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. Some local partners were unsure of the required standard or were unwilling to deliver the tough message
that one of their senior associates/managers was not ready or was not suitable for partnership. Instead they
would sponsor and even encourage their associates, leaving it to the assessment centre to 'sort things out' -
or take the blame.

Not surprisingly, this situation created a certain amount of resentment, not to mention a raft of 'walking
wounded' who hung around listlessly waiting for the opportunity to make their careers elsewhere. The
accountancy firms' sensible response to this was actually to do what some of them only said they were doing,
and to make the process much more developmental. In essence this involved:

. formalising a level immediately below that of partner as an explicit stepping stone towards partnership. In
many cases, this kind of 'director’ role already existed, but it was either possible to bypass, or it was used as
‘consolation prize';

. introducing a development centre to appoint directors and to identify their development needs with respect to
partnership;

. sharing and using all of the data collected to formulate individually tailored 'development plans';
. managing the subsequent development of directors centrally, with full support from learning & development

functions within HR; . re-positioning the (simplified) final partner admissions procedures as ones designed to
‘confirm' rather than 'assess' the candidate's suitability; and . evidence of having addressed one's develop-






