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PwC UK helps organisations and individuals create the value they’re looking for. We’re a member 
of the PwC network of firms in 157 countries with more than 184,000 people committed to 
delivering quality in assurance, tax and advisory services. 

PwC’s Transition to Partner programme is a 12- to 18-month development programme to 
give Directors in all business lines insight into their strengths and development areas, in 
response to which they and their People Manager further build and implement their existing 
Career and Personal Development Plan (CPDP) – to support their readiness for and transi-
tion into the partnership of the UK firm. The programme is not however a pre-requisite for 
promotion, and neither is it a guarantee of it.

The objectives of the programme are for Directors to:

•• Understand and use their strengths.
•• Identify and address their development areas. 
•• Develop their personal leadership vision.
•• Articulate their development journey past, present and future.

The programme has three Phases during which Directors work with peers, partners, coaches 
and actors to illuminate their strengths and development areas, then build on and implement 
their CPDP. 

Phase 1: data gathering, including observation by a partner of a live client meeting, an 
initial coaching session and preparing for Phase 2. Data gathered in this first phase comes 
from 360 feedback, a strengths assessment and any other diagnostics the Director may wish 
to share.



During this phase, the aim is to build the Director’s awareness of their strengths and devel-
opment areas as potential partners. Coaching is provided to help them distinguish key 
insights arising from the data gathered and their career journey to date with a view to creating 
a first draft of their CPDP.

Phase 2: residential event over a late afternoon, overnight stay and one day, during which 
Directors receive further feedback to gain others’ perspectives on their strengths and areas of 
development as well as practise articulating their value to PwC, their personal leadership and 
development journeys.

Learning methods used during this phase include: 

•• Leadership Journey session in which peer groups share and coach each other in their successes, 
challenges and goals going forward.

•• Client Meeting with a new client played by an actor – followed by self-reflection and feedback. 
•• Interview with a partner and coach to explore in a safe environment the Director’s contribution 

to clients, people and PwC – followed by self-reflection and feedback.
•• Co-coaching with a peer to offer insight and challenge on each other’s emerging CPDP.
•• Actor-led impact coaching.
•• Summary conversation between the Director, a partner and a coach to distinguish key themes 

from the data to integrate into their CPDP.

Feedback is documented for the benefit of Directors and their People Managers alone, and 
it is they who are responsible for synthesising this and prioritising this in the Director’s 
CPDP. 

Phase 3: is the 12-to-18-month implementation of the CPDP by the Director and 
their People Manager – with a view to advancing the Director’s prospects for promotion 
and supported by optional follow-up coaching sessions with their Transition to Partner 
programme coach.

PwC Professional

Strengths and development areas are identified using the PwC Professional. This is a global 
leadership framework for all our people in all lines of service. The PwC Professional:

 • Is a common leadership model and catalyst for change.
 • Pulls together the skills, capabilities and behaviours we expect of our people into a single 

framework. 
 • Is ‘who we need to be’ to meet our clients’ expectations. 
 • Is about delivering the PwC Brand.



THE ROLE OF THE COACH IN THE PROGRAMME

Phase 1: Each coach is allocated to two Directors and will have two coaching sessions with 
each of them: one session to debrief their strengths assessment and another to review 360 
feedback and prepare for Phase 2 by helping Directors begin to distinguish their key strengths 
and development areas.

Phase 2: Alongside a partner, observe the allocated Directors in the various meetings and 
scenarios of the residential day of the programme and provide feedback to them. At the close 
of the day, coach and partner conduct a final coaching session with each allocated Director to 
help the participant identify key topics for their CPDP – both deploying their strengths and 
addressing their development areas – based on insights gained from the day’s scenarios and 
interviews. 

Phase 3: Hold a confidential post-event coaching session with each of the allocated 
Directors, helping them move forward with their development and providing guidance 
around other support available in PwC.

Feedback on the programme has been very good since it was first held at the end of 2013 
with evaluation scores consistently reporting excellence of content and delivery. The emphasis 
on personal and leadership development is key. While participants are technically competent 
and excel in their current roles, they are still learning about what they will need to be and 
become as potential future leaders of PwC and the challenge of this transition is apparent in 
the coaching conversations throughout the programme. The aspiration to be an authentic, 
resilient and responsible leader places a different set of demands on participants and the 
VUCA (Volatility, Uncertainty, Complexity, Ambiguity) world becomes more of a reality at 
this stage of their careers. The Transition to Partner programme helps participants identify 
and make best use of the considerable strengths gained over a successful career. The pro-
gramme also reveals those areas where further development is needed in order to become the 
whole leaders of the future. 

Coaching provides the participant with a safe place from which to understand and explore 
both strengths and development areas as they move towards partnership and encourages the 
sense of journey towards future growth and continued learning.

PwC terminology:

•• Director: this is the staff grade directly below that of Partner in the UK firm
•• People Manager: refers to the individual who manages the performance of the Director within his or 

her Business line


