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Mental Agility

Critical thinkers
who are
comfortable with
complexity and
ambiguity;

examine problems

carefully, and
make fresh
connections can
clearly explain
logic and thinking
to others

People Agility

Know themselves
very well and can

readily deal with a

wide variety of
people and tough
situations; are

calm and resilient

under pressure.

Change Agility
Curious, like to
experiment, and
can effectively
deal with the
discomfort of
change; have a
passion for new
ideas and are
highly interested
in continuous
improvement.

Result Agility

Deliver results in
first-time
situations by
inspiring teams
and have
significant
presence; exhibit
the sort of
presence that
builds confidence

in themselves and

others.

Self-awareness

Insightful,
reflective, clearly
understands

personal strengths

and weaknesses,
actively seeks
feedback,
sensitive of
impact on others

Extent to which a
talent wants to
advance his / her
career, aims at
recognition,
prestige, and
Rewards

Emotional and
rational
commitment to
Merck;
willingness to go
the extra mile,
identification and
fit with Merck
Values and
Culture.
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Get to know our potentials-Yang LIU

Potential List
. Basic Info

O Name: Yang LIU O Age: 42
O Total working length: 21 yrs O Service year in Merck: 11 yrs Far Bayond
O Mobility(with preference and restriction): High Current Role
O Current Position: Marketing and Sales Director, Drugs, Fertility BU
S Beyond
. Work & Edu experience .t Current Rele

O Work experience
+ 11 years in Merck, 21 years in Industry

+ Career started from sales rep, then developed to Sales Manager,
Regional Sales Manager, and then to National Sales Director. Has both
General Medicine and Special Drugs experience. Now his managerial

Within
coverage extended to national Sales and Marketing. T Current Role
O Education:
Bachelor, Pharmacy, West China University of Medical Sciences
— N s
— N s
Yang LIU Nominations for CLT Level-after
Providea te of when the emph [ Provide a concrete example of when the employee
has shown strong emotional and rational taok on o

commitment ta Merck ;"&z"’iﬁ‘;f;}’hﬂ“ﬂf“ has shown motivation to Readiness\

Critical Position

BU H o MA Head

Others, please
spec
Yang LIU linked his personal development
closaly with Merck. After joining Merck, in order |

Yang LIU has maintained his motivation to progress on
his career development. Every time he was promated

to meet location requirements for new roles, he to a new P“‘“‘"’a Yang LIU proactively got out of his
changed working city for 3 times, from an Within 1 year Qlblaa Wang &enr;!” Fﬂu"u U Dliver Yu (global rale)
ithin 1y ingting Ren-Up wer Yu (glsbal role)
Shenzhen, to Guangzhou, then to Beifing. Eg. transferring to FBU &5 Nationa! Marketing and Sales
Director definitely was a big challenge for him, since he
had to extend his scope from purely sales to sales and
f marketing, as well as change of business mode! from
neral medicing to specialty medicine.
S - e o — I
HNGENUAN LUOYANG | Jasstin Hua Jason Gu Winnie Wan-New | Y4 ;J:‘“m'.'fj‘:’, Ei'émlq‘:'ﬁ.gbm
Tt is however important for you te consider first lime when thinking of Holly Shi-New Yang Liu-New marketing)
Maggie Xu-Up
Results Agility Peaple Agility Mental Agility Change Agility Self-Awareness
casity ereotes reauhts beyond comiortably warks with a highly  quickly grasps new kleas and actively and successhully deves  lnaws awn strengtha and
cxpectations in spite of barriers  dverse grow of people shawes Intellectual curiosity change and manages rivks limitstions and actively secks
or n frst-time situations tmadback
- Yu Ling
Change Agility: 3-5 years Henry Wu-tew Mai Fan, Wei He-New
+ Yang LIU was developed from a first line sales manager to National Marketing and Sales directar in past @ years, in various product lines, He always adapted =u v 9 Grace Gong
quickly in every new role in a very short time, and delivered remarkable performance, as well as got highly rated frem managers, peers and subardinates.
+ Supply shortage issue of Ganal-F 751U {mental agility, result agility, changa agility)
Peaple Agility: |
+ From Y2011 to Y2016, Yang LU built up Stitamin team as an acknowledged positive, rasult-oriented and inspiring organization. Paople in the Stitamin team Bold Black-Newly added
ware hiahly engaged, although the tearm was under hot competitive circumstances, and with very limited resources, Green-moved up one level
+ Yang LI transferred to Fertility team 2 year ago, within these 2 years, he has already highly trust relati with and 5 .
and very successfully inspired empleyees from various levels, Pecple arcund are all thinking highly of him, Grey-remaved from last year
revaieci MERCK

Lompany presentation MERCK







Succession Status Overview of Healthcare China

Managerial Role Ready 1-3 3-5 Ready 73\ N
Now Years Years Now Yea /
_ cor 7
BU Head [ 2 i ®
= Regional Sales Manager/RSD () 4 18 \
CCD Head 1 1 pr
— Regional Marketing Manager () 1 4 (0]
BO Head (@ 2 2 -
MAP Head @ 2 1 Associate Director MAP @ 2
®
MA Head 1 1 Head of Digital 1
GMO PMO pr—
@ = M04 ,
Marketing and Sales Director 3 7 Head of Business Research ! 1
National Sales Director/Nationa(f)) SFE Head ) 1 1
Account Director = 3 4 2 ea =
FT Sales Director [ ) 1 ®
ales Director & District Sales Manager/RAM o 21 34 Many
Marketing Director 3 9
MD&A Director 2 3 M02
. - )
National Commercial Channel Head 1
Strategic & Innovation & Alliance -~
Director & PMO (slight difference in fc 3 1
each BU) =
Ready 1-3 3-5
Now Years Years
Group Product Manager f;\ 1 3 1
Product Manager (@ 4 2 3
Regional Product Manager 3 >10 >10
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Suggestions for further action

o)

B Green

» Continue follow up IDP for successors, no special
attention needed

{6\

» Assessment: Role 2&3-DC/360, Role 4- Mapping Field Work
Hogan/KFALP

> Line manager follows up on IDP

» Regular follow up on these positions

(AN
Red

> Apart from what shall be done in “yellow” part,
additionally:

> | External & internal sourcing
» Retention plan for incumbent

R enc

Massively approach
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Potential Development needs-outcome by FBU 2019 TC

BU Action Plan
70% Part:

Improve Areas for Successors » To address People Management Skills improven
Internship Program focus all successors with “peop

management skills” as development areas. HR to facilitate
the process.

« BU STA management SOP facilitates a systemic STA
Mobility 2 management process for BU talents, to maximize learning
Motivation 3 effect by job rotation. BUD and HRBP to take in charge.

Communication

People management

20% Part:

* To enhance Leadership and Strategic Thinking, FBU
Internal Mentoring Program focus on selective successors
with needs and strong willing to be matched with mentor. HR
to manage the process and all MT to be involved.

Leadership
exposure

Business Knowledge
Digital Acumen

Strategic thinking

Systematic marketi... 2

PM knowledge... 2 10% Part:

Elarge scope... 3 . .
* To accelerate knowledge Learning for selective successor

and potentials, invite them into Part-time Trainer Program.
CLC to organize.

* A Holistic Learning Plan for successors and potentials
matches each IDP. HR and CLC to joint work on.

‘Title of presentation | DD.MM.YYYY MNMERRC K




Middle/Senior
leaders

First Line
Manager/Expert
3 and above non-

sales

First Line
Sales/Expert 3
below non-sales

Assessment:

As

MRF

Capability Profile
DC

Insight

KFALP

CoI

sessment:

MRF

Capability Profile
DC

Insight

KFALP

Assessment:

MRF

Capability Profile
DC

Insight

Team Performance

« AMP/EMMP/IMP/GLP
* HR Classroom training

As program scheduled

[- EMMP/MFP/EFP ] :

* HR Classroom training

As program scheduled

« EFP .
+ HR Classroom training .

As program scheduled

cal Development Solution to Accelerate Potential Development

Coaching by line
manager

Global/China Mentoring

Program

Executive Coach/Group

Coach/ Peer Coach
2020 full year

Coaching by line manager

China/FBU Mentoring

Program

Group Coach/ Peer Coach

2020 full year

Coaching by line manager

FBU Mentoring Program
Group Coach/ Peer Coach

2020 full year

DYD Other workshop by needs

Skill Bite Sessions

)

Action Learning
Global/China STA

2020 full year

Action Learning
Global/China STA

2020 full year

Action Learning
Global/China STA
Part-time trainer program

Intern Program

2020 full year

MERRUK
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You are in the

of your career,
because nobody knows
better what you want
than you do

‘ Drive Your Development @Merck Toolkit = 2. Presentation on People Development
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Directive }{§5

P ... Y

- The Three Skills of Situational Leadership Il ’
BIRMSEN=II
MEEEER 3
@ d ﬁ % - Diagnosis 2GS EHES R 1. Task: Identify the Mmsl Important
;_,r TRNEER (RENE) Tasks or Priorities 3 HENT{EIR FA? "
Elﬁﬁﬁﬂmﬂk . %“E’é‘%‘%‘iﬁgﬁﬁamﬂﬁm}: 2. mDiagnose the Readiness Level of
,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,, e Followers #Iif7 B T & £
" s : ﬁﬂﬂiﬂiﬂ;i’ﬁ’%&ﬁ'ﬂ%ﬂ - XiESHEE, EE—UEAEEATE. » Partnering for Performance 54544
NTEREER ' - MISTRES RS EEESS: —i'_ﬂIﬂEEﬂ', nSE 3. Decide the Matching Leadership
i Eﬁiﬁﬁmﬁﬁﬂ*ﬁmmmm”” - EFEERETATRHNH SR BRI B Rk AR Style %7 Ki 1 BB A

L SRS

M Wanagar Erablomeni swarkabap 2005

88 Managar Enablement warkstap 2015
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