.com.





	
	[bookmark: _Toc146225510]A.  About you

	Name:

	Email: 

	Telephone:
NB: You will be required to join the assessor for the online interview at the agreed time. 

	Employer:

	Job Title:


















	
	[bookmark: _Toc146225511]B.  About your work


Briefly explain the background to your statement: the sector you work in, your organisation and your role and responsibility within the organisation.
	GUIDANCE: Here you should set the scene for your statement. Provide details of your job role and the organisation you work for; you may need to outline the nature of the organisation. Briefly explain the main responsibilities of your role and where you fit into the organisation.
[250-350 words]

	YOUR STATEMENT:
1. Context, Background and Experience
Reviewers are greatly assisted with context about you … suggestions follow, attachments/ cut and paste or Appendices may be sensibly included:
· Personal profile … e.g.: CV (short, 2-page max version – include non-professional roles such as Scout Leader, Charity Chairperson, hobbies, personal achievements) NOTE: while early achievements and a copybook development profile is good, it is also OK to be a late developer. If so, capitalise on this, make the realisation/ breakthrough journey engaging … I left school at 16 to become a joiner on construction sites …
· Organisational position … e.g.: organisation chart may be included (GDPR compliant … unnamed boxes as appropriate)
· Role e.g.: your job description may be a useful document.
As discussed in the course, not all leadership is as the person responsible for people and their performance – technical and thought leadership are equally valid. In some roles/ organisations you may do/ have done elements of each in differing proportions depending on the work in hand. Describe your role as appropriate with this in mind:
· Organisational leader – e.g.: I manage a team of x multidiscipline engineers – we undertake turnkey projects specialising in “these disciplines” in locations throughout the UK and the Middle East. Typical project size ranges from £xm to £ym, the portfolio I am currently responsible for this year is £zm which we plan to increase by ?% by 202x
· Technical leader – e.g.: I am the company’s technologist for “y” – and the “go to” SME for the group. I spend 80% of my time reviewing technical proposals and providing guidance. I ensure that we use the correct standards and that these are updated in accordance with the current compliance requirements. I have final responsibility for technical sign-off on all group projects where my discipline is used (typically £m/ annum). I spend 20% of my time working directly within project design teams as the technical specialist to find innovative and commercially competitive approaches using my specialist knowledge. I review technical risk assessments and give techno/ commercial advice on mitigation of risks. Projects, where my discipline is included, irrespective of value, cannot go ahead without my signature.
· Thought leader - I bring new ideas/ innovations to the division/ company in “discipline?” I also catalyse innovative/ competitive thinking at bid and design stages of new projects. My background is in technology and marketing – my time is split between 40/30/30 between Marketing Division, R&D and commercial appraisals of proposals. I report to the Executive PMO. I currently lead a task force to examine marketing opportunities for our new technology in water management in grant funded disaster relief globally. My work is aligned with and influences the overall business strategy.
Guidance on the above:
· you may sometimes be more one than the other - describe.
· it is not wrong to be a technical guru with limited people responsibility – e.g.: you can show how you influence fellow employees to embrace technologies and approaches and how you deal with conflicts between commercial and technical goals.
· Empowerment - quantum of technical and commercial decision in relation to your role is a useful insight. Enlarge on your scope in aspects such as recent increases in responsibility, freedoms to work outside your boundaries under supervision for professional development. 

2. Observations and narrative - prior management and leadership exposure/ experience:
As mid-career professionals you may not have had direct opportunity to undertake significant/ strategic change projects as a manager or an initiator. However, you are likely to have encountered/ been part of change/ transformation initiatives e.g.: M&A, management buy-out, significant up or downsizing, radical process update (Lean), key technology (AI) or methodology/ contractual framework shifts, supply chain collaborative working, contractual resolution. To show that you are aware of the strategic issues in your workplace, business, and economic environment, please add your observations - examples could include:
· strategic drivers e.g.: market share implications, technology lag, nett zero initiative, energy reduction, LTI reduction, value chain alignment (supplier/ company/ customer)
· management techniques applied - – market analysis, solution identification (Porters Five Forces, Blue Sky method), stakeholder engagement, steering groups, stakeholder management communications, (e.g.: virtual project office), 
· SWOT on methodology and outcome.
NOTE: these are to demonstrate observation but should not be used as your core assignment for this exercise.


	ASSESSOR COMMENTS:
 



	
	[bookmark: _Toc146225512]C.  Achievements and contributions as proof of Management & Leadership


Describe your key achievement(s) since you started the Mini MBA in Infrastructure and explain the contribution or influence, they have had on the organisation and team members. Where possible you should include measures (quantitative or qualitative) and/or outcomes to illustrate your contribution.
	GUIDANCE: The organisation need not be one in which you are employed, it could be that you have recently changed employment or want to share what you have achieved in a formal, though voluntary, position such as in a charitable body or a sports/leisure club.
This section should contain the main proof that the candidate is capable of operating at a strategic thinker as a manager and leader – Sections D and E are subsets of this higher-level proof.
In this section you should show unambiguously that you can:
· Manage people, processes and technology effectively and deliver results consistently.
· Lead people and initiate change:
· Lead people with empathy such that they will follow and positively support your initiatives – and that you can manage and mitigate conflict.
· Demonstrate that you are capable of innovative and strategic thinking relative to your role – bring aspects over and above “business as usual,” creating a vision which you can persuade your senior managers, peers and team to follow.
Achievements should be personal to you and your role, demonstrating how the knowledge and skills developed during the Mini MBA in Infrastructure have helped to improve your working performance and contributions to the organisation. Possible areas could include:
· Creating something that delivered positive results (product, service or market development)
· Making significant savings or performance improvement via a new way of doing things
· Maintaining performance in the face of difficulties, e.g. reductions in staffing levels
· Maintaining and sustaining your business model; motivating staff to retain skills
· Maintaining the level of turnover in adversity (even if not growing) 
· Increasing profit or market share
To illustrate the achievement(s) you should include measures where possible; “hard” measures e.g., savings made, or “soft” measures such as increased customer satisfaction.
[600-750 words]




	
YOUR STATEMENT:
3. Selection of project or scenario(s)
Your company should allocate a mentor who would discuss with you a suitable assignment which can be undertaken in the timeframe and demonstrate management and leadership skills to meet the above requirements.
The level is MBA, consequently, the assignment and evidence should demonstrate thought, judgement and techniques which would be used “as a professional working at mid management or higher level” … this should not be an operational enhancement which could be undertaken by a junior staff member, or an aspect which you could/ should have already done without an MBA.
The assignment should be demonstrably linked to the strategic goals of the organisation … showing clearly how the project is aligned with the organisational/ group/ division strategy. 
Strategic assignments opportunities are generally identifiable through the board and/or the CE”X” outstanding initiatives lists, project debrief reports, strategic elements of major transformation initiatives.
Where a particular aspect of experience is needed to meet the criteria, and this is not available within your organisation/ assignment, you should discuss secondments and/or becoming a stakeholder in a consultative or advisory role (R or C in RACI). Non employment activities are valid e.g.: President of “xyz charity” which is making a step change (i.e. not a caretaker of the role); leading a group of people on a significant outward-bound activity where risk is present, your leadership role is challenging and you are ultimately accountable (i.e. the quantum and level of decision/ judgement is commensurate with mid/ upper management decision making).
NOTE: you should not use historical projects as your core assignment as these are not a test of your “new” knowledge (you should have covered these as observations in section B) – the basis of this exercise is to use new knowledge to improve your skills under the guidance of/ working with your mentor. 
When working with your mentor, you must discuss the assignment for its potential to provide core evidence which will aggregate as hard proof of management and leadership deployment and sound judgement at a suitable level. You should agree a reporting/ constructive challenge programme with your mentor to deliver your assignment.
NOTE: … for purposes of this assessment, management and leadership elements will be defined as follows:
· Management: people/ process/ technology - e.g.: processes/ systems re-engineered or transformed, organisation reshaped, operational performance improved, customer relations improved
· Leadership:
· Engagement - where others have evidentially followed your requests and why they did so
· Visionary/ innovative thinking – original or innovative ideas and execution of these
Review your submission against the following:
· The core assignment, and any experience drawn from other sources to supplement gaps must aggregate to a complete proof of both management and leadership skills.
· The evidence should be hard and verifiable numbers – e.g.: the impact of this project was £ saved … statements such as “had a significant impact on the bottom line” are unacceptable.
· Where anecdotal evidence is the only option, it should be reasonable for your mentor to cross-reference and validate before signoff.

4. Style of presentation:
Do:
· Highlight the key points and pertinent evidence as bullets (MECE) for each aspect you wish to prove – ideally separating management and leadership where practical – the assessor should not have to search through your text to sort out your key points and assemble the proof of these into a logical structure.
· Follow through with a brief narrative on each bullet in the same order as the bullets.
· Ensure plenty of “white space” to enhance the presentation (presentation is a key management and leadership skill and a professional presentational style is expected)
Don’t:
· Fill the presentation with explanations and definitions of management principles to create volume – the assessors already know these.
· “Name drop” techniques and methodologies for impact … 
· Make excessive use or reference to all the “techniques in the book” – you were unlikely to have used a vast range, but the use of several is expected. The focus will be on the precision in choosing the correct technique(s), basis of choices and how they were deployed e.g.: claim “I used Pareto/ Venn Diagrams” or “Pareto or Venn Diagrams were used successfully” … you must demonstrate:
· why the instrument was chosen and why it was right in the circumstances.
· what these techniques were used to prove/ demonstrate.
· where relevant, highlight how techniques were sequential, co-dependent, blended.

5. Structure of the Statement
The main headings should be:
a) Summary – succinct statement of purpose, method and outcomes
b) Objective(s) of the assignment i.e.: 
a. where your assignment sits in terms of its linkage with strategic objectives of the organisation e.g.: the ratio of bids submitted to contracts awarded was 10 to 1 incurring direct and indirect bidding costs of £xm and becoming a threat to the business. The Management Leadership Team required that this ratio is reduced to 4:1 and a savings of £ym achieved, with an increase turnover of z% and a more secure market position.
b. the points you are aiming to demonstrate e.g.: leadership in a project across global locations with multicultural challenges, process improvement with a target to …
c) Methodology … how you approached the analysis e.g.: engagement approach (steering group/ stakeholders), analytical techniques (questionnaire, lean, CMMI), securing the benefits with continuous improvement.
d) Management and Leadership:
a. Management … the aspects which demonstrate a mastery of working with improving people performance, process effectiveness, technology utilisation… and the critical judgement calls that you made.
b. Leadership:
i. Your influence upwards, lateral, and downwards (buy-in from others)
ii. The innovative thinking you brought to the table in conducting the assignment (market first, breakthrough in culture, new approach)
e) Benefits achieved – before and after hard savings and evidentially enhanced working practices e.g.: quantification of savings, % increase in performance, measurable reduction in contractual disputes as benchmarked against previous projects.
The remainder of this submission document enables you to expand in more detail on some aspects.


	ASSESSOR COMMENTS:
 



	
	D.  ‘Leading People’ to achieve outcomes


In this section, we will ask you to describe how you have improved your leadership skills. You should provide examples of how you have started to lead people effectively, sharing what you did personally, why, the outcome and what you have learnt from that.
	GUIDANCE: Please select two skills for this Leading People section from the list below.
· Provides clear purpose and direction
· Inspires trust respect and shared values
· Communicates clearly and succinctly
· Develops and supports others
· Resolves problems and conflicts with positive outcomes.
· Adapts leadership style to take account of diverse situations
· Promotes wellbeing and valuing staff
Using each skill as a heading, describe how you have applied that skill. It must be our own application of the skill. Where others were involved, their roles should be made clear. You should include an explanation of: 
· what you did
· why you did it
· what the outcome was
· what you have learnt and how this will inform you going forwards
[600-750 words for each skill = 1200-1500 words]

	YOUR STATEMENT:
Please strictly follow the guidance and structure above …. e.g.: for Inspires and Resolves
· Provides clear purpose and direction
· Inspires trust respect and shared values
· what you did
· why you did it
· what the outcome was
· what you have learnt and how this will inform you going forwards
· Communicates clearly and succinctly
· Develops and supports others
· Resolves problems and conflicts with positive outcomes.
· what you did
· why you did it
· what the outcome was
· what you have learnt and how this will inform you going forwards
· Adapts leadership style to take account of diverse situations
· Promotes wellbeing and valuing staff



TRUST, RESPECT & SHARED VALUES … typical elements in your response…

· what you did e.g.: some examples of statements which you might expect to use:
I secured the endorsement of the CEO (upwards trust and shared values)
I set up a steering group and agreed common goals which contributed to the overall goals of the company.
I developed a RACI matrix for the initiative.
I spent time with the xyz team to get to know them individually.
I set up forums, built trust so that issues were openly discussed without fear of recrimination.
We discussed interesting win/win outcomes – people became engaged and we automatically found common values.
We developed a questionnaire to create evidence of their view of themselves (the mirror)
We discussed methodology and agreed to used Kaizen techniques to …
I used Tuckman’s team formation model which provided confidence throughout the turbulent early stages.
Trust developed and was consolidated based on common purpose and benefits … proof would be in the results.
We used “Agile” methodologies for …
We shortlisted issues which could be resolved with low budget for high impact.
We requested approval to test samples.

I empowered the team to implement – I avoided micromanagement.
We celebrated the success.
We consolidated savings.
We developed a programme for closing the remaining gaps.
We created “self-directing” teams with bounded empowerment.
We established a programme for continuous improvement.

· why you did it
Shared values are the basis of trust – my aim was to be successful and make the assignment a fulfilling experience, winning trust and respect was also personally rewarding.
I was unsure of how to approach the initiative as I had not completed a “soft” assignment before – the use of some of the techniques and models in the miniMBA programme provided confidence and developed my experience, especially …

· what the outcome was
£x savings
Reduction in headcount with surplus people trained in new skills and deployed.
Lasting improvement in relationships post project.
Exemplar established for other initiatives in the organisation. 
Personal satisfaction and fulfilment and learning new management and leadership techniques.

· what you have learnt and how this will inform you going forwards
I enjoy working with and helping people – and look forward to this being a key element of my career and charitable work outside my employment.
I have built confidence in the use of management techniques.
How to sell concepts upwards to senior management.

	ASSESSOR COMMENTS: 




	
	E.  ‘Managing Change’ in your organisation


In this section, we will ask you to describe how you have improved skills when managing change within an organisation. You should provide examples of how you have started to manage change more effectively, sharing what you did personally, why, the outcome and what you have learnt from that.
	GUIDANCE: Please select two skills for this Managing Change section from the list below.
· Create an environment enabling others to be creative, innovative and value quality 
· Identify opportunities for change and development
· Scope plan and drive change
· Manage others through the change process
· Consistently apply strategic thinking
· Take account of stakeholder issues
Using each skill as a heading, describe how you have applied that skill. It must be our own application of the skill. Where others were involved, their roles should be made clear. You should include an explanation of: 
· what you did
· why you did it
· what the outcome was
· what you have learnt and how this will inform you going forwards
[600-750 words for each skill = 1200-1500 words]

	YOUR STATEMENT:

Base this on the approach in Section D



	ASSESSOR COMMENTS:

 



	
	F.  What have you learnt from this experience?


In this section, you should reflect upon the experience of the course and how it affected your working practices, relationships and professional outlook including development plans.
	GUIDANCE: 
This section is an opportunity to display your awareness of and thinking as a creative/ strategic/ tactical level as might be expected of a manager and leader.
Please explain constructively on the how and why your thinking has changed and how you will deploy your new skills at a more senior and more strategic level – enlarging on at least two of the following where you can demonstrate your insightful and proactive thinking: 
· Interest in the strategic direction of the organisation and alignment with it
· Proactive in looking at people, process and systems performance improvements.
· Improving culture to ensure engagement.
· Being innovative and looking for novel ideas which will contribute to the future direction of my career and/or the company.
[250-350 words for each section = 500-700 words]

	YOUR STATEMENT:
How your thinking has changed … SWOT may be a useful approach – some examples:
· I now recognise the importance of how my work is hot linked to the overall business strategy, and my role as a manager and leader is to have a balanced perspective of the commercial importance consistent with delivery and compliance … for example …
· So far in my career the demand has been for me to largely follow and comply – this is not unusual in an engineering environment (Turner & Cochrane Model). I now realise that as a leader, I must not only manage with empathy and creativity, but also work effectively in an escalating VUCA environment … for example …
· Management science has previously been something that I considered to be psychobabble – I now see it as a useful and powerful toolset to lever success – I have isolated several role critical areas where I would like to strengthen my capability and I will use the miniMBA and other resources to strengthen my capabilities … e.g.: conflict resolution, EQ, team engagement).
Interest in the strategic direction of the organisation and alignment with it:
· I now review the organisational vision and deployment strategy with greater interest and seek to align my work with these – typical examples:
· I recognise that the Board wishes to grow a capability in “x” – I see this as an area of strategic opportunity for the company and engaging professional growth … I have indicated my interest and scheduled a course on the topic.
· Market share in “y” has declined due to poor performance … I recognise that this is due to poor client liaison and weak project management. I have voluntarily examined the project de-brief reports for the past 5 years and believe that I can turn this area around. I have had outline discussions with the management team and have been requested to submit a proposal.

Proactive in looking at people, process and technology performance improvements … typical examples:

· There is evidence of poor teamwork in some areas – especially across inter-department operations. I believe that this can be resolved by facilitation and have opened discussions with the department managers responsible …
· Our organisation has a high level of claims between project teams and contractors as in evidence by records of commercial claims which are incurring £m in contract delays. I have examined the business processes and find that these are not fit for purpose …
· We have invested in high end ERP which is not effective in B2B with our suppliers. This demonstrably costs us £m in project delays … I have evaluated several instances which typify the problem … this could be resolved by invoking increased functionality and joint training staff and suppliers.
Improving culture to ensure engagement:
· Similar level/ type of thinking
Being innovative and looking for novel ideas which will contribute to the future direction of my career:
· Similar level/ type of thinking


	ASSESSOR COMMENTS:
 



	
	[bookmark: _Toc146225516]G. What are your future learning and development plans?


This is where you think about your ongoing development plans. This could include formal training, informal learning, mentoring others or any other activity regarded as professional development.
	GUIDANCE: This is an opportunity to demonstrate your commitment to your continuing professional development. It is often useful here to identify what your learning aims and purposes are, the activities to achieve them and what time- frames you are considering.
Drawing upon your reflection in section F and any planned changes within your role/ responsibilities identify: 
(1) The skills and knowledge you need to develop over the next 12 months
(2) The activities you plan to undertake to achieve these goals.
Remember that development activities are not restricted to formal training courses, and may occur through day-to-day activities, including coaching and mentoring, delegation, secondments, experiential learning, or distance learning lectures/talks/conventions/conferences, research and reading e.g. via the internet, books, journals etc.
[250-350 words for each section = 500-700 words]

	YOUR STATEMENT:
As covered in the training programme, a learning plan is fundamentally a gap analysis between the now and a desired goal …the approach may be based on a double loop learning model (see Module 11)
Near-term goals and longer-term aspirations should already be part of your appraisal and feedback system. The plan should be aligned with these.
Learning elements should show a rationale for gap closing and how each element contributes or acts as series of stepping-stones to a desired outcome. A personal SWOT analysis is an example of a baseline technique which could be applied to identify needs. Other models which examine, and map personality may be beneficial e.g.: Reconfiguring Yourself, EQ, Re-training my Judge, Anchoring, Building Rapport, Gretchen Rubens Four Tendencies, DISC.
While the statements such as “read more books on management and leadership,” is laudable for breadth of understanding, topics which are directly contributary to the goal should be specifically referenced e.g.: I recognise that AI will have significant impact on “?” in the civil/ infrastructure sector. This is an area of interest to me personally and I would like to develop this for combined career and employer opportunity. To do so I will ….
Podcasts should be considered as an efficient means of expanding knowledge.
Mentoring should be considered … and if this is possible, the role and expectations mentioned.
Personal goals should be grounded in reality … not everyone wants to become a CEO … not achieving the top role is not failure. Beware of career anxiety!

Aspects which may be considered could include:
· Attending conferences - ideally giving lectures/ presentations/ writing papers
· Seeking stakeholder roles in other projects e.g.: Responsible, Consulted, Informed
· Provision of 3rd party expertise internal and external
· Increasing client facing roles:
· Involvement in development of proposals
· Commercial negotiations
· Investment in web groups e.g.: MIT Sloan Management Review
· Non career – hobby/ charity/ common interest group for expertise development or leadership

Work/ life balance should be an explicit factor in the development of the plan.



	ASSESSOR COMMENTS:
 



	
	[bookmark: _Toc146225517]H. Supporting Testimony - Mentor


Please provide the details of at least one key individual who can support your statement in terms of receiving the Mini MBA in Infrastructure. They should be your line manager or another senior manager. If this is not possible, you should identify a peer. In all instances this should be someone who can confirm and expand on the value that you have added to your organisation and give their perspective of your application.
They will need to provide their perspective and views on how you have made a difference. The assessor will be looking for a relatively detailed response (approximately 500 – 750 words) in support of your statement. 
You should think carefully about who you wish to nominate, ensuring that they will have sufficient knowledge about you and the work you have undertaken. You need to keep them informed about their role and the fact that they will be contacted. You may be asked to provide the name and contact details of additional mentors if the initial one does not provide sufficient information. You will be contacted if this is the case.
	Name
	Email
	Phone
	Work Relationship

	
	
	
	




	Supporting Testimony - Mentor
The mentor (who may be the manager or supervisor) is essentially requested to validate that the candidate is/ can work as a manager and leader commensurate with the norm for the sector. 
For the purposes of this exercise, we have defined management and leadership as:
· Management: people, processes and technology - e.g.: processes/ systems re-engineered or transformed, organisation reshaped, operational performance improved, customer relations improved
· Leadership:
· Engagement - where others have evidentially followed your requests and why they did so.
· Visionary/ innovative thinking – original or innovative ideas and execution of these
Your validation should verify the following that the mentee:
· Management:
· Understands the bigger picture and works to support the organisations goals and strategy.
· Systems - people, process and technology manages these efficiently and effectively.
· Is self-motivated to identify areas which need improvement and proactive in delivering change.
· Leadership:
· Works not only to manage people efficiently from a procedural base, but develops empathy, trust, respect and inspires.
· Can and does think strategically and creatively to push the envelope and bring new ideas to the table.

Signature:                                                 Date:


Assessment cannot be completed until the supporting testimony has been received.
3. To be completed by the Assessor
	Assessor Name:

	Candidate Name:

	Date of Interview:



	
	Assessor recommendation



	1. I recommend the candidate is awarded Mini MBA in Infrastructure

	Feedback to candidate:






	2. Further revision required, please complete/indicate below

	Feedback to candidate: 







[bookmark: _Toc146225519]Appendix A – Additional Guidance
The examples provided below are indicative of the type of scenarios or issues that could be addressed under the sub-skills for Leading People or Managing Change – they are not an exhaustive or prescriptive list, and candidates may use other relevant examples.
[bookmark: _Toc146225520]LEADING PEOPLE 
Provides Clear Purpose and Direction 
Utilising influencing and persuasion skills to engage people within your organisation and other key stakeholders, to define your organisation’s direction and commit their energies and expertise to achieving results. For example, using a series of presentations, workshops and one-one sessions (or other similar methodologies) to explain the expectations/objectives, so that there is no misunderstanding others had clear purpose and direction. 
Using strategic diagnostic tools such as SWOT or PESTLE to provide a common purpose or direction. How did you know these were the right tools/approach for your audience? Was there any feedback from colleagues concerning your ability to provide clear purpose and direction?
Inspires Trust Respect and Shared Values 
Recognise and respect the roles, responsibilities, interests and concerns of colleagues or other relevant people. Achieving positive results required by engaging with staff in a meaningful way, allowing you to communicate and articulate your personal values and those of the business. Demonstrating respect by taking account of cultural differences. Leading by example and taking the time to reward or recognise people as appropriate. What is it that you do to earn the respect and trust of others?                                                 
Communicates Clearly and Succinctly 
Identify how people prefer to receive information and knowledge and what media, languages, styles, timing and pace are most appropriate. Communicate in ways that help people to understand the information and knowledge you are communicating and their relevance. Use a variety of techniques to gain and maintain people’s attention and interest and to help them retain and use information and knowledge. Recognise the importance of accurate, meaningful, relevant and up-to-date communication. Check understanding and initiating feedback mechanisms.
Develops and Supports Others 
Provide individuals with appropriate opportunities to apply their developing competences in the workplace. Support individuals/team members in undertaking learning activities, making required resources available and making efforts to remove any obstacles to their learning. Discuss with individuals their progress and their readiness to take on new roles and responsibilities and agree the support and supervision they will require. Provide individuals and teams with the support and mentoring they require and ensure they receive specific feedback to enable them to improve their performance. Monitor and review the effectiveness of working relationships with colleagues (or other relevant stakeholders) to identify areas for improvement. Mentor or coach others within the organisation.
Resolves Problems and Conflicts with Positive Outcomes
Identify potential conflicts between team members and other stakeholders and take preventative action to avoid these. Encourage team members to resolve their own problems and conflicts amongst themselves. Take action to deal with conflicts and to resolve problems when the people concerned are not able to resolve the conflicts themselves. Acknowledge and show respect for peoples’ emotions regarding the conflict and seek to manage any negative emotions. Investigate impartially the causes of the conflict, giving all parties opportunities to present the facts and their perceptions about the conflict. Identify and agree with staff involved how to resolve the conflict, without apportioning blame. Seek help from colleagues, specialists or relevant others where necessary.  
Adapts Leadership Style to Take Account of Diverse Situations
Use a range of leadership styles appropriate to different people and situations. Understand the differences between managing and leading. Ways of ensuring that organisational plans support the organisation’s purpose, values and vision. Using two different examples, compare or contrast the effect that different leadership styles (e.g., coaching and autocratic) can have on achieving outcomes within your organisation. How can the style influence, persuade and empower people effectively? Examples can include working with stakeholders or others with vested interest in the organisation, e.g. public sector, governmental links.
Promotes Wellbeing and Valuing Staff
Engage staff and other stakeholders in promoting the wellbeing of people. Development of a wellbeing culture and procedures for welfare and occupational health, job satisfaction and stress management. Demonstrating a commitment to an inclusive workplace where diversity and individual differences of staff are valued and respected. Depending on the industry/sector, there would possibly be specific regulatory requirements for enhancement of staff wellbeing. Measurement indicators could include attendance and job satisfaction surveys. 
[bookmark: _Toc146225521]MANAGING CHANGE
Create an Environment to enable others to be Creative, Innovative and Value Quality
Engage appropriate people within your organisation in identifying and evaluating opportunities for innovation and quality improvement. Create and maintain a culture which encourages and recognises creativity and innovation within the organisation. Emphasis should be on what you, as manager/leader, do to enable others in the organisation to be creative and innovative. For example, organising brainstorming sessions that empower staff to generate new ideas, some of which are then implemented within the organisation. Using incentives or rewards to encourage the generation of new ideas.
Identify Opportunities for Change and Development
What was the process by which opportunities for change and development were recognised? The emphasis for this sub-skill should be on the process by which opportunities (ideas) for change and development were identified. You should highlight your own personal role in identifying these opportunities and link them to your achievements. Having identified the opportunity, what did you actually do?
Scope, Plan and Drive Change
Define the skills and competencies necessary to perform the change effectively in a given area and ensure all key areas are addressed. Manage appropriate people within your organisation and other key stakeholders in planning change. Establish with key stakeholders the processes, systems, structures, roles or cultures that need to be changed. Identify and evaluate obstacles to change. You should be able to explain how you developed a detailed plan to achieve the required change effectively and efficiently. 
Manage Others through the Change Process
Understand the importance of communication throughout the change process. Which groups or individuals does the change affect and in what ways? How will the change be implemented? Provide support mechanisms to help people impacted by the change cope, and take ownership of, the change process. For example, establish the benefits of engaging with the change process to those impacted by the change and the organisation. Was there any resistance to change, and if so, how was any resistance managed/mitigated? 
Consistently Applying Strategic Thinking
Demonstrate an ability to take a broader perspective, of your organisation and wider business environment. Demonstrate the ability to develop a clearly defined and focused business vision. Taking a short, medium, and long-term focus where appropriate, and have the ability to apply relevant strategic tools (for example, GAP or PESTLE analysis, business planning tools etc.). Understand how to translate wider corporate strategy into tangible benefits for others and the organisation. Candidates should distinguish between applying strategic, as opposed to operational, thinking.
Take Account of Stakeholder Issues
Display a clear understanding of who the key stakeholders (internal and external) are, and what mechanisms are used to engage with them. Were there any ‘actionable outcomes’ as a result of engaging with relevant stakeholders? The role and requirement of salient (or more powerful) stakeholders and importance of getting them to buy into change. Difficulties in managing stakeholders, who may have differing agendas. Managing stakeholders in an organisation that operates across different countries and cultures. Ensuring communication channels reflect the importance/complexity of stakeholder involvement.


© ICE Training 	Page 2	Version 2.0

ICE Training is a division of Thomas Telford Limited, a company wholly owned by the Institution of Civil Engineers (ICE).
Registered charity number 210252
image1.png
IcCe

Institution of Civil Engineers

Training




