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DP Program
年轻的高潜质员工项目



Definitions – DP
• What is a DP? 

 An employee who is in the early stage of their career – generally within 6 
years of graduation 

 Are consistently highly rated in performance and potential indicators (PBP, 6 
or 9 Box assessment) across multiple assignments

 Easy to Identify, Hard to Define (ex: Inspiring, Spark in the Eye)
 Identified within the first 18-24 months of employment at Delphi

DP Portfolio Criteria
Personal/Career Performance Attributes

• Non-Exec
• Globally Mobile
• Long Runway

• High Performer
• Eager to Learn & Grow
• Collaborative/Team Player
• Good Communicator/Listener
• Pathfinder—Adaptable
• Bias for Action & Solutions
• Drive

• Goal is to move Deep Picks into international assignments early in career when personal flexibility is higher



Programmed Development Plan Format



HIGH POTENTIAL SUCCESSORS (HPS)
• High Potential Successor (HPS): Anyone (including non-execs & 

DPs) listed on a succession chart for an executive.

• Ready now
• 0-2 Years
• No Rotation Needed, possible additional 

development
Ready Now

• Ready in 3-5 years
• At least 1 rotation needed, plus additional 

development
3-5

• Ready in 6-10 years
• 2 or more rotations needed, plus 

development
6-10



Job Rotation Program
轮岗项目



Job Rotation - What and Why

What… Why…

• Employee Development
• Develop Skills
• Move & Promotion

• Overcome Job Satisfaction
• Build Organizational Knowledge 
• Prepare Succession Plan
• Gain Visibility
• Promote recruiting



Job Rotation - Definition & Implementation

Key Leadership Position

 Key Leadership Position refers to the 
direct reports to the RPBU MD

 There are 95 key leadership positions 
in EEA while 14 key leadership 
positions left after streamlined

Gateway Feeder Position/
Gateway Position

 Gateway feeder positions are 
identified to be the feeder / 
successors to RPBU MD by Senior 
Leadership team

 Gateway feeder position is 
considered to be a kind of high level 
training positions for high potential 
Successors and Deep Picks

 Incumbents can only stay in Gateway 
Feeder positions for a certain defined 
period so the positions can be freed 
out for HPS in the pipeline

Category 3

Definition

Implementation

 At least 2 gateway feeder positions 
should be freed out per year/region

 Each region / site needs to set a 
SMART target about number of 
rotations to be initiated per year and 
the progress needs to be tracked on 
quarterly basis

 Both the employee and 
organization need to benefit 
from the job rotation

 Cross divisional, regional and 
functional



Career Continuum
职业发展工具



What is Career Development
Career development is a 

– Global Delphi process ; It is a managed & integrated process
– From job description to performance evaluation, rewards, development and 

progression

Career 
Development

Job Description
Competencies

PBP
- Assessment

Career Model /
Path

Leadership 
development 

PBP
-Goals

- Competencies

Training /
Mentoring

Promotions / 
Transfers

Succession 
Planning



Career Development Model

Develop an 
action plan to 
improve.  
Explore career 
opportunities

Implement self 
development 
strategy.

4-Take Action 

Use position based 
assessment sheet to 
assess self skill & 
experience gap; Use 
external tools like 
“Strength finder” to 
know your talent area

3 - Know Yourself –
Assessment & 

Feedback

Refer to Cross 
Functional Career 
Path examples 
and decide your 
own career path: 
managerial
career path or 
technical career 
path

2 – Explore possible
Career Paths;
Emulate Role

models

Refer to position 
profile to learn & 
understand the 
position details,  
critical skills & 
experiences; 
education & 
training 

1- Understand 
Career Continuum

Plan your career by following 4 easy steps:



Career Planning

Performance Evaluation

Performance Planning

Skill Development and Training

Career Planning is part of the PBP process



PBP

TimingTiming Employee ExpectationsEmployee Expectations...

• Initial Review (Phase I):
 Agree on personal objectives
 Feedback about employee’s performance objectives
 Review/analyze tasks
 Talk about the employee’s personal development
 Agree on training or other development measures
 Career Discussion

• Mid-year Review (Phase II):
 Review of status of objectives; change objectives if 

necessary
 Evaluation of training courses
 Career Discussion

• Final Review (Phase III):
 Review performance and achievement of objectives
 Review and evaluation of training/people development 

measures
 Career Discussion
 Personal Feedback/Evaluation of Core Competencies 

 A description of their job responsibilities

 A process to establish annual performance objectives

 A personalized training plan

 An evaluation of their performance

 A compensation discussion

 A career planning discussion



Career Discussion
- how to increase or enhance skill levels

On-the-job
(70%)

Learn from others
(20%)

Training/
Seminar
(10%)

Training/Seminar
(70%)

Learn from others
(20%)

On-the-job
(10%)

What people tend to do
when planning
development

What people should do to 
develop



Career Discussion
• Encourage the use of “Career Model” for PBP. All employees must 

add comments on PBP in the template shown below

• Utilize the PBP for Career Discussion with employees
 Review short and long-term career goals


