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As additional data are coilected from external assessments on executives, succes-
sors, and high-potential individuals, overall competency strengths and gaps will be
identified to better target development programs,

Lessons Learned

Critical to success was the ownership by the Leadership Action Council of leadership
development and the improvement of the process. Too often HR had tried to design
and implement systems without executive support and buy-in. Once the CEQ estab-
lished the Leadership Action Council, the council members became the drivers of the
initiatives, They were able to get input and support from their “home” organizations as
well as look at what was best for Southern Company as a whole,

A second lesson learned was the necessity to simplify and integrate the various
parts of succession planning and leadership development. Simple things like tying
development and succession planning together enabled people to see the big picture.
Early in the process leaders said they were creating succession lists in one place, high-
potential lists in another, and planning development in a third. They did not see how
these activities connected until they were integrated. The language must be consistent
and the various tools and processes linked. The output of the external assessment proc-
ess, the success profile, and the candidate profile all have a similar look and use the
same set of competencies.
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