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Two competencies typically found in leadership competency models, ethical
behavior and driving results, were not included because they are emphasized in South-
ern Company’s values statement, Southern Style.

The performance standards and associated leadership competencies now serve as
the foundation for all succession planning and leadership development work.

LEADERSHIP ASSESSMENT

A gap in the leadership development model described earlier was lack of a rigorous
assessment process. Subjective views of people were used to make developmental and
succession decisions. Southern Company supplemented internal views with data from
assessments done by an external industrial psychology firm. In partnership with this
firm, changes were made to increase rigor and alignment. The new process, used for
executives and high-potential leaders, measures an individual against the nine core
leadership competencies listed above. The process takes half a day and consists of a
battery of psychological-related tests, a simulation exercise, and a structured inter-
view. Participants receive ratings on the nine leadership competencies and a report
containing their results and development suggestions. Figure 13.2 shows sample
results from the competency assessment. Participants also receive direct feedback
from the psychologist. This new process increases the rigor and consistency of execu-
tive assessments and provides objective data as input into the succession planning, tal-
ent review, and development planning processes.

Southern Company has also revised the 360-degree assessment and upward
assessment processes to align with the nine core leadership competencies,

NAME: John Sample
LEADERSHIP LEVEL: Manager of Manager
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Adapting & Responding to Change
Critical Thinking
Deciding & Initiating Action
Entrepreneurial & Commercial
Formulating Strategies
Leading & Supervising
Persuading & Influencing
Planning & Organizing
Refating & Networking

The blue shaded areas represent the expected range for a manager of manager at
Southern Company. The range was empirically determined by assessing a cross-
section of individuals at this level of leadership, and differs for each level of leadership.
The black dots are the individual’s score for the particular competency.
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Sample Leadership Competency Assessment Results




