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1. INTRODUCTION ACP STANDARD; BENEFITS TO IMC’s

Management consultancy market is extremely competitive and will continue to be so. Clients

are increasingly selective and demanding and (in some cases) sceptical about management

consultancy standards and ethics.

Last decades a lot of new parties entered the management consultancy market like

accountants, software houses, finance and legal advisors etc. These days it is very difficult for
clients to recogni ze pofmdagementicansultanitsi sm ( 6st at e

Real professional management consultants have to reflect continuously on their acting,
performance and value added to clients. They have to reconsider how to improve client
satisfaction. They have to work on the image of the profession and have to strengthen the
credibility of management consultants.

This can be realized by raising professional standards for the whole management consulting
industry in combination with increasing public transparency and accountability regarding
professionalism and ethics of consultants in an open dialogue with all parties in the market
and in society.

It doesn’t matter whether a management consultant is working in a large practice, a
small or medium sized practice or is self-employed. All have the same interest. It’s a
challenge for the whole management consulting industry. There is a big need for
working together as profession, even though competitors. Better professionalism of
management consultants leads to better quality and client results.

ICMCI has developed global standards for professionalism and ethics of management
consultants accepted by more than 40 country member institutes. When implemented broadly,
the result will be high level of consultant competences and reliable consultancy services all
over the world by means of the CMC qualification. This would be a unique situation in
comparison with any other profession. This is in the interest of consulting practices,
individual consultants and all associations/institutes of consultants and practices.

For definition of CMC, see folder in APPENDIX A.

ICMCI general aims for ACP are:

a) Emphasising accountability of professionalism and ethics to clients and society;
increasing transparency of the profession; improving public image of management
consultancy in general.

b) Working together and stimulate cooperation within the whole management consulting
industry for the benefit of the clients and the professionals as well.

¢) Harmonizing professional standards including ethics of management consultants
worldwide.

d) Creating universal baseline standards.

e) Acknowledgement of CMC qualification by consulting practices.

f) Recognition of national institutes (1 MCs)
classodo professional standar ds.

g) Opportunity for institutes to create corporate relationships, engaging them in the
activities of the institute and increase membership from consulting practices.

h) Professional knowledge sharing between qualified management consultants, either
working independently or in small, medium size or large practices.
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Benefits for national Institutes of having an ACP scheme
The Member Institutes gain:

1 Engagement with large firms, and depending on the country and flavour of the
scheme, this is with the senior members of the firms, the HR departments, the staff of
the firms (especially the training consultants and those about to achieve the CMC
standard) or any mix of these

91 Demonstration of the national relevance of the Institute through the clout of involving
a significant proportion of the practising management consultants in the country;
consequently reinforcing the instituteos
consultants, raising its credibility.

1 An alternative channel to market the CMC qualification for potential applicants: the
UK has had probably ten times as many new CMCs from this indirect route as direct
entrant over the past three years; The Netherlands have the same experience.

1 A mechanism for engaging with the younger members of the profession, those in the
larger practices, and both gain a potential 20years long or more member and change
the age profile of the Institute

1 Be able to affect and influence the training and development of management
consultants

1 An ability to raise the issues of professionalism and ethical standards with the leading
practioneers

All the evidence is that these benefits to national institutes can be very direct and practical.

The institutes who have set up ACP schemes - Denmark, Ireland, the Netherlands, the UK T

all reportthattheyhav e si gni fi cantly increased numbers
financial income as a result, as well as adding a new dimension of visibility and credibility to

their institutes. Moreover, as the example of these countries shows, it is perfectly possible for

small institutes as well as large ones to set up and operate successful ACP schemes.

Purpose of this manual

This manual is an internal document. 't 1 s m
introduce and implement the ACP concept and standard in their own country and consultancy

culture. Each Member has to pick up from the manual what it needs for its own situation. In

talking to potential ACPG6s , institutes must

market) is different. They must be sensitive to tailoring the value proposition to their

individual market, and to the individual situations and perceptions of the particular firm they

are talking to. UK, Netherlands, Denmark and Ireland have made a national brochure in their

language. The approach, process and documents can be different from country to country.

However, the national ACP Standard in each ¢
ICMCI ACP Standard. That will be assessed by ICMCI at the triennial Member assessments.
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2. VALUE PROPOSITION TO CONSULTING PRACTICES

Value proposition

ICMCI can offer advantages to consulting practices:

a) Market advantage:
The professional standards and ethics of the practice in combination with the
recruitment, training, development, supervision, review and quality assurance
processes for their management consultants, are equivalent with international
recognised world class standards (ICMCI). Let the market know it!

The practice can show to the market that professional standards and processes are
audited, reviewed and accredited by a self-governing international body (IMC/
ICMCI).

The practice can profile professionalism of their consultants to the market by means of
the international CMC qualification.

b) Professional advantage:
Reviewing O0st ate of the artdéd and continuously
professional development within the practice;

Experience learns that reflecting on a clear Competency Framework in combination
with a Code of Professional Conduct are of added value to consulting practices and the
market.

c) HR advantage:
External validation of professional training, development and assessment regime of
the practice.

d) Recruitment advantage:
The practice can offer (junior) consultants a professional development and career plan
and they can offer continued professional development in cooperation with the
institute.

Benefits for the individual consultants of practices are:

a) The consultant can plan self-development and self-assessment of personal
professionalism and ethics against international standards.

b) Awarding an international CMC qualification recognised in more than 40 countries
worldwide.

c) Awarding CMC is a portable international qualification, which the consultant takes
with him or her, even if they leave their current employer.
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d) Clear distinction between qualified and less qualified consultants, profiling the
individual professional level to clients.

e) Knowledge and experience exchange and sharing between all qualified CMC
consultants.

Different types of consuing firms

Regarding advantages to practices, we need to differentiate between different types of
firms:

1.  Large Firms with well defined management processes and infrastructure.

2. The Business advisory practices of the audit and accounting firms, a number of
whom explicitly avoid the use of the term 'consulting’, but are by any measure,
actively involved in consulting to businesses.

3. Small and medium sized firms that do not have well defined standards and
managed processes for recruiting, training and development, appraisals and
performance reviews.

4.  Internal consultancies of large companies or governmental departments which
wish to develop high level professional standards.

5. Small practices with well qualified senior management consultants.

Ad 1) Larger Firms:

For the larger firms, the value proposition needs to have an explicit economic benefit.
Given the potential for new CMC members through an ACP, a reduced annual
membership fee for individual CMCs when paid by the ACP (for a minimum volume)
could provide both an economic incentive to the ACP as well as increased
membership for the Association. The reality for the large firms (e.g. Company, IBM,
Accenture, etc.) is that their individual brands will be the key determinant of market
awareness and perceptions related to ethics, professionalism, professional
development, etc. The ACP designation is beneficial, but will generally not be viewed
by the larger firms as a key determinant in how they are perceived in the market and
their success in the market.

In the large, multi-service firms, ACP arrangements can be of particular attraction to
the partners or directors responsible for the management consultancy strand, by giving
them a means of protecting their professionalism from the pressures from the rest of
the firm to dilute professional standards.

Another key aspect of the value proposition to ACPs is related to the potential for
reduced attrition. CMC can be seen as an indicator of someone choosing consulting as
a 'career’ rather than as a contract position between other jobs. Attrition, recruiting
and training is a significant cost to the industry and to the larger firms. Supporting
consulting as a 'career choice' and reinforcing consulting as a profession through the
ACP and certification of individuals should help reduce attrition and therefore costs
related to recruiting, training and development, etc. All other things being equal, the
firm would promote and invest in a CMC first because the individual, through the
attainment of the CMC, has demonstrated a commitment to the profession for the
longer term.
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Ad 2) Business Advisory (also known as Channel 2 for the larger audit and
accounting firms)

The challenge in promoting the ACP to the Business Advisory practices of the major
audit and accounting firms is that they tend to want to distance themselves from the
word 'Consulting’. As these firms continue to build their Channel 2 capability, there
may be an opportunity to position the ACP as a differentiator for these practices and as
a means to help attract experienced consulting capability into these practices.

Ad 3) Small and Medium sized firms

The small and medium sized firms benefit by having their core standards and
management processes defined and, through the ACP process, developed, reviewed
and audited. For the smaller firms, the ACP can help ensure that effective
management processes are in place to manage and grow their business. Also these
firms will value the additional market credibility which ACP status give them.

The other benefits as outlined above for the larger firms would also apply to the
medium sized firms and to a lesser degree, the smaller firms.

Ad 4) Internal consultancies of large companies or governmental departments

The benefits for these consultancies are more or less the same as for small and
medium sized firms.

An important motivator for them is to demonstrate that they meet generally recognised
standards and are as professionally competent as external consultancies i because (in
the UK at least) i they are usually in competition with these in selling their services to
their internal clients. For internal consultancies it is important to look at

APPENDIX E: Guidelines for the eligibility of consultancies as accredited practices.

Ad 5) Small firms with well qualified senior management consultants

A specific group of small firms are practices where only senior management

consultants are working in a professional way implicitly. For these practices with

relative small acquisition power it would be beneficial to show market explicitly they

are operating in accordance with global accepted standards and ethics. May be they

want to review whether they are working O0sta
cooperation with the institute. For senior consultants personally the CMC competence

framework in particular is useful for individual and group reflection and continued

professional development. The Netherlands have good experience with these practices.

Appendices

As support for Marketing and PR efforts on national level ICMCI has made an ACP
folders and an ACP logo:

APPENDIX B: ACP folder that can be used as basis for own Member brochure

APPENDIX C: ACP Logo that can be used for Accredited Consulting Practices
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3. PRESENTATION ACP STANDARD (Beijing Sept 05)

Two MS PowerPoint presentations for introduction of the ACP Standard:

- Progress on ACP, presented in Beijing Sept 05

- Presentation ACP Standard, presented in Beijing Sept 05



http://www.icmci.org/download/?noGzip=1&id=12182364
http://www.icmci.org/download/?noGzip=1&id=12182372
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4. CONCEPT, DEVELOPMENT AND NEED FOR ACP STANDARD

Purpose of paper

Most Institutes do not currently have Accredited Consulting Practices (ACPSs) but a few
Institutes have developed the concept and found it to be beneficial. Several ICMCI congresses
have received presentations and passed enabling resolutions. The purpose of this short paper
IS to summarise learning to date and to demonstrate the need for an ICMCI ACP Standard

For those unfamiliar with the concept and its history APPENDIX D to this manual provides a
summary history

The ACP concept

The professional Institutes that form ICMCI are concerned with the professional standing of
individual management consultants. Some of the Institutes also include consulting firms as
direct members. The ACP concept was triggered by the idea that there was a need for:
9 those individual members only Institutes to engage with the major consulting firms
and for
1 both types of member Institute to be able to engage with the individual consultants
within these firms.

In many large firms the individual consultants were not exposed to the value of a professional

qualification. These consultants assume that even on leaving the large firm (as the majority

didwher e the | arge firms operated an Aup or ou
be encouraged to | eave) that they had the u

The ACP designation can be awarded by the national Institute to a management consultancy
practice which has demonstrated to the Institute, by undergoing a systematic audit, that its
professional standards for the training/development and assessment/qualification of its
consultants, and the internal processes which assure these, are equivalent with those required
for the ICMCI CMC Standard.

The concept enables the firms to become members (and thereby develop close relationships
with the member Institute) of the Institutes and, in particular, for their training and
development process to be recognised to the extent that their consultant staff are assumed to
have meet some of the requirements for the award of the CMC.

For instance the UK acts on a recommendation from the ACP for the award from a firm which
attests that the individual has achieved the standards assessed by the UK Institute, for that
specific firm, to be equivalent to the CMC standards. The candidate also submits detailed CV.
For instance in the US the approach has been a little different. Once the candidate is
recommended by the firm as having reached the agreed standard, the local chapter conducts
an examination of the candidateb6s competence
The Institute reserves the right to examine through any part of its normal direct entry process
a candidate recommend by an ACP.
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In all cases, the CMCs awarded through the ACP scheme become individual members of the
Institute just like other CMCs, and retain the CMC status as long as they remain a member of
t heir ¢ ount espective of Whetlserttheytremainevjth ol laave the ACP firm.

What are ICMCI objectives for having ACPs?
ICMCI aims of ACP are:

1 Harmonizing professional standards including ethics of management consultants
worldwide

1 Creating a universal baseline standard
1 Increasing transparency and accountability of the profession; improving public image
of management consultancy in general
1 Acknowledgement of CMC qualification by consulting practices
1 Recognition of national institutes (IMCs) as representative and guardiano f fA wor | d

classo professional standards

1 Opportunity for institutes to increase membership from consulting practices; to create
corporate relationships

1 Professional knowledge sharing between qualified management consultants, either
working independently or in small, medium size or large practices

The need for a new standard
ICMCI has evolved considerably since its foundation. The model in the late 90s looked like
this:-

Stage 1

< Affirms to APETS > CMC
standards

Officer f
ICMCI review » | National

Institute

-

This has been developed over the past six years, which has seen the agreement of the CMC
standard and the adoption of peer review for quality assurance of all member Institutes of a
scheme:-

10
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Stage 2 i QA review for equivalence to CMC Standard

) D
< Affirms to Awards > CMC
standards
National
ICMCI .
Institute
Peer
Quiality
Assurance
Review
- -

] el
Standard s

The yellow box represents the current ICMCI Quality Assurance assessment process for
member Institutes.

The above picture is incomplete for those member Institutes which had adopted the ACP
concept, which could be seen as:-

Stage 31 Institutes Adopt ACP

) T
s EIE
standards

National

ICMCI )
Institute
Audits
Equivalence
Qﬁﬁy To CMC ACP
Assurance Standard

Review

-

CMC Wﬁ
Standard rves

For those Institutes with an ACP scheme, the weakness of the Quality Assurance process is,

currently, that, although CMC candidates from ACPs are not subject to the full detailed

assessment applied by Institutes to other CMC candidates, there is no ICMCI quality

assurance of I nstitutesd standards and proce
needed firm rules or a standard to complete the picture. The missing standard has been

prepared for discussion at Beijing, after which it is hoped the situation will be:-

11
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Stage 41 Following Beijing Congress

) )
Affirms to Awards C M C
<standards >
ICMCI Natlpnal
Institute
Audits
Peer Equivalence
: To CMC ACP
As%ﬂ?;]{:e Standard
Review
Q Q —_—
cMC mﬁ
Standard Tves
Standard 0
A key principle throughout |1 CMCI is one of i
member countryés CMC pr oc e srsthatithsprocesistesgdn ed t o
to be Aequivalento at | east to the | CMCI sta

adopted procedures that ensure that successful candidates for CMC from the ACP route are at

| east fAequi val e nronbtheidirect rgute. dhischamalty intolvestheh o s e f
assessment of the development and assessment practices in the candidate firms to see if they

are, again, fAat | east equivalento to those t
candidates. The proposed standard reinforces this equivalence concept.

The objective of the ICMCI Quality Assurance process is to reinforce the confidence of
member Institutes, and of external interested organisations, that the CMC award everywhere
in the world is to the same minimum standard. The ACP standard closes a potential loophole
in this and should therefore reinforce this confidence further.

Version presented to ICMCI Congress Beijing 2005.09.21, edited by Brian Ing

12
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5. ACP STANDARD

Introduction

ICMCliscommitte d t o respecting variations in member
Accredited Consulting Practice (ACP) schemes, dependent on individual national standards,
history, culture and approach.

However, in order to assure a minimum common understanding across all members of

ICMCI, and to assure consistency in the award of CMC (and thus providing a firm basis for
reciprocal recognition of both ACPs and individual CMCs), each national ACP scheme must
conform to this ICMCI Standardf it is to be formally recognised within ICMCI. If an

Institute has an ACP Scheme in place, it is assessed against this ACP Standard as part of the
ICMCI periodic country assessments to establish conformity with the ICMCI CMC Standard.

This Standard is applicable to management consultancy organisationswhich wish to become
ACPs - as distinct from the CMC Standard, which is applicable to individual management
consultants who wish to demonstrate their qualifications. The relationship between the two
standards is as follows: the ACP Standard is designed to assure that a management
consultancy organisation has the professional processes, the standards, and the commitment
in place, in order to develop and propose CMC candidates who can be confidently accepted
with minimum scrutiny as meeting the standards of the national Institute.

The ICMCI ACP Standard defines a set of core, minimum requirements. Beyond these,

national institutes are at liberty to develop the ACP scheme to suit their own markets (for

example, involving ACPsinvar i ous ways in Institute activit
available from ICMCI, and updated as shared experience grows, in order to help national

institutes to do so.

Related to this Standard are the following ICMCI documents:
T AppendixClstanbulRes ol uti ons 1 March 2004: ATakin
practice initiativeo.
T Appendi x D I stanbul Resolutions 1 March 2
consultancies as accredited practiceso.

13
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The ICMCI ACP Standard

The Standard comprisestenmandat ory features or fARequiremen
satisfactorily met in order for a national ACP scheme to comply with the standard.

1. The Organisation is confirmed as being a valid ACP Candidate
Institutes assure that candidate ACPs are identifiable organisations or management units
undertaking a management consultancy role and providing management consulting
services. Ref erence i s Appendix D of the | stanbul
for the eligibility of consultancies as accredite d p r a In this maeual APPENDIX E.

2. Its Professional Processes are assessed to assure they are appropriate for developing
consultants to the CMC Standard
The professional recruitment, training, development, supervision, review and quality
assurance processes of candidate ACPs for their consultant staff are thoroughly assessed
upon application to become an ACP, in accordance with a written institute standard, in
order to assure that they are suitable in nature and quality for developing consultants to
ICMCICMC standard. Ref erence is the Guidance Model *
—Pr of essi on al SeeDAEPENDOIXOFp me nt 7 .

3. Its Professional Standards are assessed to assure they are at least equivalent to the
CMC Standard
The professional standards of the candidate ACPs for their management consultants, and
the processes for assessment of their consultant staff against them, are thoroughly assessed
upon application to become an ACP, in accordance with a written institute standard, in
order to assure that they are of at least the equivalent level and rigour as the ICMCI CMC
standard. Reference is the Guidance Model *“ ACP
Prof essi onalSee@RPENDIXIGL cat i on”

(NOTE If a candidate ACP is already recognised as an ACP in another ICMCI member

country, the institute should take due note of this fact, liaising with the other institute and

limiting the scope of its audit correspondingly. Reference is the protocol for international

recognition in Appendix C of the Istanbul Resolutions 1 March 2004:
accredited p). thismacud AHPENDIXHat i v e”

4. The Institute Assessors are suitably trained/qualified, briefed and quality assured
Institute assessors undertaking the above assessments on behalf of national institutes are
suitably trained and/or qualified, are briefed in their role, and are quality assured.

14
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5. ACPs are formally accredited by the Institute, for a maximum of 3 years
ACP candidate organisations who pass this assessment scrutiny are formally recognised,
for a maximum period of three years, as accredited by the national institute in respect of
their professional training and development and professional standards, under the title of
Accredited Consulting Practice (or the national equivalent name). The national institute
maintains a register of its recognised ACPs; and notifies each new ACP to ICMCI, which
maintains an international register of recognised ACPs.

The national institute formally re-assesses each ACP after a maximum of 3 years,
covering the same areas and to the same standard as the original assessment.
Reconfirmation of ACP status is subject to such an assessment.

6. ACPs are empowered to propose CMC Candidates to the Institute
ACPs are empowered to identify and propose suitable management consultants from their
practice for award of CMC by their national institute, via a route different from that for
direct CMC candidates. Moreover, ACPs are expected to do so in all possible cases, and
to inform and encourage their consultants to wish to become CMCs. However, ONLY the
national Institute (provided it is a full member of ICMCI) has the authority actually to
award the CMC designation.

7. CMC Candidates from ACPs are subject to lesser scrutiny by the Institute
Institutes subject CMC candidates from ACPs to significantly lesser scrutiny than direct
CMC candidates, by virtue of the fact that ACPs have demonstrated the equivalence of
their professional standards and processes to those required for CMC. This lesser scrutiny
may (at the institutebs discretion) range f
candidates), to a defined sub-set of the normal scrutiny (e.g. ethics examination) for all
candidates. The principle is that the total scrutiny of candidates by a combination of the
ACP and the institute must amount to the ecf
standard. Institutes may also at their discretion require CMC candidates from ACPs to
undergo some mandatory elements of preparation.

(NOTE Even if applying zero scrutiny, an institute must as a minimum receive a written

notification from the ACP nominating (or confirming) the candidate(s), and formally stating

that the candidates have met the requirements for CMC as agreed between the institute and

the ACP. It is also recommended best practice that institutes should require a summary of the
candidateb6s CV and assessment details for it
nomination, the institute must check that the ACP is a currently recognised ACP; and decide

whether it wishes to apply scrutiny on this occasion to the candidate(s) as in Requirement 8

below).

15
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8. The Institute nevertheless reserves the right to fully scrutinise any CMC Candidate
from an ACP
National institutes nevertheless reserve the right to fully scrutinise the details of any
individual CMC application from an ACP, (and if not satisfied can require the candidate
to go through the full scrutiny process, as for direct CMC candidates). National institutes
should exercise this right of scrutiny sometimes for quality control.

9. CMCs from ACPs are individual members of the Institute, on the same basis as
direct CMCs
CMC candidates from ACPs, once approved by the institute, become individual members
of the institute, on the same basis and with the same responsibilities as direct entry CMCs.

This means (for example) that they shoul d 1

subject to the institute Code of Conduct and disciplinary procedures; and may retain their

CMC status after leaving the ACP,subject t o the instituteos

10. The Institute has the right to withdraw ACP status at any time
A national institute can at its discretion, withdraw ACP status from any of its ACPs at any
time, subject to simultaneously advising ICMCI of this action. Withdrawal of ACP status
should be treated as the final sanction, applied only after an ACP has been warned of
problems, and given every reasonable opportunity to rectify them. Reasons for that could
be any major failure to continue to observe the requirements for ACP status, such as:

- professional development to CMC level is no longer adequate
- standards are no longer equivalent to the CMC standard
- proposed individual CMC candidates are not well qualified

Version presented to ICMCI Working Meeting VVancouver 2004.10.03, edited Peter Thomas
Version adapted by Euro Hub Meeting Copenhagen 2005.05.13, edited Peter Thomas
Version presented to ICMCI Congress Beijing 2005.09.21, edited Peter Thomas

Version 1.0 approved by ICMCI Congress Beijing 2005.09.22, edited by Peter Thomas
Version 1.1 approved by ExCom 2006.01.24 (small alteration in article 8)

16
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6. THE PROCESS /STEPS ACCREDITATION OF CONSULTING PRACTICES

The process for a consulting practice to become accredited can be seen as follows:

1) First contact, information & explanation by Institute
U 2) Declaration of Intent between Institute and Practice
— 1D
E 3) Vision and policy professional development of Practice
\ )V
Il E
( 1 L 4) Information and communication to consultants by Practice
@)
[ P
\/__U* M 5) Self-assessment professional standards-processes by Practice
il E
- N N
T 6) Development standards and processes by Practice
'\/_\i A7) Initial review by Institute
C
N | S
R 8) Adjustment / Enhancement by Practice
L J E
Il D
J I 9) Visitation and official audit by Institute
T
Iy A
i T 10) Accreditation as ACP by Institute
|
J ﬂ O
N 11) Continued development by Practice
K
= ﬂ 12) Annual visit and monitoring by Institute
- H

13) Triennial re-accreditation by Institute

17
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PROFESSIONAL DEVELOPMENT OF CONSULTING PRACTICE

1) First contact, information & explanation by the Institute

On request of the consulting practice the Institute gives written information (see ACP and

CMC folder of ICMCI) and oral explanation of the benefits of ACP and the process to

become ACP. The purposes and considerations of the consulting practice are discussed with

the Institute representatives (see value proposition to consulting practices, chapter 2). The six

tests of O0Guidelines for the eligibility of
Also the financial aspects of guidance and accreditation of the Institute will be part of the first

step.

2) Declaration of Intent between Institute and Practice

When the Practice wants to continue, it is recommended to make a letter of intent for the
whole process. See Model Declaration of Intent APPENDIX J. This is to prevent the
consulting practice stops the process too easy without any good reason. The fee for guiding
the process by the Institute has to be agreed too. The consultant and/or auditor on behalf of
the Institute will be presented with professional background information (CV).

3) Vision and policy professional development of Practice

Vision and policy on professional development (standards and processes) will be discussed
with practice management. All steps in the development stage and accreditation stage are
explained and discussed with management. A rough time schedule has to be agreed. Important
is how intensive the guidance of the Institute will be during the development stage. Is the
practice doing most by itself or do they want more guidance from the Institute.

4) Information and communication to internal consultants by Practice

Subject for discussion is how to involve all consultants in this process. It depends on the size
and level of professionalism of the practice.

In large practices where professional standards and HR and QA processes are well
established, Professional Directory is responsible for information and communication. It is
advisable to appoint a steering committee with most important consulting managers to
commit them to the process. All consultants have to be informed about progress regularly.

In medium size practices where professional standards and HR processes have to be
developed it is more important to involve and commit all consultants in the process. One
steering committee and several project teams and/or working groups would be formed to work
out the different issues. All consultants should be informed regularly about progress.

In a small practice with senior consultants all of them would be involved in all steps of the
process by direct information, communication and/or participation.

5) Self-assessment professional standards-processes by Practice

To stimulate self-learning and self-reflection it is advisable to let the practice work out a self-
assessment. It is a reality check and the result is gap analysis. Reference are the two ACP
Statements of Equivalence, one for professional development and one for professional
certification (see appendices of the ACP Standard).
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The role of the Institute here is explaining the subjects and coaching the Practice
representatives. The Practice itself is doing the self-review and write it down.

6) Development standards and processes by Practice

When the self-assessment is done well by the Practice, it should be clear what professional
elements have to be developed before initial review of the Institute would take place. These
elements could be related to:
- Professional standards of the Practice like Body of Knowledge and Skills,
Competence Framework and/or Code of Ethics;
- HR and other processes to assure professional development and daily operation in
accordance with the Practice Standards.

This development stage can take a long time when practices has to do a lot of work on
standards and processes. The role of the Institute is consulting and coaching; when necessary
they can give assistance to internal workshops and meetings on specific professional issues.
At the end of this step the Practice has to fill in the two ACP Statements of Equivalence
actually and completely.

ACCREDITATION OF CONSULTING PRACTICE

7) Initial Review by Institute

When the main development topics are implemented in daily practice, the Practice can request
for initial review by the Institute. All subjects mentioned in the two ACP Statements of
Equivalence are discussed on level of equivalence with IMC/ICMCI standards. Progress on
implementation will be part of discussion. Review of documents with regard to professional
standards and processes will take place. This is a meeting with some selected representatives
of the Practice. The main purpose is to review whether the Practice is ready now for official
visitation and audit by the Institute. The role of the Institute is changing from consulting and
coaching to assessing and auditing.

8) Adjustment / Enhancement by Practice

Perhaps the Institute wishes the Practice has to work out some subjects better before official
visitation and audit will take place.

9) Visitation and audit by Institute

The main purpose of the visitation and
standards and processes are really operational in daily practice. Therefore interviews with
leading managers and several management consultants in different stages of development
level will take place by the auditors from the Institute. The auditors will work out a report
with findings and will discuss it with Practice representatives for reaction and feedback.
When main corrections are not needed and the Practice is really serious about continued
development of standards and processes, the auditors will make positive advice report to the
Board of the Institute. It is recommended to do this audit with two auditors of the Institute.
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One could be the consultant that has given support during the development stage for
continuity of the process. The other to be a new one for objectivity reasons and with a fresh
and open mind.

10) Accreditation as ACP by Institute

The Board of the Institute will discuss the report with positive advice of the auditors and will
take a decision on accreditation of the Practice. An official diploma will be made and handed
over to the Accredited Consulting Practice (ACP). See APPENDIX K for examples Denmark
and The Netherlands. The ACP will be put in the Register of ACPs by the Institute and
ICMCI and published on the Institute and ICMCI website as well. The Institute will agree
with the Practice in what way CMC candidates has to be recommended to the Institute and
what kind of (lesser) scrutiny will be appropriate.

11) Further implementation and continued professional development (CPD)

A list of attending topics with time schedule for next period will be agreed with practice. The
purpose is to stimulate continued development. The Practice will keep Institute informed of
progress. With Practice management will be discussed in what way knowledge exchange
between Practice consultants and other member consultants of the Institute will be arranged.
Participation of Practice consultants into professional activities of the Institute would support
this. CPD activities (training, workshops, coaching, counselling, etc.) of the Practice has to be
reviewed and approved by the Institute as CPD in accordance with IMC/ICMCI standards.

12) Annual visit and monitoring by the Institute

Each year an auditor of the Institute will visit (from 0,5 till 1 day) the ACP to monitor the
implementation of the Practice standards and assurance process. Realisation of the attending
points and action plan will be discussed.

Some files of CMC candidates will be reviewed from those who were recommended by the
ACP to the Institute in recent year. When necessary oral explanation has to be given by
professional directory and/or consulting management.

13) Triennial re-audit and re-accreditation by the Institute

The validity of the ACP diploma is three years. A re-audit (see step 7, 8 and 9) will be held by
auditors of the Institute each three year. Documentation review and interviews will be held
with relevant leading and consulting people. Re-accreditation of following three years will be
decided by Board of the Institute after studying the report and advice of the auditors.
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7. REQUIREMENTS FOR ACP AUDITORS

The role of the auditor in the development and accreditation process

The ultimate stage of the process of accreditation of a prospective ACP practice is the formal
audit. This is carried out through a full day visit to the practice in its own offices by an
independent auditor appointed by the Institute (who may be accompanied by a member of
Institute staff). This should only be undertaken after discussions with the practice have shown
that it fully understands the ACP requirements, and the institute is reasonably sure that it is
likely to meet these. When not ready, an auditor of the Institute can give guidance to the
further development process of internal professional standards and assurance processes.

The auditor will be guided by a formal framework which sets out a structured consistent
approach. The candidate ACP has to fill in completely:

APPENDIX F: ACP Statement of Equivalence T Professional Development
APPENDIX G: ACP Statement of Equivalence 1 Professional Certification

The auditor will establish that a competency framework exists around which the training and
development procedures are structured. And he will also undertake a comprehensive mapping

of that framewor k agai @ansftametvankein order ® assure that e 6 s
it is at least equivalent to that standard.

The auditor will also look for evidence that the practice has in place processes and procedures
for the training and development of professional consulting staff. The processes will start at
recruitment and induction and run continuously thereafter. They should include procedures
for periodic appraisal and assessment as well as routine feedback loops. It is expected that the
consultants themselves will take a major role in formulating their training and development.
The evidence may be presented either as hard copy or in electronic format.

An important feature of the audit is to agree with the prospective ACP the criteria for making
an individual recommendation for the award of CMC i.e. the level of assessment or
qualification within the ACP which is judged as equivalent to the CMC level. The practice
should table proposals for consideration.

The auditor will interview at least three consultants in the practice, at various stages of
development. The auditor will also interview those in the practice who will undertake key
roles in respect of the ACP arrangement:

9 The Practice Assessor: the senior person in the prospective ACP who takes
responsibility for maintenance of the audited professional standard

9 The In-practice Assessors: those within the prospective ACP responsible for the
competence based assessment of consultants (the auditor will want to interview at
least one or two).

1 The Mentors: those within the prospective ACP who undertake a mentoring role for
more junior staff, outside their direct line management.(again, the auditor will want to
interview at least one or two).
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It is a condition of the audit that these people will be made available at the time of the audit.

The auditor will submit a structured report in template form covering each of the requirements

of the audit framework, and including a recommendation for acceptance as an ACP or not, to

the Institute. The practice will be informed in writing by the Institute about the outcome of the

audit and their application for accreditation has been successful. The practice should also be

given a copy of the auditordés report: if a p
on what it needs to improve.

The requirements and training for ACP auditors
The requirement is that an ACP auditor should:

- be an active management consultant or have been an active consultant within the last
two years OR have a good working knowledge of professional management
consultancy.

- have demonstrated experience in structured competency based assessment techniques.

- have demonstrated experience in interview techniques.

- have working knowledge of HR practices and processes.

- be confident and assured in dealing with consultants and HR professionals up to the
most senior level.

- have good written and oral communication skills.

- be a Member of the Institute.

- beaCMC.

- have access to personal computer technology and an e-mail address.

- be available to travel to all parts of the Member country

- be available at six weeks notice up to four times per year.

- be prepared to undergo up to two dayods tr
weeks notice.

Time requirements

Each audit will take a ful/l dhagl, f wa tdhayh@d fr e
writing subsequently.

Training and Quality Assurance

The auditorsodéd basic skills as professionals
professional learning and development are established at the recruitment stage. The selected
auditors should then undergo training in the

standard (particularly its competence framework), and the audit requirements. Normally this
is undertaken through a one day course.

Quality is assured through this training, and through being accompanied by an institute staff
member. In addition, the institute should exercise its right to regularly examine a sample
number of CMC recommendations from ACPs. A triennial re-audit of each ACP also assures
maintenance of standards. This is supplemented by an annual visit by a staff member to each
ACP to discuss any changes to its standard or processes.
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8. BEST PRACTICES

IMC UK:

In APPENDIX L you will see the brochure IMC UK is using for consulting practices that are
interested in implementation of the ACP concept and standard.

Ooa, Netherlands:

In APPENDIX M you will see an example filled in for a large firm:
- ACP Statement of Equivalence i Professional Development
- ACP Statement of Equivalence i Professional Certification
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Appendix D: The history of ACP

Date Event
1996 Concept proposed by a group led by Peter Thomas (which was considering membership
options for the UK |Q&CHt iwfiitend oR ri agd tniad 6
UK Institute re-engaging with the major firms
1996 -1997 Concept developed as part of Athe Cha
major firms
1998 UK Institute selects and trains assessors, some major firms make significant investment in
upgrading their processes and documentation
Feb 1999 IBM UK first practice to be awarded Certified Practice Status
Sept 1999 Concept presented to Amsterdam Congress
Two resolutions passed in the Business meeting:
18. That the concept of the Certified Practice as developed by IMC UK be approved in
principle and considered on a country and/ or hub basis under 13 above
Proposed: Michael Shays
Seconded: Brian Ing
Resolution: Passed by Congress
19. That ICMCI adopt the principles of the "SHELL" approach as a working model for
practices seeking recognition as an international or global Certified Practice and that a
committee be appointed to develop the concept as soon as possible and to report to
Excom in Toronto in April 2000
Proposed: Michael Shays
Seconded: Hani Shaka'a
Resolution: Passed by Congress
1999-2001 UK continues roll out of CP scheme gaining 30firms as members including PWC, KPMG,
Shell International and IBM UK.
In the UK scheme, each CP can recommend to the Institute a candidate for the award of
the CMC who has attained the standard agreed in the audit and assessment of the certified
practice (for instance they have passed a professional board internally which decides they
have reached a defined standard).
2001 Sydney Congress

Accredited Consulting Practice (ACP) accepted as the term more compliant with standard
assessment nomenclature. On the professional standards aspect of ICMCI, most attention
was focussed on developing a global standard. The minutes record:
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Date

Event

Certified Practices

9 Itis accepted that the quality assurance principles applied to member IMCs will
be applied to certified practices, with some potential modifications relating to
recruitment and assessment and training

9 Thereisan i ssue regarding the recipro
member institutes, plus verificati
documented proposal.

1 Moderation/verification will take place outside the CP practice by the IMC
member country/ countries involved/ affected

2002

San Francisco meeting

A presentation was made of the US and the UK experience

The meeting was completed with an open discussion of the trustees which f
ACPs noted: Accredited Practices

@ The better the accredited practice, the better we have to be
@ We must lead large firms i not be pushed by them

@ Need consistency between member institutes in accrediting the same international
companies in different countries

@ Need consistent training of assessors cross borders
@ Need value statement for large firms (to be accredited)

@ Need value statement for large firms/associations (to accept accredited practice
program)

@ Need positive examples for value statements

2003

Istanbul Congress.

Major progress on completion of the CMC standard with extensive discussion on
Aireciprocityo which affects both dire
the CMC by the Institute, and those through the ACP).

In allowing each Institute to be able to add local criteria over and above the ICMCI CMC
core standard to their standards for CMC, it was also agreed that a global practice may
have identical processes for development, but the local Institute can specify the extent to
which the award of ACP status to firm affects the process for assessment of an individual
applicant from that firm.

On large firms it was resolved that:
9. That the Protocol for International Recognition of Accredited Practices attached
as Appendix C is adopted by ICMCI to govern implementation of the accredited
(formerly HfAcertifiedo) practices

congress in 1999.
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Date

Event

10. That the accredited practices policy be administered according to the principles
enunciated in Appendix C and that this policy be reviewed during triennial
assessments. EXCOM will receive an annual report on its working from the
accountable honorary officer, with a progress report to each Congress on the
cumulative working and experience with accredited practices. Note: This policy
will be administered independently of the individual CMC policy in each
member institute.

11. That Congress notes Appendix D, which will be treated as a working document
subject to continual review and is intended for advisory guidance only (rather
than as a formal part of the Accredited Practices Scheme).

The congress also addressed the issue of reciprocity for members of an Institute which
moved to the country of another member Institute. No distinction was made in the
proposals between those who where direct CMCs or those that arose from an ACP
scheme.

2003 -2005

Several member countries have adopted and adapted the ACP concept in their countries:
Including:-

Holland, who started with one major practice and are finding in discussions with large and
medium size practices that the use of an external auditor and the fostering of professional
discussions within the practice are welcomed by the practices. Two medium size local
practices are guided now by the national institute.

Ireland, which has a membership with a considerable proportion being senior members of
large firms have adopted the concept and enrolled a few ACPs

Denmark has used the concept to drive participation in the Institute of the members of the
four initial ACPs.

Canada, Australia and New Zealand are considering the concept to re-engage with the
major firms

The USA IMC has tried the concept with Shell and others and found a means of including
CMCs gained through this route with its largely sole and small practice membership. The
US IMC required an oral examination by the local chapter of the candidates knowledge of
both ethics and client management.

And the UK has continued with the scheme. Apart from the independent firms, significant
internal consulting units have applied. These have been assessed to the same rigour as the
external firms and a ground breaking scheme has been established with the Civil service
Coll ege across all of central governm
programme from 19970 key princidyfdral of
management consultants.

2004

Vancouver conference discussed progress being made in the countries who adopted the
scheme and noted the benefits obtained.

The value proposition to consulting practices was discussed and a first draft of ICMCI
ACP requirements (characteristics) was presented.

It was noted that the peer quality assessment review of each member country was
assessing the operation of the ACP scheme in those countries which operated it, but that
the assessment needed guidance on the means of that assessment.
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Date Event

2004-2005 Development of a draft Standard for ACPs led by Peter Thomas, Peter Sorensen and Fons
Roels.

May 2005 Acceptance of draft standard by Eurohub meeting in Copenhagen and its unanimous
resolution to recommend the standard for adoption by ICMCI at the 2005 Beijing
Congress.

July 2005 Italy announces during its peer review that it intends launching an ACP scheme

Sept 2005 Standard is proposed to the Biennial Congress and accepted in Beijing Resolutions
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Appendix E: Guidelines for the eligibility of consultancies as accredited practices

Introduction

Individuals employed in a wide range of roles as consultants to management within both the
private and public sectors are eligible to be considered for CMC and have long been seen as
valid potential members of an IMC. Consideration is typically given to whether the
consultancy field is a recognised one and whether their consultancy practice is bona fide.
(Strategy and marketing are usually in but PR probably is not; IT consulting is in but software
programming is not, systems analysis, recruitment consulting and internal consulting have
always needed examination on the merits of the case and may be either in or out, depending
on the circumstances.) Logically, therefore, the same principles should be applied to
considering potential Accredited Practices: is the field of consulting a recognised one and is
the consultancy (whether individual or incorporated) a bona fide consultancy?)

There has always been a certain concern about how to be sure that particular management
units (and correspondingly the individuals within them) are actually undertaking a
management consultancy role, particularly where these are internal consultancy operations
within a large organisation; or external consultancies which are part of a wider business (with
for example systems house, computer supply or outsourcing activities).

This paper suggests six main rules of thumb to be used in assessing whether (internal or
external) management consultancy operations qualify for consideration as an Accredited
Practice. (Correspondingly, the same basic tests can be used to assess whether an individual
qualifies for consideration as a CMC). The tests are designed to address basic characteristics
of the management consultancy role, in the central respect of the relationship between client
and consultant. The argument is that, in the absence of the characteristics which the tests
identify, the role being undertaken (though no doubt a perfectly valid one) is probably not a
management consultancy role.

The Six Tests

The six tests, which are indicative rather than definitive, should be taken together to build up
a cumulative body of evidence, rather than seeking an absolute compliance with each and
every one. The tests are as follows:

1) Is the consultancy an identifiable organisation or unit, managed separately from its actual
and potential clients (if it is an internal consultancy) or from other parts of the business (if it
is an external consultancy which is part of a wider business), and explicitly set up for the
purposes of management consultancy?

The first part of the test, is there an identifiable organisation, is a sine qua non of any
consideration as an Accredited Practice. The second part of the test addresses the
independence of the consultancy from its clients. Separate management of the consultancy
from its clients or other parts of the business, is of course likely to be relative in the case of
internal consultancies, or external consultancies part of a wider service business: at some level
in the overall management structure the reporting lines will come together.

29



Standards© ICMCI 2006 Guidance and Reference Manual ACP  PSC_document_V1 20060822

But this should ideally be at a relatively senior level, higher than the management level of the

individual business or operating units, however defined. The importance of this part of the test

is that it gives assurance of the relative independence and hence objectivity of the

management consultancy advice provided. The third part of the test focuses explicitly on the

business nature of the operation, particularly
many types of technical services (for example IT).

2) Is there the equivalent of a fee-paying relationship between the consultancy and its clients
(whether internal or external) preferably at broadly market rates or charges?

The argument is that payment for professional advice and help is of the essence of the

management consultancy /client relationship. Such payment places an obligation on the

consultancy and its consultant(s) to provide a thoroughly professional service delivering value

for money; and gives the client the right (and the motivation) to require and ensure this, as

well as helping to assure that the use of management consultancy is undertaken seriously. (It

is recognised of course that #Achargingo in t
internal cross-charging, using various mechanisms.)

The closer such internal charging is to market rates and costs, the more the assurance that the
relationship is as above: if charges are very significantly below market rates, it could cast
serious doubt on this. The same point applies in the case where internal consultancies offer
their services externally: subsidised rates would throw some doubt on the full validity of the
management consultancy/client relationship.

3) Are the clients of the consultancy free to choose their management consultants on the open
market?

It is argued that the client having a choice between different management consultancies
(together with the ability at any time to go elsewhere if not satisfied), is i if not actually of the
essence of the client/management relationship i a crucial discipline on management
consultancy, in assuring a strong focus on the highest level of professionalism, delivery of
results, and client satisfaction. The same argument applies to a management consultancy
organisation being exposed to actual or potential competition (external competition in the case
of internal consultancies), If an internal consultancy is not subject to this discipline, then it is
argued that the degree of development of these characteristics must be in real doubt and
subject to serious (and sceptical) scrutiny. An internal client should have the opportunity to
reject the internal consultant (that is go outside).

4) Does the consultancy have the right to make a professional diagnosis and to propose
variations to the terms of reference and, in extremis, to refuse the assignment?
Any consultancy that may be forced to take any assignment allocated by a parent company or

some kind of tied relationship lacks the necessary detachment to exercise objective
professional judgement and to give advice based on that independence.
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5) Does the consultant have the right to withdraw for professional reasons during the course
of the assignment?

Similarly, an external or internal consultancy which is unable to withdraw for professional
reasons during the course of the engagement may lack the necessary detachment and
independence

6) Would the management of the consultancy be able and prepared to sign an independence
statement and/or provide documentary evidence of their free-standing position if required?

This can be an overriding as well as a supportive test that might compensate for any doubts on
the five earlier points.

3. Application of the Tests.

Consideration of these six tests should be undertaken with judgement and discretion; they are
helpful indicators not absolute requirements and should be taken together and weighed in the
balance. Considered overall in this way, the tests essentially provide a framework for
guidance in qualifying potential consultancy candidates for Accredited Practice consideration,
especially when interpreted alongside other relevant facts concerning the candidate
organisation.

However if a consultancy practice did not substantially meet the spirit of these six tests, it
should not normally qualify as an Accredited Practice candidate.

Final Note

The above tests must stand or fall on their own merits. However, explicit adoption of these

tests would, (together with the adoption of
proposed within ICMCI), facilitate relationships and consistency of approach with FEACO

who are concerned witfmRhiwhatf itlkey spbobrscdi sedao
competition from internal or government consultancies. Such criteria as proposed in this paper

are consistent both with the long-standing practice of ICMCI member institutes towards

internal and external management consultancies and the approach of industry trade bodies to

the definition of a bona fide management consultancy. There is merit in a common approach

to the definition of what a management consultancy is.

An earlier version of this document was approved by ICMCI Executive Committee on 6
October 2002 for circulation to Members for consultation. This revised version was prepared
for the 30 June 2003 ExCom, incorporating comments received during the consultation and
building on the long standing criteria that exist in many Institutes (including Canada, the UK,
the USA and Australia) to provide guidance in dealing with individual applications for CMC
from consultancy units that may not be clear cut. The document remained open for
constructive comments until the deadline for papers for the Istanbul Congress in September
2003 where the working document will be tabled (to be adopted as guidelines only, since it is
intended to be a working document rather than constitute a formal part of the AP
arrangement).
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Appendix F: ACP Statement of Equivalence i Professional Development

A A A
[ 44
> <
» <

S e, ICMCI QUALITY ASSURANCE
+ INTERNATIONAL 7,
v COUNCIL OF  *
Y MANAGEMENT & ACCREDITATION CONSULTING PRACTICE (ACP)
“  CONSULTING

‘% INSTITUTES STATEMENT OF EQUIVALENCE - PROFESSIONAL DEVELOPMENT

‘.b ‘.‘ (with permission of IMC UK, which owns the Copyrights to the material)

Consulting Practice Name: Date: Auditor(s):
Contact Name and Title: Contact Details:
Requirements Consulting Practice | Assessment area Consulting Practice Relevant Documents

Describe your Standard under each heading, demonstrating equivalence | Cross reference to relevant documents here
and adequacy with the requirements of the ICMCI / IMC Standard

A. RECRUITMENT AND INDUCTION

The selection process for consultants | Overall recruitment
shall be according to objective policy of new
criteria within a job and person consultants

specification.
Person specifications
All new entrants shall receive

induction training that covers at least

the organisation of the consulting Job specifications
practice, management of the practice,
the services provided, examples of
assignment work and operating

standards, legal responsibilities, Selection process
personnel policies, and the role of the
ICMCI / IMC in setting and
maintaining professional standards.
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The consulting practice must provide
evidence of:

overall recruitment policy of
new consultants

person specifications

job specifications

selection process

selection criteria

detailed induction policy
training schedules / briefings
of induction sessions
desired outcomes of
induction

testing of outcomes of
induction

Selection criteria

Detailed induction
policy

Training schedules/
briefings of induction
sessions

Desired outcomes of
induction

Testing of outcomes of
induction

B. TRAINING, DEVELOPMENT AND ASSESSMENT
POLICY AND PROCESSES

All management consultants within
the consulting practice must provide
evidence (development) of
competence and awareness under
each of the headings below to the
equivalent of the standard set by
ICMCI / IMC for the assessment of
management consultants:

Competencies in use or
under development

How the competencies
are developed
monitored and reviewed
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Values and Behaviour:
-beliefs:values,ethics,professionalism
- analytical skills

- relationships

- personal development

Technical competence:
- specialisation
- consultative

Business insight:
- client business
- consultant business

The consulting practice must
provide evidence of:
- competencies in use or under
development
- how the competencies are
developed, monitored and
reviewed
- who s involved in the
development, monitoring
and review of the
competencies and who has
final responsibility for their
acceptance as policy
- rationale of how these
competencies match or are
equivalent to those being
used by IMC

Who is involved in the
development,
monitoring and review
of the competencies?

Who has final
responsibility for the
acceptance of
competencies as policy?

Rationale of how these
competencies match or
are equivalent to the
ICMCI/IMC
competencies

Fit between the
practice’s competencies
and recruitment,
training, induction,
appraisal etc.

Individual training and
development records

Timeframe for training
and development

Responsibility for
training and
development

Consultant influence on
his or her own training
and development
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- fit between
competencies and
recruitment, training,
induction appraisal etc

- individual training and
development records

- timeframe for training and
development

- responsibility for training
and development

- consultant influence on his
or her own training and
development

- shadowing of more
experienced consultants

- supervision of consultants

- mentoring of consultants

- feedback / discussion /
problem solving sessions.

t

Shadowing of more
experienced consultants

Supervision of
consultants

Mentoring of
consultants

Feedback / discussion /
problem solving sessions

C. APPRAISAL / PERFORMANCE REVIEW / REWARD

All aspects of appraisal, performance
review and reward must be fully
documented, used according to the
documentation and fully understood
by all consultants.

The consulting practice must provide
evidence of:

A comprehensive and
coherent appraisal

policy

How the performance of
consultants is assessed
against the required
competencies
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a comprehensive and
coherent appraisal policy
how the performance of
consultants is assessed
against the required
competencies

who is assessing (post held /
experience of assessment /
qualifications etc)

links between performance
review, competencies and
reward

consequences of failure to
demonstrate the
competencies within a
specific timeframe

Who is assessing (post
held /experience of
assessment /
qualifications etc)

Links between
performance review,
competencies and
reward

Consequences of failure
to demonstrate the
competences within a
specific timeframe
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Appendix G: ACP Statement of Equivalence i Professional Certification

A4
’.L‘ 4,

4

o ‘s, ICMCI QUALITY ASSURANCE
o7 The Yy
+ [INTERNATIONAL ",
< COUNCIL OF v ACCREDITATION CONSULTING PRACTICE (ACP)
«  MANAGEMENT »
% CONSULTING «
‘. INSTITUTES o* STATEMENT OF EQUIVALENCE - PROFESSIONAL CERTIFICATION
., n (with permission of the ICMCI, which owns the Copyrights to the material)
L . et <
Consulting Practice Name: Date: Auditor(s):
Contact Name and Title: Contact Details:

Topic ICMCI/IMC Consulting Practice Relevant documents
Describe your Standard under each heading, demonstrating its equivalence and Cross reference to relevant documents here
adequacy with the requirements of the ICMCI / IMC Standard

A. Vision and Well-considered vision and
policy policy regarding the

professional standard of
CMC management
consultants

B. Pre-requisite

for CMC

Candidates

Basic Normally three full time
experience years in management

consultancy
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Education

Recognised degree or
professional qualification
or (normally) a further five
years full time in
management consultancy

Preparation of

Suitable facilities to help

Candidates candi dat es 6
meet the CMC standard

C.CMC

Standard

Body of ICMCI / IMC Body of

Knowledge Knowledge and Skills
(BoKS)

CMC Competency Groupings

Competency under the following

Framework Headings (senior level)

Values+Behaviour

Ethics and Professionalism

Analytical Skills

Personal Interaction

Personal Development

Technical

Functional Specialization

Competence

Consulting skills

Business Insight

Consulting Business

Client Business
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Code of ICMCI / IMC Code of
Professional Professional Conduct
Conduct

Documents Appropriate documentation

required to be
submitted by the
Candidate

D. CMC
Certification
Process

Assessment or

Assessment of

Examination competencies by

Process appropriate means

References Written description of three
assignments and client
references verified through
interview; and possibly
personal referees /sponsors

CMC Award Recommendation by the

and Retention

Consulting Practice; award
and retention solely by the
IMC

Continued
Professional
Development
(CPD)

Commitment to a
minimum of 30 hours CPD
per annum, or 100 hours
every three years, with a
link to a practice certificate
or similar arrangement

39




Standards© ICMCI 2006

Guidance and Reference Manual ACP

PSC_document_V1 20060822

Re-certification

Some mechanism through
CPD or another means

Professional
Conduct

Commitment to the ICMCI
/ IMC Code, with a process
for reviewing potential
breaches and applying
sanctions on CMC
members

Organisational
Structure
concerning CMC
Certification

Appropriate structure and
authority levels, together
with mechanisms for
appeals and for assuring
standards
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E. State of
implementation
of C&D

How long has
the Standard &
Certification
process been in
use

ICMCI / IMC guidance
normally at least 6
months

Number of
trained assessors

ICMCI / IMC guidance
is 2 assessors as a
minimum

Quialification/

CMC qualification is

training of required. ICMCI / IMC

assessors guidance is a formal
training session as a
minimum

Number of ICMCI / IMC guidance

candidates is that 4 candidates

assessed so far

minimum should have
been assessed, involving
at least 2 assessors
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Appendix H: Taking forward the accredited practice initiative

Introduction and Background

The Accredited Practice (AP) concept was approved by ICMCI at the Amsterdam Congress in
1999, within the framework of ICMC1 6 s CMC St andard (of which i f
strand).

Since 1999, the momentum has continued. Several national institutes have included the AP
concept within their own countries, (Austria, Denmark, UK, USA) (under the name of
Accredited Practice scheme), and others (South Africa and The Netherlands) are about to do
the same. In the UK most large international practices (as well as many of the better medium
sized ones) are now accredited practices of the UK institute. And interest from large practices
in having more formal international recognition of accredited practice status across the
ICMCI community has grown significantly.

Although ad hoc initiatives for such recognition have been attempted in specific countries
with particular firms (IBM, Shell International), these have proceeded slowly i resulting in
considerable frustration in those firms. This matters, because ICMCI and its member
institutes have only a limited window of opportunity to build on the interest of the large
practices in the Accredited Practice scheme, and its international dimension in particular. If
ICMCI does not respond, it is inevitable that these practices (all internationally organised)
will conclude that ICMCI is not relevant to them and turn their attention elsewhere.

It is therefore important to maintain the momentum of the ICMCI Accredited Practice
initiative. This paper identifies two areas where we should learn from experience so far:

1 models for implementation
T language and terminology

and addresses the need for better mechanisms to facilitate international implementation,
proposing:

71 an ICMCI protocol or procedure for international recognition of Accredited Practices, to
facilitate ICMCI-wide implementation.

The Accredited Practice Concept
First, however, it is worthwhile recalling the basic features of the Accredited Practice concept.

The designation can be awarded by a national institute to any management consultancy
practice which has demonstrated to the institute, by undergoing a systematic audit, that its
professional standards for the training/development and assessment/qualification of its
consultants, and the internal systems which assure these, are of at least the same level and
rigour as those required for the ICMCI CMC standard. The continued conformance of the
practice is monitored by periodic checks.
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Practices awarded the designation are consequently accredited to propose candidates from
their practice to the national institute for award of CMC; and in recognition of the standards
demonstrated by the practice, these candidates will be subject to more limited scrutiny,
examination and checks than are required of other candidates.

The Accredited Practice arrangement gives benefits to the practice, to the consultants within
it, and to the national institute. For the practice, this external independent accreditation of its
training and professional standards helps it in recruiting high quality consulting staff and in
demonstrating its professionalism to them and to clients. For consultants within the practice,
the arrangement gives readier and simpler access to the portable, internationally recognised
CMC qualification. For the national institute, the Accredited Practice designation gives it
relevance and a basis for relationship with large and medium practices, and a means of
recruiting into membership the consultants within these practices.

Varying Implementation Models

It has become apparent that, within the framework and spirit of the Accredited Practice
concept as described above, there is room for flexibility of practice in the implementation of
the concept. To this degree, the Accredited Practice concept is already demonstrating that it is
a practical and robust one, which is adaptable to the culture and approach of different national
institutes without impairing its integrity.

The main area in which variations in implementation have emerged is the extent and nature of
the scrutiny applied to individual CMC candidates from practices. In one implementation
model, applied for example in the UK, the over-riding emphasis is on a thorough audit of the
standards and processes of the practice; scrutiny of individual CMC candidates is undertaken
on an exceptions basis (although the right is reserved to scrutinise and if necessary reject any
or all candidates). A somewhat different implementation model has emerged (for example in
the USA) where, although CMC candidates from such a practice do not have to submit
evidence to demonstrate their experience and competencies, they are still required to undergo
part of the normal assessment process (in the case of the USA, the written examination and
face to face interview). Both these approaches are within the framework of the Accredited
Practice principles.

It is likely that other areas of detailed variation in implementation will emerge. Provided the
integrity of the basic concept remains fully intact, ICMCI should accept these as providing
flexibility for national implementation.

A Common Terminology

Variation in basic terminology have also emerged in different implementations. In particular,

the USA has adopted the term Accredited Practice or Accredited Consulting Practice, instead

of Certified Practice, which was the earlier term used in the UK and in the Amsterdam

Agreement. It would seem highly desirable that a single term is used by ICMCI for the

concept and policy arrangements, whatever the local implementation variations may be. In

fact, the terms fAaccreditationo and AAccredi
language of ISO9000 and si mi |l ar international I ni ti at
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nCertified Practiceo, and consequently are a
Additionally in certain countries the term certification is unfortunate and confusing since it is

either reserved legally to government usage only and/or it conveys a governmental

connotation which communicates almost the exact opposite of what we are seeking to convey

(i .e. independent, armbés | ength venralfi cati on
government or any other body.

It is therefore recommended thati a ¢ ¢ r e dandtiidAtcicareda i t ardaddpteddyc t | c e O
ICMCI as the generic terms it uses for the concept (for example, in the ongoing work on

standards). National institutes should similarly describe the process (for example in their

literature) as“ a ¢ ¢ r e ddf corsultancy prattices in respect of the standard of their

professional development of their consultants; but are of course free to designate practices so

accredited as either Accredited or Certified Practices (or if necessary some other name), as

seems appropriate in their markets. (e.g. for historical reasons the UK plans for the time being

to retain the Certified Practice scheme within the Accredited Practices Policy of ICMCI and

sees some merit in distinguishing between the international philosophy and policy on the one

hand and the national implementation of its local scheme on the other.)

Framework for ICMCI-wide Implementation: a Protocol for International Recogion

National institutes who are full members of ICMCI are obliged to observe reciprocity rights in
respect of all other full members: that is, to recognise within their own country CMCs
awarded by other full member institutes; and should a consultant awarded CMC by another
institute move to their country, to accept that individual into membership if he so requests.

Reciprocity of recognition of Accredited or Accredited Practices is not quite so
straightforward. But it is becoming clear that some parallel, ICMCI-wide protocol for
recognition of Accredited Practices is most important if the initiative is to progress
internationally: lack of this is a significant reason why ad hoc attempts to achieve limited
international recognition of certain practices have largely so far failed, (see the Introduction to
this paper).

Extending reciprocity to this area is also logical: The standards and processes for the
professional development and assessment of consulting staff are increasingly uniform in
international practices, wherever staff are located: consequently, if a practice in country A
qualifies as an Accredited or Accredited Practice, it is highly likely that it would do in all
other countries where it operates. However, it has to be recognised that the institute in
country A cannot actually check and be sure that this is so or fully so in countries B, C,
Deet c.

With these considerations in mind, it is recommended that ICMCI adopt the following simple
protocol, binding on member institutes, for international recognition of Accredited Practices.

1. The first national institute to carry out a detailed assessment of an international practice

and award it Accredited or Accredited Practice status, should be recognised as the lead
assessor of that practice internationally.
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2. It would be registered with ICMCI as such (this register being available to all members of
ICMCI), and its assessment documentation should if possible be lodged confidentially
with ICMCI.

3. Should that practice request to extend its Accredited Practice status to one or more other
ICMCI countries, the national institute in each of those countries is obliged to respond,
and respond constructively, to that request (which of course offers it the opportunity of
increased membership).

4. The national institute in each of these countries should firstly be given confidential access
to the |l ead assessor instituteds detail ed
assessorods) country.

5. The institute should then carry out a simple supplementary audit or review of the practice
in its own country, designed to confirm that the same standards are in place as in the lead
assessor country. It is up to the institute to decide the extent of such a supplementary
audit (indeed, whether it wishes to undertakeone,b eyond t he | ead assess
but 1t should normally be on a much small e

6. Subject to a satisfactory outcome, the institute would then grant Accredited Practice status

to the practice in its own country, operating in accordance with its own local
arrangements.
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Appendix J: Model Declaration of Intent between IMC and Consulting practice

R LhbAag, .
v «
v v
o7 The Ty
INTERNATIONAL
COUNCIL OF
MANAGEMENT
CONSULTING
r'y

s, INSTITUTES ..‘

» -
> -

3 «
"ryyvr?

MODEL

Declaration of Intent
Accredited Consulting Practice (ACP)

Date:

Contact Details:

Name Consulting Practice:

Address: eéeeeeéeceeeeceeceeeceeeceeeee. eeeceeceececcee

Nomi nated contact: é é .Posiéianeé é é é é é é

eeeeeeceeeeeeeeeeeecece

Practice Details:

Princi paI S eeeeeeeececeeeeeeceeeeeeceeeeeeeeeeeeece

(name) Eééééecééeccéééccceéeccééeeccééececéeeeeccél
No. of Consulting Staff: ( ) Empl oyed: déégé Associates: ééeé
Wher eof : Ordinary MembeMemlbed MECf EMEE Eé&&é é ¢

2}

Note: where the majority of consulting staff are not directly employed an address list will be required.
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Declaration:

The IMC (Institute name) declare the willingness working together with Practice (consultancy name)

to achieve Accredited Consulting Practice (ACP) status within one year from date of declaration.

To that end we agree that:

1

All information, models, templates, documents and procedures from the IMC and ICMCI with
regard of the development and accreditation process will be made available to the Practice.

Our work will be done to our best knowledge, effort and capability in accordance with
expected quality and professionalism.

We are committed to confidentiality of all information and knowledge of the Practice towards
third parties. We will take pre-cautions of protecting all interest of the Practice such as
intellectual property rights (IPR).

The consultants and auditors who will be selected to work together with the Practice are
committed to the Code of Professional Conduct of the IMC.

The Practice will be informed regularly on national and international developments with regard
to ACP like professional standards and quality assurance processes.

We will promote and stimulate knowledge sharing and networking between accredited
consul ting pr ac tespecetsprofegsiCrl@evglopmentt h r

Meetings and contacts between Practice consultants and other members of the IMC will be
stimulated with reference to the professional activities organized by the IMC.

After awarding the ACP designation the Practice will be registered and published as ACP on
the websites of the IMC and ICMCI.

After awarding ACP the Practice will get the right to use this designation for PR and Marketing
purposes.

The senior consultants of the Practice who will be awarded as CMC will get the right to use
the CMC designation after their names.
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Declaration:

The Practice (consultancy name) declare the willingness working together with IMC (institute name)

to achieve Accredited Consulting Practice (ACP) status within one year from date of declaration.

To that end we agree that:

f
1

IMC staff shall have reasonable access to staff of the Practice.

Training and development processes and systems will be developed to the criteria laid down
by the IMC for its ACP qualification. Internal professional standards will be developed for CMC
assessment and qualification.

The Practice will monitor and review internally those standards, processes and systems as
required by the IMC and ICMCI.

On achieving ACP Status we will encourage our staff to become members of the IMC and will
promote benefits of membership, to this end we will allow IMC staff reasonable access.

All senior management consultants who qualify for CMC will apply for awarding CMC and
membership of the IMC. We will agree target membership numbers with IMC.

We wi | | pay | MC for guiding this process
terms of é.. This amount i ncl udegintatdofi..c e,
hours; also the cost of administration, official certificate and IPR rights are included.
Consultancy, auditing or specific training required in excess of this will be charged at a rate of
é excl. VAT per hour.

On successful audit we will pay an ACP fee annually as set out in the fees schedule of the
IMC. Also we will pay annually the total amount of fees for individual membership of the IMC
(with discount) as set out in the fee schedule of the IMC.

After accreditation we will submit for annual surveillance audit of (smaller practices 1/2 and
large practices 1 day) by the IMC. Every three years the Practice will submit for triennial re-
accreditation audit. The Pract i /AT peridayl be

The Practice and its management consultants will adhere to the Code of Professional Conduct
and Ethical guidelines of the IMC. Clients of the Practice will be informed of this by writing.

All information, models, standards, methodology and documents that were made available by
IMC to the Practice, will be property (IPR) of the IMC. The Practice will only use this for
internal ACP purposes.

g

q
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Ending cooperation and partnership:

Cooperation between the IMC and the Practice is based on mutual trust. When the Practice or the
IMC feel this is not the case any more, both can end the cooperation at any moment after mutual
consult.

Termination of the cooperation will be done by writing on (one, two, three) month notice. Time spent
by the IMC staff will be settled and paid by the Practice. The IMC and Practice will not do any
statements to third parties about reasons for terminating the ACP cooperation.

Management consultants of the Practice who are member of the IMC will continue membership on
individual basis.

This declaration is seen and authorised by the Principals of the Practice .

Undersigned on behalf of: (name Practice) éééée
Legally represented by: éééééécéééécéééecece&caceccad.é
Pl ace: éééééééééééeééé . Signature:

Date: éééeéééeccééececcé ééeeccééeccééeccéeéeecéeéce.

This declaration is seen and authorised by the Board of the IMC.
Undersigned by the | MC Board: (name | MC) éééeéeé

Represented by (name): Eeééééceceeeééceeceeceééeceeeeéeceeccte

Pl ace: ééééécééecééeéé. Signature:

Dat e: eeeeeeeeeeeeececece eeeeeeeeeeeeeeececeece.

eeeeeee
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Appendix K: Model ACP certificate/ diploma Denmark and The Netherlands

Diploma Netherlands:

Diploma Denmark:
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Appendix L: Best practice UK

Institute of
Management
Consultancy

Accredited Practice Scheme
| CMCI |l nsti tut e
Description and Assistance Package

Read the complete report (Ctrl + click)
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The package contains:

TA detailed description of the U
Accredited Practices from initial contact through to
audit and beyond.

1 Support from experienced IMC staff at any stage of the
process to provide explanations, answers to queries
and suggestions.

1 One visit of one working day by an experienced IMC
staff member to alocation chosen by the requesting
Institute on an expenses only basis.

1 Comments and advice on documentation presented by
the first three applicant practices.

1 A full copy(+CD Rom) of the IMC, UK Competence
Framework.

A range of additional services are available at extra charge
(see Paragraph 13 in the document).
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Appendix M: Best Practice The Netherlands

ICMCI QUALITY ASSURANCE

ACCREDITATION CONSULTING PRACTICE (ACP)

STATEMENT OF EQUIVALENCE WITH ICMCI1 / OOA — PROFESSIONAL DEVELOPMENT

& ADEQUACY OF SUPPORTING PROCESSES
(with permission of IMC UK, which owns the Copyrights to the material)

Consulting Practice Name: Large Consultancy B.V.

Contact Name and Title: Mr X, Director

Date: May 2006 Auditor(s): Ooa, Fons Roels CMC

Requirements Consulting Practic

Assessment area

Statement of Equivalenc& Adequacy

Relevant Documents

Describe your Standard under each heading, demonstrating its equivalence and
adequacy with the requirements of the ICMCI / Ooa Standard

Cross reference to relevant documents
here

A. RECRUITMENT AND INDUCTION

The selection process for
consultants shall be according to
objective criteria within a job and
person specification and according
to an appropriate equal
opportunities policy (see Human
Resource policies).

All new entrants shall receive
induction training that covers at
least the organisation of the
consulting practice, management
of the practice, the services
provided, examples of assignment

Overall
recruitment
policy of new
consultants

Recruitment is based on the approved manpower planning each year for
each function and service line. Starting point is required knowledge,
experience and competency profiles

Procedure manual Consultancy,
August 2003: Procedure 2: HRM.
(Consulting Global Excellence
Model): Shared & Specialization
Competency Profiles NL, March
2004

Person
specifications

Starting point is the solutions competency profile. Job description and
personal profile are made.

Shared & Specialization
Competency Profiles NL, March
2004

Local HR procedures

Job
specifications

Starting point is the required knowledge and experience with regard to
the service line. Job description and personal profile are made.

Local HR procedures
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work and operating standards,
legal responsibilities, personnel
policies, and the role of the IMC
(Ooa) in setting and maintaining
professional standards.

The consulting practice must
provide evidence of:
- overall recruitment policy
of new consultants
- person specifications
- job specifications
- selection process
- selection criteria
- detailed induction policy
- training schedules /
briefings of induction
sessions
- desired outcomes of
induction
- testing of outcomes of
induction

Selection Responsibility of Service Line Leader/Function Director (senior-
process manager and higher) and HRM. Local HR procedures
Managers and senior managers are participating in the selection process.
Selection Responsibility of Service Line Leader/Function Director and HRM. Shared & Specialization
criteria Competency Profiles NL, March
2004
Detailed 6Learni ng o n amadngstotherelbni@entsi s p ol i c| Shared & Specialization

induction policy

Competency Profiles NL, March
2004

Training Every new consultant gets a short company introduction of one day. Company Consultancy Learning
schedules/ Thereafter he/she gets started within a project. Program (Consultancy curriculum
briefings of Two times a year there is an (outdoor) New Hire Week for new 2006)
induction consultants. The content of this week:
sessions - an introduction to the company: organization, practice, code of

conduct, ethics, compliance rules, quality system;

- the consultancy cycle

- important soft skill courses: interview techniques, handling conflicts

e.g.

The first courses (hard skills) are mostly: Consulting Skills, Consulting

Excellence and Solution Toolkit
Desired Is part of engagement between Service Line Leader/Function Director
outcomes of and Consultant/Manager. Shared & Specialization
induction Competency Profiles NL, March

2004

Testing of Every (new) consultant gets a Counsellor during his/her career within
outcomes of the company (not for Partner). The outcomes of induction are evaluated | Shared & Specialization
induction with the Service Line Leader, the Counsellor and HRM. Competency Profiles NL, March

2004

54




Standards© ICMCI 2006

Guidance and Reference Manual ACP

PSC_document_V1 20060822

B. TRAINING, DEVELOPMENT AND
ASSESSMENT POLICY AND PROCESSES

All management consultants within
the consulting practice must
provide evidence (development) of
competence and awareness under
each of the headings below to the
equivalent of the standard set by
IMC (Ooa) for the assessment of
management consultants:

Values and Behaviour:

- beliefs: values, ethics &
professionalism

- analytical skills

- relationships

- personal development

- reflective learning

Technical competence:
- specialisation
- consultative

Business Insight:
- consultant business
- client business

The consulting practice must
provide evidence of:

Competencies in
use or under
development

Four Shared Competency Areas are defined regarding:

Service Excellence: Defining Client Needs, Serving the Client,
Retaining the Client (focusses on how we serve our clients);
Marketing, Sales & Communications: Understanding the Market,
Building the Market, Making the Sale (focusses on business
development/generating new business);

Management Effectiveness: Making Decisions, Implementing,
Following Through, Managing the Practice (focusses on engagement
management);

Leadership Effectiveness: Creating a Vision, Developing Commitment,
Achieving Results, Team Playing (focusses on leading and developing

people)

All former (seven) core competencies are included in these shared
competency areas.

Three Specialization Competency Areas are defined regarding:
- Enterprise Applications;

- Strategy & Operations;

- Technology Integration

Consulting Global Excellence
Model, PowerPoint November 2004
Shared & Specialization
Competency Profiles NL, March
2004

How the
competencies
are developed
monitored and
reviewed

HRM Consultancy Global.
HRM NL Consultancy BV.

Two times a year the Competency Profiles are monitored and reviewed.

system and methodology including EPR, PPR and PCP approach.

Shared & Specialization
Competency Profiles NL, March
2004
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competencies in use or
under development

how the competencies are
developed, monitored and
reviewed

who is involved in the
development, monitoring
and review of the
competencies and who has
final responsibility for
their acceptance as policy
rationale of how these
competencies match or are

Who is involved
in the
development,
monitoring and
review of the
competencies?

Consultancy HRM Global.

HRM NL Consultancy BV.
Two times a year the Competency Profiles are monitored and reviewed
by HRM in cooperation with representatives of the service lines at level
manager or senior manager

Shared & Specialization
Competency Profiles NL, March
2004

Who has final
responsibility
for the
acceptance of
competencies as
policy?

Board Consultancy Global.

Board Consultancy NL

Shared & Specialization
Competency Profiles NL, March
2004
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equivalent to those being
used by IMC (Ooa)

- fit between
competencies and
recruitment, training,
induction appraisal etc

- individual training and
development records

- timeframe for training and
development

- responsibility for training
and development

- consultant influence on his
or her own training and
development

- shadowing of more
experienced consultants

- supervision of consultants

- mentoring of consultants

- feedback / discussion /
problem solving sessions.

Rationale of
how these
competencies
match or are
equivalent to the
ICMCI /Ooa
competencies

ICMCI/Oo0a

Values and Behaviour:
- Beliefs

- Analytical skills
- Relationships

- Personal development
- Reflective learning

Technical Competence:
- Specialisation
- Consultative

Business Insight:
- Consultant business

- Client business

Consultancy

Consultants ethics and company ethics

(S) Specialization

(1) Service Excellence

(4) Leadership Effectiveness

(4) Leadership Effectiveness

(4) Leadership Effectiveness and the (C)
Counselling System

(S) Specialization
(1) Service Excellence
(3) Management Effectiveness

(2) Marketing, Sales & communication
(3) Management Effectiveness.

(1) Service Excellence

(2). Marketing, Sales & communication

ICMCI Core Competency
Framework, October 1, 2003.
ICMCI Code of Professional
Conduct

Ooa Body of Knowledge and Skills,
November 2002

O0a/ROA Code of professional
conduct and discipline, 1997

Code of Professional Conduct
Consultancy, July 2003

Shared & Specialization
Competency Profiles NL, March
2004

Counselling System

Company Independence Policies

Company Code Netherlands (Nov.
2005)

Fit between the
practice’s
competencies
and
recruitment,
training,
induction,
appraisal etc.

There is a strong fit between these elements. See the international and
national system and methodology including EPR, PPR and PCP

approach

Shared & Specialization
Competency Profiles NL, March
2004

Code of Professional Conduct
Consultancy, July 2003.

57




Standards© ICMCI 2006

Guidance and Reference Manual ACP

PSC_document_V1 20060822

Individual
training and
development
records

Personal (training and development) file HRM and file professional
directorate

Learning matrix

Local HR procedures

Timeframe for
training and
development

80 hours hard and soft skills in two years (included a maximum 12 hours
a year: for professional consult together internally.

E-mail February 14. 2004 from Mr

Y, CPC

Responsibility
for training and
development

Responsibility for professional training (hard skills) is the Professional
Practice Office Consultancy (PPOC)

Responsibility for Personal development training (soft skills) is Learning
(Staff Office)

Organization structure company
and division of responsibilities

Consultant
influence on his
or her own
training and
development

There is a policy of permanent education of consultants.

Every consultant has to participate in professional training (hard and soft
skills) in two years time of minimal 80 hours (80PE points). Selection is
made by the consultant in consultation with the Counsellor and Service
Line Leader on basis of required training for each level.

After promotion attendance to a Level course or a LEAD (Leadership
Development) program is obligatory.

Selection of training is made by the consultant etc. in consultation with
the Counsellor, every mid-year and end-year. Is not part of the PE
system but is part of the Personal Development System (EPR,PPR,
PCP).

Shared & Specialization
Competency Profiles NL, March

2004

Consultancy Learning Program
(Consultancy curriculum 2006)
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Shadowing of
more
experienced
consultants

Every consultant, senior consultant, manager, senior-manager and
principal has a counsellor. That is company policy.

Shared & Specialization
Competency Profiles NL, March
2004

Supervision of
consultants

Supervision is done by the appointed Project manager within a project
and the Service Line Leader hierarchically.

Functionally and for quality assurance reasons there is supervision of an
accredited and independent Project reviewer. He/she reports findings to
the Project manager and when necessary to the Professional Practice
Office Consultancy (PPOC)

Quality Manual Consultancy,
August 2003

Procedure Manual Consultancy,
August, 2003

Mentoring of
consultants

Every consultant/manager etc. gets a counsellor during his career (not
for Partner).

At the start of a year the PCP is to be determined by the consultant and
counsellor together.

Two times a year (mid-year, end-year) there is a regular counsellor
consult with a formal Performance Progress Review (PPR) on basis of
PCP and some Engagement Performance Reviews (EPR).

Shared & Specialization
Competency Profiles NL, March
2004

Feedback /
discussion /
problem solving
sessions

Consult together, team discussion and evaluation of a project is done
within a project and is responsibility of the appointed Project manager.
Client evaluation is done and feedback is given to the consultants.

Hot issues regarding the whole Service Line are also discussed in
marketing groups and competency groups.

Periodically there is professional consult together (VTO) within the
Service Line.

Quality Manual Consultancy,
August 2003

Procedure Manual Consultancy,
August, 2003
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C. APPRAISAL / PERFORMANCE REVIEW /

REWARD

All aspects of appraisal,
performance review and reward
must be fully documented, used
according to the documentation
and fully understood by all
consultants.

The consulting practice must
provide evidence of:

- acomprehensive and
coherent appraisal policy

- how the performance of
consultants is assessed
against the required
competencies

- who is assessing (post held
| experience of assessment
/ qualifications etc)

- links between performance
review, competencies and
reward

- consequences of failure to
demonstrate the
competencies within a
specific timeframe.

A
comprehensive
and coherent
appraisal policy

There is a worldwide appraisal policy, a system and methodology. Self-
evaluation, self-learning and self-development are important elements of
this policy.

Guidelines Consultancy for the
Appraisal Process, 2004.

How the
performance of
consultants is
assessed against
the required
competencies

The Engagement Performance Review (EPR) is applied within projects
wherein a consultant is participating a determined hours (different per
person) and more. At the beginning of the project, performance
expectations are set by the Engagement Manager (Project manager). At
the end of the assignment the consultants performance is evaluated
against each competency cluster of . This is done by the consultant and
the Engagement manager as well.

Mid-year and end-year the counsellor and consultant have a
Performance Progress Review (PPR) meeting on basis of some project
EPROGs. The desenel tompetendenis reviewed. p e

Begin-year the counsellor and consultant have a Personal Career Plan
(PCP) meeting on basis of the
Education and training is part of competence development.

Goal setting and performance targets for next year are part of
appointments between consultant and Service Line Leader.

Before promotion till senior manager or partner the candidate has to
draft an individual business plan (10P).

In this plan he/she has to describe a review of personal qualities and
competencies together with concrete performance and a personal
strengths and weaknesses analysis. This is part of the promotion process,
appraisal and documents.

Shared & Specialization
Competency Profiles NL, March
2004

Guidelines Consultancy for the
Appraisal Process (2004): EPR,
PPR, PCP.

Company Intranet, Personal Career
Plan (PCP), Individual Business
Plan (IOP)
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Who is assessing
(post held
/experience of
assessment /
qualifications
etc)

A Counsellor is level senior manager, principal or partner and has done a
special counsellor training of one day. All Counsellors within each
Service Line have a meeting 2-3 times a year for knowledge sharing.

A Project Reviewer is level of senior manager and higher; is accredited
by the Professional Practice Office Consultancy (PPOC)

An Engagement Manager is a Project Manager with level manager up
and has had training according to .

A Service Line Leader has qualifications as a partner according to
Promotion assessments are carriedoutby t he 6 Hu man
Professional Practice Director Consultancy (PPDC)

is involved in the appointment procedure for managers up, he has a
discussion with each candidate and adds his findings to the appointment
file.

Quality Manual Consultancy,
August 2003

Shared & Specialization
Competency Profiles NL, March
2004

Guidelines Consultancy for the
Appraisal Process (2004):EPR,
PPR, PCP.

Human Group, policy and
guidelines for assessments.

Links between
performance
review,
competencies
and reward

Onbasis of EPRO s-year pedornmaneeRévisw andt h ¢
reward meeting is held with the consultant by the Service Line Leader.

In the second year after promotion till Manager a development
assessment takes place. In the last year before promotion from Senior
Manager till Principal or Partner, a promotion assessment takes place.
Assessments are done by the Human Group together with assessors
(Partners) from Consultancy company.

The promotion decision till manager is taken by the Function Director
on basis of recommendation from the Service Line Leader.

The promotion for senior manager and up is the authority of the Board
of the company, after consultation of the Professional Practice Office

Consultancy (PPOC).

Shared & Specialization
Competency Profiles NL, March
2004

Guidelines Consultancy for the
Appraisal Process (2004):EPR,
PPR, PCP.

Human Group, policy and
guidelines for assessments.
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Consequences of
failure to
demonstrate the
competences
within a specific
timeframe

Normal development and career path is:
- Consultant, 1-2 years

- Senior Consultant, 2-3 years

- Manager, 2-3 years

- Senior Manager, 3-4 years

- Principal

Manager, Senior Manager or Principal could be the end function.

Exceeding this timeframe could implicate leaving the company.

HR Policy.

D. HUMAN RESOURCE DEVELOPMENT

POLICIES

The consulting practice must have
a fully documented HR policy
covering each of the areas listed
below. The policies must meet all
current legislation and be fully
available and understood by all
consultants.

The consulting practice must
provide evidence of:

- general personnel policies
- equal opportunities policies
- grievance procedures

- dismissal policies and
procedures.

General
personnel
policies

On the Company Intranet

Equal
opportunity
policies

Diversity Policy (TOP-grading program)

Grievance
procedures

Line management, HRM or Labour Council

Dismissal
policies and
procedures

Under circumstances.
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ICMCI QUALITY ASSURANCE

ACCREDITATION CONSULTING PRACTICE

STATEMENT OF EQUIVALENCE WITH ICMCI / OOA — PROFESSIONAL CERTIFICATION

Contact Name and Title: Mr X, Director

& ADEQUACY OF SUPPORTING PROCESSES
(with permission of the ICMCI, which owns the Copyrights to the material)

Topic ICMCI / OOA Statement of Equivalence & Adequacy Relevant documents
Describe your Standard under each heading, demonstrating its equivalence and adequacy | Cross reference to relevant documents here
with the requirements of the ICMCI / OOA Standard

A. Vision and Well-considered vision Development of Consultants should be competency based according to Brochure Consulting Office.
policy and policy regarding the | Company International Competency Framework.

professional standard of
(CMC) management
consultants

All consultants from level managers, senior managers, principals and
partners are stimulated to become member of the Ooa. Senior managers,
principals and partners are challenged to achieve the CMC qualification.
All management consultants do have ethical awareness according to the
Code of Professional Conduct of the Company. As member of the Ooa
they are subject to Regulation of Jurisdiction of the Ooa/ROA.
Permanent professional education and personal development are part of
the high professional standard policy of the Consultancy.

B. Pre-requisite
for CMC
Candidates

Basic experience

Normally three full time
years in management
consultancy

At least three years experience as a professional management consultant.
Independently acting in different complex projects in different markets.

Consulting Global Excellence Model,
PowerPoint November 2004

Shared & Specialization Competency Profiles
NL, March 2004
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Education

Recognised degree or
professional qualification
or (normally) a further
five years full time in
management consultancy

Minimum degree is HBO or University with at least six years
management consultancy experience. The experience is related to
organisational development and change issues. The consultant has
experience in managing complex projects. In general, candidates have a
minimum level of senior manager.

Degree of SIOO T BMC/ECM or VU PDO-MC are qualifying directly
to CMC designation

Degreed6s in HBO tor U
organisation and change science, together with
soft skills in management consultancy (see )
Consultancy Learning Program (Consultancy
curriculum 2006)

Preparation of Suitable facilities to help 1. The international -model. (Consulting Global Excellence Consulting Global Excellence Model,
Candidates candidates?d Model). This model describes the competencies needed for the PowerPoint November 2004
to meet the CMC different stages, from the lowest level to partner level, the Shared & Specialization Competency Profiles
standard experience needed to promote to a certain level and the NL, March 2004
minimum education level. also facilitate soft skills for personal | Guidelines Consultancy for the Appraisal
profiling. Process, 2004.
2. Consultancy Learning Program; yearly program in which a Counselling System
consultant had to meet certain criteria depending on his level Consultancy Learning Program (Consultancy
for: professional education in management consulting, hard curriculum 2006)
skills and soft skills; market related and competency related Workshop BoKS Ooa
3. Code of conduct consultancy; training and best practice Code of Professional Conduct Consultancy, July
4. Counselling program: Counsellor reflects with a consultant 2003. Workshop Code of Conduct Ooa
about his professional learning points and personal development | Counsellor program within
5. Participate in ICC voluntarily, as associate member of the Oca | Intercollegiate Consult Ooa (ICC)
6. Company Policies Company Policy Manual (2006)
Company Code Consultancy Netherlands (Nov.
2005)
C.CMC
Standard
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Body of ICMCI / OOA Body of 1. Excellence Model and Competency Profiles Consulting Global Excellence Model,
Knowledge Knowledge and Skills 2. Consultancy Learning Program PowerPoint November 2004
(BoKS) 3. The Ooa BoKS is pre-requisite reading material for the training Shared & Specialization Competency Profiles
Consultancy Skills for management consultants, 3 days, nr NL, March 2004
202079 Guidelines Consultancy for the Appraisal
4. In the Quality Management System of the company (ISO 9000) | Process, 2004.
there are quality requirements regarding: Counselling System
- proposal and contract management Consultancy Learning Program (Consultancy
- project implementation curriculum 2006)
- project review and customer assignment evaluation Ooa BoKS, November 2002
- customer complaints handling Quality Manual Consultancy, August 2003
5. Company Policies Procedure Manual Consultancy, August, 2003
Company Policy Manual (2006)
Company Code Consultancy Netherlands (Nov.
2005)
CMC Competency Groupings | Four Shared Competency Areas and three Specialization Areas are Consulting Global Excellence Model,
Competency under the following defined regarding PowerPoint November 2004
Framework Headings (senior level) | process: Service Excellence (focusses on how we serve our clients) and | Shared & Specialization Competency Profiles

Marketing, Sales & Communications_focuses on business
development/generating new business).
Strategic Business functions: Management Effectiveness (focuses on

engagement management) and Specialization competencies

Foundation: Leadership Effectiveness (focuses on leading and

developing people) and Specialization competencies

NL, March 2004

Values Behaviour

Beliefs: values, ethics &

professionalism

Consultants ethics and company ethics awareness as described in the
company Code of Professional Conduct Consultancy, the company
Policy Manual and the Company Code Consultancy Netherlands (Nov.
2005)

Code of Professional Conduct Consultancy, July
2003

Company Policy Manual (2006)

Company Code Consultancy Netherlands (Nov.
2005)

Analytical Skills

Specialization competencies

Relationships

Service Excellence
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Personal Development

Leadership Effectiveness

Refer to EPR (Engagement performance review): Each professional
should set up an EPR after he did a project. This is an ongoing process.
The EPROs are reviewed twice
And the evaluation report, Performance Progress Review (PPR) is input
for the next (yearly set up) personal career plan (PCP). In the PCP the
management consultant describes the competencies, market and soft
skills he/she wants to develop for the future.

a

EPR, PPR, PCP
Counsellor program within

Reflective learning

Leadership Effectiveness ; engagement performance review (EPR);
internal project and external client evaluation; counsellor consult.

Counsellor program within Intercollegiate
Consult Ooa (ICC)

Technical
Competence

Specialisation

Specialization competencies
Every consultant is member of an industry group and has one or more
specialisations.

Consultative

Service Excellence, Marketing, Sales & Communications

Quality Manual Consultancy, August 2003

Business Insight

Consultant Business

Management Effectiveness, Leadership Effectiveness

Quality Manual Consultancy, August 2003

Client Business

Service Excellence and Marketing, Sales & Communications

Code of ICMCI / OOA Code of Refer to Code of Conduct Consultancy, The Quality and Procedure Code of Professional Conduct Consultancy, July
Professional Professional Conduct: Manuals Consultancy and the company Policy Manual: 2003; appendix: rules for combined control and
Conduct - professionalism - professionalism consultancy services, version 2, April 2003
- independence - independence Training ethics and company ethics, 2 half days,
- integrity - integrity: if a consultant is not applying the code of conduct, the | 8 PE points; General ethics meetings, 2003
Board of the Consultancy can conflict the consultant with Quality Manual Consultancy, August 2003
disciplinary rules. Additional, when already member of the Ooa, | Procedure Manual Consultancy, August, 2003
the consultant has to meet the code of conduct of the Ooa and Company Policy Manual (2006)
can be accounted for disciplinary jurisdiction Company Code Consultancy Netherlands (Nov.
2005)
Documents Appropriate 1. Application form for CMC candidate CMC application form Ooa

required to be
submitted by the
Candidate

documentation

ns

Describing a reflective personal profile
3. Describing some project cases (one in a reflective way)

Instruction for setting up a reflective personal
profile and project case, Ooa
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D.CMC
Certification
Process

Assessment or
Examination
Process

Assessment of
competencies by
appropriate means

Refer to and Consultancy Learning Program.

In the second year after promotion till Manager a development
assessment takes place. In the last year before promotion from Senior
Manager till Principal or Partner, a promotion assessment takes place.
Assessments are done by the Human Group together with assessors
(Partners) from Consultancy company.

The assessment reflects the skills: communication with customer and
soft skills (see ).

Another part of promotion is that the consultant at level manager and up
will have a performance review with the service line leader and/or
consulting director and professional director. All relevant appraisal and
assessment documents are part of this review.

Counselling between CMC candidates with CMC qualified assessors (in
progress).

In general, CMC candidates have a minimum level of senior manager.
The CMC assessment of candidates is delegated to the CTT (Ooa).

Consulting Global Excellence Model,
PowerPoint, November 2004

Shared & Specialization Competency Profiles
NL, March 2004

Guidelines Consultancy for the Appraisal
Process, 2004.

Counselling System

Consultancy Learning Program (Consultancy
curriculum 2006). Promotion assessments by
Human Group

Counsellor program within company

Ooa guideline CMC assessment, February, 04
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References Written reflective Every CMC candidate has to describe a reflective personal profile and CMC application form Ooa
description of some some project cases (one in a reflective way). Instruction for setting up a reflective personal
assignments and Refer to Engagement Performance Reviews (EPR), Progress profile and project case, Ooa
personal profile (client | pgrformance Review (PPR) and Personal Career Plan (PCP) and consult | EPR, PPR and PCP and counsellor program
refer%r:ces and/ orl with counsellor and management. within
;S)gszlsoé;)ersona See assignment and client evaluation in Procedure 6, Procedure Manual | Quality Manual Consultancy, August 2003
Consultancy. Procedure Manual Consultancy, August, 2003
Before promotion till senior manager, principal or partner, the candidate
has to draft an individual business plan (IOP). In this plan he/she
describes a review of personal qualities and competencies together with
concrete performance and an analysis of personal strengths and
weaknesses. This is part of the promotion review, appraisal and
documents.
CMC Award | Recommendation by the | The CMC candidate, selected and assessed according the mentioned Ooa regulations according CMC admission,

and Retention

Consulting Practice;
award solely by the
institute OOA; retention
solely by the institute

criteria above, is presented to the Board of the Ooa, who will finally give
approval of the CMC award.

When CMC consultant does not fulfil the CMC requirements anymore,
the Board of the Ooa can start the retention procedure.

assessment, awarding and retention.
Registration in a public national and
international CMC register.

Continued
Professional
Development
(CPD)

Commitment to
participate in
professional
development activities
(minimum 60 points
gained in four years
time, see institute)

One of the seven required competency areas is self-development.
Company has a policy of permanent education of consultants.

Every consultant has to participate in professional training (hard and soft
skills) in 2 years time of minimal 80 hours (80PE points). Selection is
made by the consultant in consultation with the counsellor/ service line
leader. On basis of the required training for each level.

Selection of soft skills training is made by the consultant in consultation
with the counsellor, every mid-year and end-year on basis of the
Personal Career Plan (PCP)

When a consultant is awarded CMC he/she has to become a member of
the Ooa. Every CMC has to fulfil the professional activities effort
requirements in a period of 4 years. Minimum 60 points have to be
gained.

Company training and client evaluation are recognized as agreed effort.

Regulations of Consultancy Learning Program,
January 2005

Regulation of Admission and Assessment Ooa.
Brochure professionalisation within the Ooa.
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Re-
certification

Some mechanism
through CPD or another
means

After three years, Ooa and Consulting firm give signal to CMC member
that re-certification is ahead after one year. Company yearly updates the
requirements the CMC should meet and communicates it with the Ooa.

Regulation Professional Practice Office
Consultancy

Regulation of Admission and Assessment Ooa.
Registration of professional effort activities

Professional
Conduct

Commitment to the
ICMCI / OOA Code,
with a process for
reviewing potential
breaches and applying
sanctions on CMC
members

The code of conduct Consultancy is introduced at the start of a career
within Consultancy and is embedded as a detailed course in the New
Hire week.

ICC and Proview are Ooa activities wherein reflection of the individual
attitude and ethic acting.

Audits to check if the elements of the code of conduct are handled
according the rules (in progress), by the Professional Practice Office
Consultancy. If not, disciplinary rules are applied.

Ethic complaints of clients are handled by service line
management according procedure 7. of the Quality procedure
manual. When escalating, the Director Consultancy is involved
and the Service Line Leader consult the Professional Practice
Director Consultancy.

The Ooa Code of discipline is applicable, when member of the Ooa, to
all consultants of level manager and up.

Code of Professional Conduct Consultancy, July
2003

Code of Professional Conduct and Discipline of
the Ooa and ROA, 1997

Training Ethics of the Consultant, 2 half days,
8PE Points. Integrity meetings, 2003.
Independency learning for Consultants, 2003

Quality Manual Consultancy, August 2003
Procedure Manual Consultancy, August, 2003
ICC and Proview of the Ooa.

Company Code Consultancy Netherlands (Nov.
2005)
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Organisational
Structure
concerning CMC
Certification

Appropriate structure
and authority levels,
together with
mechanisms for appeals
and for assuring
standards

Structure of hierarchical service line leader, project manager,
independent project reviewer, functional Professional Practice Office
Consultancy and supporting counsellor in accordance with the Ooa rules
and regulations.

The effectiveness will be audited periodically by Professional Practice
Office Consultancy.

The maintenance and control of the competency system/ framework and
application is responsibility of HRM.

The maintenance and control of the Code of Conduct Consultancy and
application is responsibility of the Professional Practice Office
Consultancy.

The quality of the Consultancy Learning Program is the responsibility of
the Professional Practice Office Consultancy.

The quality of the Development program (soft skills) is responsibility of
Learning (Staff Office).

Monitoring the Quality system and procedures is responsibility of
Professional Practice Office Consultancy.

Quality Manual Consultancy, August 2003
Procedure Manual Consultancy, August, 2003
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E. State of
implementation
of C&D

How long has
the Standard &
Certification
process been in
use

ICMCI / OOA guidance
normally at least 6
months

CMC assessment is done by the Ooa (CTT) with experienced CMC
assessors.

Number of
trained assessors

ICMCI / OOA guidance
IS 2 assessors as a
minimum

CMC assessment is done by the Ooa (CTT) with experienced CMC
assessors.

Qualification/

CMC qualification is

CMC assessment is done by the Ooa (CTT) with experienced CMC

training of required. ICMCI/OOA | assessors.
assessors guidance is a formal
training session as a
minimum
Number of ICMCI / OOA guidance | CMC assessment is done by the Ooa (CTT) with experienced CMC
candidates is that 4 candidates assessors.

assessed so far

minimum should have
been assessed, involving
at least 2 assessors
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