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CAREER DEVELOPMENT INTERVIEW

Objectives of a Career Development  Interview:

1. To gain an understanding of the interviewee's perception of his/her job and career ambition and engagement with Smiths.

2. To identify development needs for career development and performance improvement.

3. To demonstrate the importance attached to career development.




When carrying out a career development interview with a potential leadership talent pool member using this form to capture data may assist you in later completing their nomination to a talent pool on the TIMS system (Talent Information Management System)
INTERVIEW SUMMARY

EMPLOYEE  PROFILE
Name:





Date of joining the organisation: 
Nationality:

Functional experience:

Geographic/intercultural experience:

Language skills:

Education & Training:

Year:



Organisation/Institution:

Qualification/Degree & Major:
Career History:

Year:



Organisation:



Job Title:
UNDERSTANDING PERFORMANCE
CURRENT JOB

Division:

Business:
Location:

Function: 

Job title:

Current level:   
Date of role 
Commencement:
Line Manager:
Key objectives:

Main Achievements:

RECENT DEVELOPMENT / TRAINING ACTIVITY

Through the job:

Self development:

Formal training: 
UNDERSTANDING ABILITY

SMITHS LEADERSHIP COMPETENCY MODEL

Strengths:

Key development  areas:

UNDERSTANDING AMBITION & ENGAGEMENT
CAREER AMBITION:

Career Objectives:

Timescale:

Preferred Next Move:

Timescale:

MOBILITY:

Geographical Mobility:  (Global/Regional/Local)
Limitations on Mobility:

DEVELOPMENT  NEEDS:

Knowledge / Skills / Experience required to achieve career aims:

Key development areas in leadership ability:

Functional experience required:
Geographic/Intercultural experience required:

Language skills required:

Mentor:
INTERVIEWERS RECOMMENDATIONS

CAREER  PROGRESSION:

Nominate to Talent Pool level:     

2
3
4
early career

Level of readiness:         Monitor               Talent Pool           Full Potential 

Potential Options for next job:





Person responsible for next move: 

[image: image2.emf]Global Executive Full Potential

Level 2 leader who is                        

capable of moving now to a 

level 1 role

Global Executive Talent Pool Potential

Level 2 leader who is capable, with 

development, of moving to a 

level 1 role.

Global Executive Talent Pool           

Monitor

A possible for the level 1 Talent Pool.

Critical Retention

A manager with a level of skill in their 

area of expertise and/or have a vast 

amount of knowledge of Smiths which 

would be very difficult to replace and 

would be a major loss to Smiths if they 

were to leave.  Furthermore they are 

neither able or willing to progress 

further in the organisation. 

Early Career Talent Pool

Likely to be talent who have been 

purposefully recruited and are being 

targeted for development to fuel the talent 

pipeline and are not at a level in the 

organisation to appear in one of the above 

boxes.

Review

Possible Blocker

An established manager who is not 

performing to the level required and may 

be blocking others progression.

Function/Project/Team Leader               

Full Potential

Level 5/6 manager who is                        

capable of moving now to a 

level 4 role

Function/Project/Team Leader                       

Talent Pool Potential

Level 5/6 manager who 

is 

capable of moving 

to 

a 

level 4 role 

within 2 years with              

focused development and could               

progress further longer term. 

At least 12 months Service in Smiths.

Function/Project/Team Leader       

Talent Pool 

Monitor

A possible for the level 4 Talent Pool, but 

too soon to be sure, e.g. less than 12 

months service.  Monitor and review. 

Business Leader/Specialist                   

Full Potential

Level 4 manager who is                        

capable of moving now to a 

level 3 role

Business Leader/Specialist Talent Pool 

Potential

Level 4 manager who 

is 

capable of moving 

to a 

level 3 role 

within 2 years with              

focused development and could               

progress further longer term. 

At least 12 months Service in Smiths.

Business Leader/Specialist Talent Pool 

Monitor

A possible for the level 3 Talent Pool, but 

too soon to be sure, e.g. less than 12 

months service.  Monitor and review. 

Global Leader Full Potential

Level 3 manager who is                        

capable of moving now to a 

level 2 role

Global Leader Talent Pool Potential

Level 3 manager who is capable of moving to a

level 2 role

within 2 years and requires 

limited and specific further development.

Global Leader Talent Pool 

Monitor

A possible for the level 2 Talent Pool, but 

too soon to be sure, e.g. less than 12 

months service.  Monitor and review.

Global Executive Full Potential

Level 2 leader who is                        

capable of moving now to a 

level 1 role

Global Executive Talent Pool Potential

Level 2 leader who is capable, with 

development, of moving to a 

level 1 role.

Global Executive Talent Pool           

Monitor

A possible for the level 1 Talent Pool.

Critical Retention

A manager with a level of skill in their 

area of expertise and/or have a vast 

amount of knowledge of Smiths which 

would be very difficult to replace and 

would be a major loss to Smiths if they 

were to leave.  Furthermore they are 

neither able or willing to progress 

further in the organisation. 

Early Career Talent Pool

Likely to be talent who have been 

purposefully recruited and are being 

targeted for development to fuel the talent 

pipeline and are not at a level in the 

organisation to appear in one of the above 

boxes.

Review

Possible Blocker

An established manager who is not 

performing to the level required and may 

be blocking others progression.

Function/Project/Team Leader               

Full Potential

Level 5/6 manager who is                        

capable of moving now to a 

level 4 role

Function/Project/Team Leader                       

Talent Pool Potential

Level 5/6 manager who 

is 

capable of moving 

to 

a 

level 4 role 

within 2 years with              

focused development and could               

progress further longer term. 

At least 12 months Service in Smiths.

Function/Project/Team Leader       

Talent Pool 

Monitor

A possible for the level 4 Talent Pool, but 

too soon to be sure, e.g. less than 12 

months service.  Monitor and review. 

Business Leader/Specialist                   

Full Potential

Level 4 manager who is                        

capable of moving now to a 

level 3 role

Business Leader/Specialist Talent Pool 

Potential

Level 4 manager who 

is 

capable of moving 

to a 

level 3 role 

within 2 years with              

focused development and could               

progress further longer term. 

At least 12 months Service in Smiths.

Business Leader/Specialist Talent Pool 

Monitor

A possible for the level 3 Talent Pool, but 

too soon to be sure, e.g. less than 12 

months service.  Monitor and review. 

Global Leader Full Potential

Level 3 manager who is                        

capable of moving now to a 

level 2 role

Global Leader Talent Pool Potential

Level 3 manager who is capable of moving to a

level 2 role

within 2 years and requires 

limited and specific further development.

Global Leader Talent Pool 

Monitor

A possible for the level 2 Talent Pool, but 

too soon to be sure, e.g. less than 12 

months service.  Monitor and review.


	COMMENTS ON PERFORMANCE AND POTENTIAL



Interviewer:                …………………………………………………… Date:

Confirmed: Line Manager: …………………………………………….
Date:
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Early Career


(levels 6 and below)


(1-2 years into career)  





Individual Contributor


(level 5/6) 





Manager/Project


Team Leader


(level 4)





An employee’s current high performance does not predict future leadership potential. Only 29% of an organisation’s current high performers have the potential to rise to more senior, critical leadership positions.  There are three other critical areas that must be assessed





 Global Leader


(level 2)














GMD





Business Leader/Specialist


(level 3)





Leadership


 Potential 








Engagement





Ambition
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Ability





Topics for discussion to assess their level of ability, engagement and ambition may include:





a summary of their education and career history


their view of their current performance 


how they have consciously made efforts to develop themselves


their view of their leadership ability against the Smiths competency model


how far they wish to progress in their career and their level of commitment to this 


their mobility and desire to learn about other functions out of the area of expertise




















































































































































































































































































































































































































































































































































































































