252  Best Practices in Talent Management

Review of Individuals

In this step, successors and high-potentials are reviewed by executive management for
the purpose of getting to know them and targeting development actions. Generally:

s Successors for senior officer positions are reviewed by the Southern Company
CEOQ and his direct reports. ‘

& Successors for officer positions are reviewed by operating company or business
unit CEOs and their direct reports.

@ Other high-potentials are reviewed by department management.

Talent reviews are done slightly differently in each operating company, but usu-
ally consist of:

m  Review of the person’s background, education, and major accomplishments;
® Information from the external leadership competency assessment;

& Identification of possible career path(s);

8 Identification of major development needs; and

# Identification of development actions needed to accelerate development, such as
potential moves or assignments, development actions in current job, coaching/
mentoring, education, or participation in a specific leadership development pro-
gram or activity.

Each management council reviews twelve to sixteen individuals per year. Usually,
the candidate being reviewed meets with each council member prior to the review
meeting so that each executive can get to know him or her, Following the discussion,
the individual is provided feedback by council members, and the development plan is
modified as needed. These individuals are tracked over time to make sure they are
receiving the development they need to prepare for new roles.

A new tool called a candidate profile was developed to help identify the right
development actions. The candidate profile compares an individual’s assessment
results to the specific job criteria listed on the success profile discussed earlier. The
competency assessment is from the external assessment. Critical knowledge, skills,
and abilities are rated by pecple within the organization knowledgeable of the
person’s performance. Candidate profiles are used after a success profile has been
completed and the assessment information is available. See Figure 13.5 for a sample
candidate profile.

Succession planning begins during the first quarter in the operating companies
and business units. They complete plans for all executive and director-level
positions and identify their high-potential individuals. Plans are created for other key
roles as needed.

Succession plans for the top sixty-five positions across Southern Company are
consolidated and reviewed by the Southern Company CEO and his direct reports. This
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