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Foreword

Introduction from
Bob Moritz

Around the world, the war for talent is only
becoming more competitive, with
opportunities emerging for all kinds of
talent pools. More diverse - and even
unexpected - talent is all around us,
coming from emerging and developed
markets, traditional and start-up
companies, and different kinds of
educational backgrounds. In today’s
ever-changing global economy,
acknowledging the changing landscape of
talent, understanding their different goals
and priorities, and shaping talent strategies
to include them, are key for any business to
succeed. Having a broad mix of diverse
talent in your organisation isn’t just
imperative to the future success of a
business or broader society, it’s simply the
right thing to do.

Focusing on the professional services
industry, our only asset is our people. Their
knowledge, their relationships in building
trust while serving our stakeholders and
clients, their ability to think differently to
solve important problems, it’s the people
who change the industry, the firms they
work in, and through that work, make an
impact on the communities and world
around them.

At PwC, diversity and inclusiveness are
huge priorities for us around the world. To
have impact and serve our communities,
our stakeholders and our clients, we need
diverse talent. To solve the problems our
stakeholders are facing, we need diverse
talent. To build trust across different points
of view, we need diverse talent. It’s
imperative we attract, retain and develop
diverse professionals to spur innovation,
drive growth and sustain competitive
advantage in the marketplace.

Our global diversity journey formally
began 12 years ago, when PwC first began
to focus on developing a globally
consistent approach to diversity as a
business imperative and enabler for our
strategy. During the years since then we’ve
experienced many high-points and
encountered just as many challenges. And
while we're proud of the progress we've
made so far, we recognise that our journey
is not complete, and it has been slower
than we would have liked. We still have so
much more we want to do to foster an even
more diverse and inclusive workplace
culture.

We'’ve also learned a lot along the way —
and we’ve applied these lessons to reshape
and accelerate our approach to our overall
human capital initiatives and processes,
including how diversity ties into our
overall business strategy, vision, and
purpose. In this report, we share with you
the story of our global diversity journey. I
hope that by sharing our experiences,
challenges and insights, we will learn from
and engage with others about their own
diversity and inclusion journeys. No one
organisation has the sole right answer --
and we hope that by sharing our thinking,
we learn from others, knowing the best
ideas come from having many voices in the
conversation.

We also want more accountability, which is
another reason we wanted to share where
we are on our own journey. While we've
made some strides around our global
network, including appointing some more
diverse leadership teams at the global and
country levels, we have more work to do.
We believe transparency and
accountability are two key pieces to
driving better results, which is why we are
sharing more about the PwC Diversity &
Inclusion ecosystem and our Global
Inclusion Index. We're also sharing some
case studies to highlight some practices
from many PwC firms' around the world,
brought to life by many of our diversity
leaders, advocates, and role models.

AsTsaid at the beginning, embracing
diversity and inclusion makes business
sense, and even more importantly, we
believe it’s the right thing to do. By sharing
our thoughts, ideas, and programmes, we
are hoping that we can contribute to a
broader discussion, one from which we
can all learn and benefit together, as we
work collectively to make an impact
around the world.

Bob Moritz

Chairman,
PricewaterhouseCoopers International

1 PwC refers to the PwC network and/or one or
more of its member firms, each of which is a
separate legal entity. Please see www.pwc.com/
structure for further details

Introduction from
Agneés Hussherr

It was back in 2001, the year I was
appointed partner, that I was first asked to
think about how we might enhance gender
diversity at PwC. And if I'm completely
honest, before this I hadn’t realised there
was an important problem to be solved. Up
until this point, I had personally had a very
fulfilling career and personal life
throughout my 12 year career with PwC
France, including having three children on
my way to making partner. But when I
paused to look around me, both in PwC
France and Europe more broadly, it
clicked, and I agreed to lead our European
Women in PwC network.

This was just the start of my personal
diversity journey. With time it became
clear to me that our focus needed to go
beyond gender to centre more broadly on
valuing and embracing all types of
difference. And that it is only through such
a broad lens that we will be able to deliver
our ambitious network strategy for the
future. This was at the heart of the
Diversity and Inclusion (D&I) strategy
focused on executing when appointed
Global Diversity & Inclusion leader in
2013.

Throughout my career with PwC I've held
various leadership roles, and whether they
were client, business, or people related
they’ve all made one thing clear to me:
progress does not happen overnight.
However, there are ways to move faster
and this is why, with the strong support of
the Global Leadership Team and our
tenacious territory diversity leaders, we've
been focused on applying accelerated D&I
action across the PwC network of firms.

During the course of our diversity journey
we’ve learned a lot and we’ve applied these
lessons to constantly reshape our
approach. As a result, we feel today that
we’ve reached a comprehensive and
efficient approach that lays the foundations
for the sustainable progress we aim to
achieve in the future. This approach
includes a number of milestone activities
such as better aligning D&I with our
network business strategy and enhanced
leadership accountability with the
introduction of our Global Inclusion Index.

We recognise a journey is what we're on,
and we know there’s a lot more to do. I'm
excited to share externally the detailed
story of this journey to date, the progress
we’ve made and our many lessons learned.
Aswe have and continue to learn from
others, we hope this report will allow other
organisations to benefit from our
experiences.

This July, I was offered a new exciting
career opportunity with my appointment
as Global Human Capital Leader. D&I’s
influence on, and alignment with our
global people strategy was at the core of
the diversity legacy I've created over the
past three years and I will continue
embedding it into our fundamental people
strategy. To solve important problems we
need diverse talent, and to attract, develop
and engage that talent we must support
every one of our people to build a
rewarding career and achieve their full
potential.

Agneés Hussherr
Global Human Capital Leader
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At PwC® we know that if we are to solve
important problems we need diverse talent
—and we are committed to turning these

An employer’s policy on diversity and inclusion is important to me when
deciding whether or not to work for them

<5%

Currently less than
5% of Fortune 500
CEOs are female

Source: www.fortune.com/2016/06/06/
women-ceos-fortune-500-2016

Be

Over-65s are the
fastest-growing
population group

Source: Global Megatrends, PwC

~) ©

72% of CEOs said
availability of key
skills is a concern

Source: 19th Annual CEO Survey, PwC 2016
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Introduction

Organisations the world over are
currently facing myriad challenges
around talent — and becoming
increasingly concerned about their
potential competitive and financial
impacts.

They include challenges such as:

* Responding to the vast numbers of
millennials entering and reshaping the
workforce;

* Addressing the low representation of
women in management and leadership
positions;

* Dealing with an aging workforce and
talent pool;

* Finding the right talent to drive
expansion in, and collaboration with
new geographical markets;

* Overcoming the restrictions on
organisations’ growth resulting from
the low availability of key skills;

* Managing a multi-generational
workforce with evolving responsibilities
for dependants (including employees
with both children and elderly parents);
and

* Responding to the rising consumption
power of specific population segments
by recruiting talent that mirrors the
diversity of those customers.

These talent challenges clearly bring risks
for businesses that fail to respond to them
adequately. But at the same time they bring
big opportunities for forward-looking
organisations that position themselves to
capitalise on the potential of a diverse
workforce to drive higher business
performance. Across all these
opportunities, the common thread is the
move to a more diverse world —and many
organisations are already innovating to
respond to this shift. A growing number of
CEOs are concerned with the implications

of talent diversity for their business, with
64% confirming they have a diversity and
inclusion strategy in place and 13%
planning to adopt one over the next 12
months.? This suggests that many CEOs
are waking up to the fact that they have
immense talent pools under their noses,
which they may have failed to fully
leverage for too long. And they’re
identifying significant benefits arising
from diversity and inclusion in their
organisations. In fact, 85% of CEOs whose
organisations have a diversity and
inclusiveness strategy say it has enhanced
business performance, 77% say it has
enhanced customer satisfaction, and 55%
say it has helped them compete in new
industries or geographies.®

While it is clear that diversity has
catapulted onto the CEO agenda in recent
years, the fact remains that many
organisations are struggling to make it a
reality — and few appear to be making
visible progress. This sentiment is voiced
loud and clear by the majority of over
10,000 working millennials across the
globe, 71% of whom feel that, while
organisations talk about diversity, the fact
is that opportunities are not really equal
for all.* And organisational commitment to
diversity — along with visible progress
towards it — is becoming ever more vital:
86% of female and 74% of male
millennials say an employer’s policy on
diversity, equality and workforce inclusion
is important to them when deciding
whether or not to work for an
organisation.®

2 A marketplace without boundaries? Responding
to disruption. 18th Annual Global CEO Survey,
PwC 2015

3 Ibid

4 The female millennial, A new era of talent, PwC
2015

5 Ibid

Organisations talk about diversity, but | do not feel opportunities are really

equal for all

Source: The female millennial: A new era of talent, PwC

talent challenges to business
opportunities. However, we do recognise
that there is no ‘quick-fix” response to
getting this right. Attracting, advancing,
developing, engaging and retaining a
diversity of talent while fostering an
inclusive culture — one where difference is
valued and embraced - is not easy.

Making progress is challenging, and we
don’t claim to have all the answers or to
have yet achieved the progress we want.
But we are committed to maximising the
diversity opportunity. And we feel we have
identified an approach that is accelerating
our progress, meaning we have an
interesting story to share. That’s our
intention with this publication: to share
our journey, while recognising that it is
ultimately just that — a journey. And that
we've done a lot but still have a lot more to
do. Our hope is that other organisations
can learn from what we are doing, albeit
with the caveat that the right approach and
solutions are always highly dependent on a
particular organisation’s strategy, as well
as its operational and cultural context.

We hope you find reading about our
diversity journey as interesting as it has
been for us to experience for ourselves.

PwC refers to the PwC network and/or one or
more of its member firms, each of which is a
separate legal entity. Please see www.pwc.com/
structure for further details

Percentage of CEOs that agreed their organisation has reaped the following benefits from its strategy to promote

diversity and inclusion

55% Compete in new industries/geographies

63% Leverage technology

78% Innovate
78% Collaborate internally/externally

75% Serve new and evolving customer needs

77% Enhance customer satisfaction

83% Strengthen our brand and reputation

85% Enhance business performance
90% Attract talent

Creating impact, achieving results




Setting the scene -
Diversity &
Inclusion at PwC

For PwC,” diversity is a priority across
our network of firms because we need
the best available talent to create value
for our clients, people and communities.
We hire and nurture professionals who
take a variety of approaches to problem-
solving, who are willing to challenge the
status quo, who think differently from
one another, and who come from many
different backgrounds and cultures. We
do this because to solve important
problems we need diverse talent.

Our global diversity journey began 12
years ago, when the PwC network of firms
first began to focus on a globally consistent
approach to diversity as a business
imperative and enabler for delivering our
international business strategy. A lot has
changed in the intervening years,
particularly with regard to the decision-
making that drives the operationalisation
of our network approach and strategy.

Through this journey we have arrived at
the PwC Diversity and Inclusion (D&I)
approach and story that we share with you
in this report. It has resulted in advances
including our thorough D&I analytics
process; the adoption of our Global
Inclusion Index; the evolution of our
strategy, priorities and governance
structure; the PwC D&I ecosystem; and

many successful interventions — all of
which you will learn about in this report.

But first, let us set the scene so you can
understand a little bit more about how we
currently approach D&I at PwC.

Diversity deep dives

In 2010, we decided to take a step back,
take stock and ask ourselves the question:
“if we are doing all the right things and
investing time, budget and energy, why
are we not making more progress?” To
help us answer this question we engaged
an objective third party to conduct
extensive deep dive diversity reviews in
four PwC firms (from different continents,
and diverse in size). This was a two-year
process and included extensive interviews
with PwC partners and people, data
analysis, and reviews of PwC people
processes.

We were able to use the findings of these
deep dives to enhance our thinking and
develop a fresh and accelerated approach
to D&I.

Our D&I governance
structure
At PwC, our network approach to D&I

aligns with our unique governance
structure. PwC is the brand under which

2004 - The PwC network of firms
first began to focus on a globally
consistent approach to diversity as a

business imperative and enabler of
our international business strategy.

11% of our partners are female.

2005 —The Gender

Advisory Council
(GACQ) is established.

7  PwC refers to the PwC network and/or one or
more of its member firms, each of which is a
separate legal entity. Please see www.pwc.com/
structure for further details
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the member firms of
PricewaterhouseCoopers International
Limited (PwCIL) operate and provide
professional services. Together, these
firms form the PwC network. The PwC
network is not a global partnership, single
firm or multinational corporation —and
PwC member firms do not operate as a
corporate multinational. The PwC
network consists of firms which are
separate legal entities.

PwC’s Global Diversity & Inclusion Leader,
supported by a central D&I team, is
responsible for articulating our network
D&I strategy and developing policies,
initiatives and support tools to achieve a
common and coordinated approach to
D&I across our individual firms. The
Global Diversity and Inclusion Leader
holds a seat on the Global Leadership
Team, and we drive our network approach
to D&I aggressively with our 21 largest
PwC firms, which collectively represent
just under 80% of our global headcount
and just under 90% of our global
revenues.® We also undertake a number of
specific diversity activities with all PwC
firms — examples include PwC’s Global
Diversity Week and our role as a UN
10x10x10 HeForShe Impact champion® —
and encourage the adoption of our global
D&I strategy and approach by all PwC
firms.

While our structure may be very different
from that of many of our readers’
organisations, we feel that much of what
we have learnt on our D&I journey is
transferable, taking into account the
unique strategy, operational and cultural
context of each organisation.

2008 - The first female
leader is appointed to our
Global Leadership Team.

2009 - We evolve our

diversity strategy to focus
on broader dimensions of
diversity and introduce
our Global Diversity &
Inclusion Council.

8 Based on financial and people information at 30
June 2016
9  Learn more at heforshe.pwc.com

lllustrated below are the PwC global D&l vision and business case, and how diversity, valuing difference and inclusion

are defined at PwC.

At PwC the business case for diversity and inclusion is very simple.
Firstly, we are absolutely convinced it is the right thing to do for our
people and, secondly, we know it is critical we have diverse talent,
views and thinking if we are to solve the world’s most important
problems and be the world’s leading professional services network
for our clients, people and communities.

Diversity, valuing differences
and inclusion - what does it all mean?

® + @ = =

2010 - We begin the two-year
process of conducting diversity
deep dive analysis reviews in four
PwC firms (diverse in size and
geographical location).

Having diverse people

A PwC workplace that brings
together the perspectives of
individuals of all backgrounds,
life experiences, preferences

and beliefs

Valuing differences

Collective and individual ability,
as PwC professionals, to thrive in
a talent-diverse environment
where everyone’s perspectives
are appreciated and respected

A culture of inclusion

An environment where people
can be their true selves,
sharing their unique
perspectives while knowing
their contributions are valued

2015 — We achieve another increase in
our female partner admission numbers
(to 26%) and female representation in
our partnership overall increases to
18% (up from 11% in 2004). We appoint
a Global LGBT Board.

2013 - We accelerate our
diversity focus, establish a
new governance structure,
appoint territory diversity
leaders in all PwC firms and
introduce our ‘241’ approach
to dimensions of diversity.

2014 — We adopt our D&I
accountability framework, the
Global Inclusion Index and host
our inaugural Global Diversity
Week. Our female partner
admission numbers climb 2
percentage points to 25%.

2016 - Bob Moritz appoints
our most gender diverse
Global Leadership Team
to-date, with eight women
represented on the
leadership team (44%) and
our people survey inclusion
score is 77%, an increase of
12% percentage points since
we first introduced this
question in 2011. Again we
make progress in our
partner admissions, with
female representation
increasing to 27%.

Creating impact, achieving results 05



Accelerating our
approach

In 2013, we activated an accelerated
approach to D&I and began to execute our
strategy with the support of our territory
diversity leaders and a 241 approach to
dimensions of diversity.

Territory diversity
leaders

The territory senior partners (chairpersons)
of each PwC firm in countries across the
world are firmly committed to diversity,
and have each appointed a territory
diversity leader (TDL) to take the lead on
this in their firm. The TDL reports directly
to his or her respective member firm senior
partner, and has responsibility for driving
localised diversity and inclusion strategies
that complement our global D&I strategy,
with a focus on implementing the actions
needed to drive change locally. This
approach supports our aim to drive a more
robust and consistent approach to diversity
and inclusion across our network of
member firms. The TDLs of our 21 largest
member firms, along with our Global
Diversity and Inclusion Leader, make up
our global diversity leadership team.

06 The PwC diversity journey

2+1 approach

Across the network, we have adopted a
2+1 approach to dimensions of diversity.
This means we ask all our member firms to
focus on two common dimensions of
diversity —which are 1) valuing differences
and 2) gender. Here’s why:

Valuing differences because every
single one of us is different — be that
because of how we look, how we think,
how we speak, how we act, or where we
come from.

Gender because 48% of our global
workforce at all levels is female, but this
proportion is not yet reflected in our
leadership.

The PwC 2+1 approach to address
dimensions of diversity

Gender

Valuing
differences

+ Ethnic heritage

+ LGBT

+ Generational

+ Disability

+ Thought and skill diversity

In addition, we ask each PwC firm to focus
on at least one further dimension of
diversity that is important locally. Different
parts of the world have different talent
priorities, and this approach lends itself to
supporting a global diversity strategy that
makes room for a ‘local flavour’.
Specifically, it signals a recognition that a
global diversity strategy must make
allowances for local and contextual factors,
given that the challenges will be nuanced

by geography.

For example, in Australia the +1
dimension of focus is cultural diversity,
specifically Asian culture, given the high
levels of Asian representation in the
Australian talent population and the
influence that Asia has on PwC Australia’s
business growth ambitions. Australia also
focuses on LGBT and disability. In Brazil,
the +1 focus is on disability, which
responds to that country’s local talent and
regulatory landscape. In China, the +1
focus is on generational diversity —
specifically millennials, who now make up
82% of the staff population in the PwC
China and Hong Kong firm, and who often
value a modern Chinese organisational
culture that blends Chinese tradition and
values with a more western approach and
style.

The PwC D&I

ecosystem

Our network D&I strategy is
operationalised and brought to life
through our PwC D&I ecosystem. It is via
this ecosystem that we are able to
channel our efforts so they are centred

on the areas deemed most important to
our network and lead to the desired
changes and impacts. As we noted
earlier, there is no ‘quick fix’ solution for
diversity, and to achieve sustainable
progress it is vital to have a
comprehensive change management
approach that tackles behavioural,
process and cultural transformation.
Aligned with each section of our
ecosystem we have put in place explicit
priorities and actions to propel the
targeted behavioural, process and
cultural changes, as we focus on creating
an even more diverse and inclusive
leadership pipeline, workforce and
culture.

Data-driven approach informed by the
facts of today

A fundamental element of the ecosystem is our data-driven approach. We make
decisions that are informed by the facts of today, thus confirming that we are 1)
focusing our efforts on the right areas (actual rather than assumed challenges), and
2) having an impact that creates sustainable progress.

Our D&I ecosystem also recognises that leadership commitment and
accountability, awareness and education, and critical interventions that work are
all crucial to success. We drive explicit priorities and actions aligned with each of
these areas.

Also central to the ecosystem is embedding D&I within PwC’s DNA. We are driving
efforts with the intention that D&I becomes implicit and naturally embedded
within our business, people and client strategies and processes.

In the remainder of this report we will take a more detailed deep-dive into each
component of the PwC D&I ecosystem. You will learn more about our diversity
journey, our shift to data-driven decision making, and many of the critical
interventions that are having a tangible impact across our network.

The PwC D&l ecosystem

Create

sustainable
progress
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Data-driven
decision making

In the 12 years since we initiated our
global focus on diversity a lot has
changed, especially with regard to the
decision-making that drives the
operationalisation and focus of our
diversity strategy.

Historically it is fair to say we took a
‘leading practices’ approach. Under this
approach we would support our member
firms with tools, guidance and
infrastructure, with a view to putting in
place programmes that were most widely
advocated as leading practices in the
external market, such as mentoring,
employee resource groups/networks and
support for working mums. Five years ago,
we decided to step back, take stock, and
ask ourselves this question: “If we are
doing all the right things and investing
time, budget and energy, why are we not
making more progress?”

08 The PwC diversity journey

Why were we not making more progress?

Stepping back to take stock and answer that searching question resulted in us making a
definitive transition from a ‘leading practices’ approach to a ‘data-driven’ approach. Case
studies 1 and 2 demonstrate clearly why this shift was needed — and why decision
making fuelled by data is now fundamental to, and at the core of, everything we do on
D&I at PwC.

Lessons learned

Case study 1 - Blinded by assumptions

Historically, there was a general perception at PwC that we needed to fix our
leaking pipeline of female talent by driving programmes focused on the retention
of women and on support for new mothers.

However, when we applied rigorous analytics the data told us something very
different. In fact, it revealed that:

* Across the network, more women leave than men at our most junior grades only
—and at this point in their lives very few of these women are at the stage of
starting a family.

At all other grades, more men actually leave than women. But we were replacing
both our male and female leavers with predominately male experienced hires.

This data-driven approach enabled us to debunk a common myth: that the equal
gender representation at the graduate hire stage was not reflected at the top
because, at some point during their career, our women were leaving to have
families.

In response to this insight, we have switched from a strategy focused on staunching
a leaking pipeline of female talent, to an approach today under which we have
identified diverse experienced hires as a critical KPI for global D&I acceleration.

Lessons learned
Case study 2 - Blinded by best practice

A PwC member firm beginning its diversity journey made a conscious decision to
focus the bulk of its energy and resource on establishing a programme to support
new mums returning to the workplace. This decision was taken based on external
market trends, and the fact that a neighbouring PwC member firm recommended it
as one of its established practices.

However, when we looked at this programme through a data-driven lens, it quickly
became clear that the impact opportunity of such a programme in this PwC firm
was very limited. In fact, the data told us that:

* Only a very, very small percentage (less than 2%) of its population were
post-maternity returners.

* More importantly, this population’s turnover rates were actually lower than the
wider employee population.

Through these insights, the data-driven approach enabled us to debunk the myth
that a recommended leading practice from one PwC firm (or an externally lauded
practice) will automatically address another PwC firm’s unique challenges or create
the required impact.

The outcome has been that rather than driving a strategy which centres ‘leading
practices’ at its core, we take an approach today under which we use data-driven
insights to identify areas of focus and target resources to create the optimal impact
and achieve the best results. We are also focused on transitioning from a culture of
sharing ‘leading practices’ to one of sharing PwC ‘proven practices’. At the heart of
this culture is a commitment to adopting critical interventions that achieve results,
and sharing only those critical interventions that have had an impact: proven
practices.

Through this journey we have arrived at
the PwC D&I approach and story that we
share with you in this report. We have
established a rigorous D&I analytics
process that allows us to understand our
D&l realities and pinpoint where we have
explicit diversity challenges —showing us
where to focus our energies and whether
we are making progress.

Without doubt, our switch to a data-driven
approach has been one of our biggest
lessons learned as we've travelled to this
point on our D&I journey. If your
organisation is just starting out on its
diversity journey, or is doing a lot but
achieving little, a data-driven approach
and decisions informed by the facts
specific to your organisation’s current state
may be the answer. Certainly this
approach is at the very core of the PwC
D&I ecosystem.



Leadership commitment
and accountability

To drive change and make real diversity
and inclusion progress, our experience
shows it’s imperative to have the right
levels of leadership commitment and
accountability. This is why this is a
central component of our D&I ecosystem.
Over the past three years we've
accelerated efforts in this area
dramatically, undertaking milestone
activities including 1) an overhaul of our
governance structure, 2) standing
leadership updates, and 3) the adoption
of our Global Inclusion Index.

Getting diversity
governance right

We began by overhauling our governance
structure through a systematic three-step
process. First, we identified a stand-alone
global diversity and inclusion leadership
position that holds a seat on the Global
Leadership Team. Second, we identified
territory diversity leaders (TDLs) in all
firms in our global network. And third, we
replaced our existing Global D&I Council
with a newly created Global D&I
Leadership team.

A position similar to the TDL already
existed in many PwC firms, with notable
examples including the UK and US.
However, for many network firms this
represented the first time they had
appointed a dedicated diversity leader. The
creation of these roles across the PwC
network allowed for a common diversity
leadership role in each of our firms, and
opened up the opportunity for us to drive a
global strategy more closely aligned with

10 The PwC diversity journey

implementation in each PwC firm. At the
same time, the transition from a Global
D&I Council (made up of senior leaders
and diversity SMEs), to our Global D&I
Leadership team (made up of the 21 TDLs
from our largest PwC firms), gave us the
opportunity to be more inclusive and
considered in establishing our network
priorities and actions. This, in turn,
strengthened our ability to align our D&I
actions at a global and local level, with a
focus on driving effective action in PwC
firms.

o
.
e

i
:

a

The Global D&I Leadership Team meet in
person every nine months, with virtual
meetings held every six weeks. At the
in-person meetings we take the
opportunity to refocus our global strategy
and identify annual priority actions, while
the virtual meetings focus on continuing
the execution of our D&I strategy to create
and sustain our energy and momentum.

PwC global case study

223,468 people

Appointment of territory diversity leaders

One of the many steps we took to
accelerate our D&I journey during 2013
was to re-engineer our diversity
governance. To create a framework that
would enable greater levels of leadership
commitment and accountability for D&I,
we asked the territory senior partners
(chairperson of each PwC network firm) to
appoint a territory diversity leader (TDL).
We knew that establishing these roles
across the PwC network would enable us
to have a common diversity leadership role
in each of our firms, together with the
opportunity to drive a global strategy that
was more closely aligned with
implementation on the ground in each
territory.

Each senior partner was asked to identify
an influential partner to take on the critical
role of supporting their firm’s D&I strategy,
with a focus on implementing an action
plan. To ensure the TDLs can make as big a
difference as possible, they report directly
to their firm’s senior partner and make
standing updates to its leadership team.

The TDL is a representative of the business,  Successful TDLs engender and embed a
with the ability to influence and leverage: diverse and inclusive culture in their firm:
one where all talent have the opportunity
to reach their career potential, and where
continual reinforcement of this culture
creates an enhanced experience for our
people a