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to conduct behavioral interviews to determine an individual’s performance relative to
the performance standards. The results of these assessments were used in talent review
sessions. Managers were trained to use the performance standards in their develop-
ment discussions with leaders reporting to them. The performance standards were also
used during succession planning to help identify high-potential individuals.

The use of performance standards in the succession planning process took hold in
pockets of the organization. Overall, the implementation of performance standards
was viewed as a human resource initiative rather than coming from line management.
Some organizations used the standards in succession planning, while others used them
as part of their development planning for leaders. They were not consistently applied
in all parts of the organization. The accuracy of the behavioral interviews conducted
by HR professionals was questioned by management. To fix these issues, Southern
Company took several steps.

THE LEADERSHIP ACTION COUNCIL

In 2005, Southern Company’s CEO chartered a group of executives to serve as the
steering committee for leadership development. This council was given the responsi-
bility to develop guidelines and facilitate integration of leadership development pro-
grams and processes across Southern Company. The council is made up of senior line
executives representing each operating company and business unit and the senior VP
of HR. The formation of this council moved leadership development from being a
human resource initiative to being line-driven. Human resources served in a partner-
ship role with the council. Southern Company is a highly matrixed organization. Hav-
ing a council that represented all of the parties was essential to gaining traction.
Building on the work done previously, the Leadership Action Council established
project teams to research issues and make recommendations. These teams reviewed the
areas of succession planning, leadership assessment, leadership development, and lead-
ership education. Each project team was led by Leadership Action Council members,
had line management participation, and utilized HR support. These teams reviewed
best practices, gathered management input, determined gaps, and made recommenda-
tions. The Leadership Action Council made the following recommendations in 2006.

® Create a competency model aligned closely to the performance standards to assess
leadership candidate strengths and weaknesses;

Implement an external, objective assessment process for executives and high-
potential individuals;

Expand the succession process to focus on creating targeted development plans
for successors to executive positions;

Design and implement a leadership database to capture and track talent informa-
tion and provide key analytics to assess talent gaps;




