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Abstract. In today's complex business environment, talent has become a core
element of enterprise development. Competition between enterprises is
essentially competition between talents. A high-quality, innovative, and
professionally skilled workforce is not only the foundation for enterprises to
achieve technological and management innovation, but also the key driving force
behind sustained growth and the construction of a lasting competitive advantage.
However, traditional career advancement systems have numerous drawbacks.
Therefore, this paper will propose a diversified career advancement system
tailored to the actual circumstances of enterprises to enhance the motivation and
loyalty of technical talent. The article first analyses the necessity of establishing a
diversified career advancement system from two perspectives: the limitations of
traditional technical promotion systems and the significance of diversified career
advancement systems. It then clarifies the standards for different promotion
sequences and specific promotion strategies based on the basic principles of
diversified career advancement systems, aiming to provide practical guidance for
implementation and drive corporate performance growth and long-term
development.
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1 Introduction

Against the backdrop of global economic transformation and technological
innovation, the market competition that enterprises face is becoming increasingly
fierce, and the external environment is changing more rapidly. Talents, as the key
driving force for the development of enterprises, play a crucial role in enhancing their
innovation capabilities and maintaining their competitive advantages. Against this
backdrop, building a diversified career promotion system has become an important
issue for enterprises to achieve high-quality development. This system can provide
technical employees with diverse development paths, including management
sequences, professional technical deepening, integration of technology and business,
and innovative research and development, thereby better meeting the individual
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growth needs of employees and enhancing their sense of belonging and work
enthusiasm.

2 Basic Types of Employee Promotion Management Systems in
Enterprises

2.1  Seniority-Based Promotion System

An employee promotion system based on seniority is characterised by the length of an
employee's tenure and their seniority level, both of which influence their eligibility for
promotion!"). For companies that adopt a seniority-based promotion system, the longer
an employee has worked within the company, the higher their level of professional
skill maturity, the greater their potential contribution to the company, and the higher
their credibility among colleagues. Therefore, employees with longer tenure have
higher eligibility for promotion. As employees' tenure increases, their wages and
benefits will be further improved, their chances of promotion will increase, and their
loyalty to the company will also be higher after promotion.

2.2 Performance-Based Promotion System

In employee promotion management, job performance and work performance are key
metrics and the basis for establishing promotion systems. When promoting
employees, companies often prioritise work performance, and for outstanding
employees, other non-performance-related evaluation criteria may be appropriately
relaxed!®!. This promotion system has a stronger motivational effect on employees,
effectively stimulating the work enthusiasm of talented or young employees, thereby
creating a fair promotion environment based on performance standards. However, the
drawback of this promotion mechanism is that some employees may resort to
non-standard work methods to improve their performance, potentially leading to
deviations in the company's overall development direction. Additionally, while overly
focusing on employee performance, companies may neglect to assess their
professional ethics and moral character, which can lead to moral risks in senior
management selection due to improper talent selection.

2.3  Interpersonal Relationship Promotion System

The relationships between employees and their superiors and colleagues are also
criteria for evaluating whether an employee has promotion opportunities, which is a
prominent feature of the interpersonal relationship-based promotion system. During
the promotion process, company leaders select and promote employees based on the
closeness of their relationship with the employee and their familiarity with the
employeel®!. Therefore, employees within this ‘circle’ typically have a higher chance
of promotion than those outside it. This is because company leaders prefer to promote
employees they can control and understand better, which helps reduce the likelihood
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of power-related risks. Thus, companies without a standard promotion system are
more likely to adopt a relationship-based promotion system.

2.4  Comprehensive Factor Promotion System

In addition to seniority-based promotion systems, performance-based promotion
systems, and interpersonal relationship-based promotion systems, some advanced
companies adopt more complex promotion systems that comprehensively consider
and analyse employee promotion management. This includes evaluating employees'
tenure, work performance, and interpersonal relationships, or selecting two or three
aspects for comprehensive assessment, ultimately forming a comprehensive factor
promotion system. In this promotion system, by comprehensively evaluating
employees' performance across all areas, the most suitable candidates for promotion
can be selected, thereby enhancing the system's scientific rigor and practical
effectiveness. As a result, it demonstrates greater adaptability in actual application.
See Figure 1 for details.
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Fig. 1. Promotion system types

3 The Necessity of Establishing a Diversified Career
Advancement System

3.1 Traditional Promotion Systems have Obvious Limitations

In the traditional promotion model for technical employees, there is often a clear ten-
dency toward a single-track system, where almost all promotion opportunities are
skewed toward management positions. This model directly leads to many talent fo-
cused on technical research being forced into a dilemma of having to transition into
management roles. Some highly talented engineers in the software development field
may lack management skills, leading them to either abandon their familiar technical
roles to take on management positions they are not well-suited for, or remain stagnant
in their current roles, severely dampening their work enthusiasm[¥. Additionally, the
traditional system struggles to balance the value of technical expertise with that of
management skills. Companies often prioritise the short-term benefits of management
roles while neglecting the long-term support that core technical talent provides to the
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company's development. This leads many technical professionals to feel their value is
not adequately recognised, prompting them to leave, resulting in the loss of core tech-
nical expertise. Furthermore, traditional promotion criteria are vague and do not align
with the natural progression of technical talent's capabilities. Often, promotions rely
more on leaders' subjective impressions than on objective assessments of ability and
performance. The growth of technical talent is typically a process of accumulation
leading to breakthroughs, requiring long-term dedication and investment. However,
the short-term evaluation methods of traditional promotion systems struggle to accu-
rately measure their true value and potentiall™.

3.2 A Diversified Promotion System is of Great Significance to Enterprise
Development

A diversified promotion system can meet the diverse development needs of technical
employees. Different technical employees have different career aspirations. Some
wish to continuously deepen their expertise in the technical field and become top-tier
technical experts; others aim to master technical skills while also learning
management knowledge to become technical management talent; still others seek to
combine technical expertise with business operations to showcase their abilities in
cross-disciplinary fields. Diversified promotion pathways provide opportunities for
these employees with different needs to develop, allowing them to choose suitable
career paths based on their interests and strengths. By establishing a diversified
promotion system, companies can enhance the stability and creativity of their
technical teams. When technical employees see clear career development paths and
feel that their value is recognised, they are more willing to stay with the company and
contribute to its development. Additionally, a diverse development environment can
stimulate employees' innovative thinking, promote knowledge exchange and
collaboration across different fields, thereby driving the enhancement of the
company's core technological competitiveness. In the current context of corporate
digital transformation, the demand for multidisciplinary technical talent is growing. A
diversified promotion system can help companies cultivate and retain various types of
multidisciplinary talent, such as solution experts who understand both technology and
business, or technical managers who possess both technical capabilities and
managerial skills, thereby providing strong talent support for the company's digital
transformation.

4 Basic Principles for Building a Diversified Career
Advancement System

4.1 Diversity is the Primary Principle in Constructing this System

Companies should break away from traditional, single-track promotion pathways and
provide technical employees with multi-dimensional development channels, such as
management tracks, professional technical tracks, technical + business or solution
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tracks, innovation or research tracks, etc., to meet the diverse development needs of
different employees.

4.2  Fairness is an Important Principle in Building this System

The fairness principle requires that promotion standards be transparent and that the
evaluation process be objective and impartial. Companies should establish clear and
specific promotion standards and make them public to all employees. During the
evaluation process, subjective factors should be avoided, and scientific and reasonable
evaluation methods should be adopted to ensure the fairness of the evaluation results.

4.3  The Principle of Flexibility is an Inevitable Requirement for Building this
System

The principle of flexibility allows for lateral movement and conversion between
different channels. The career development needs of technical employees may change
over time and with work experience. A diversified promotion system should provide
employees with opportunities to switch channels, allowing them to adjust their career
development direction based on their actual circumstances.

4.4  The Principle of Dynamism is a Practical Requirement for Building this
System

The principle of dynamism requires that the system be adjusted in accordance with
technological developments and corporate strategic changes. Technological fields are
evolving rapidly, and corporate strategies may also be adjusted in response to changes
in the market environment. The diversified promotion system must adapt to these
changes in a timely manner, continuously optimising promotion channels,
qualification standards, and other content to ensure the system's scientific validity and
effectiveness.

5 Specific Strategies for Establishing Diversified Promotion
Channels for Technical Personnel

5.1  Positioning and Hierarchical Planning of Enterprise Technical
Management Channels

The role of the enterprise technology management track is to oversee technical team
management, resource coordination, and strategic implementation. Employees in this
track must possess a technical background as well as strong management skills,
enabling them to lead teams in completing various technical tasks and achieving the
company's strategic objectives. Senior positions in the corporate technology
management track include the CTO and Vice President of Technology. As the
highest-ranking official in the company's technology field, the CTO is responsible for
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formulating the company's technology strategy and guiding its technological
development direction. The Vice President of Technology assists the President in
managing the company's technology operations and participates in major
decision-making processes. Mid-level positions include Department Technology
Managers and Deputy Directors of the R&D Centre. Departmental Technical
Managers oversee the technical teams within their departments, develop technical
development plans, and coordinate resources within their departments; Deputy
Directors of R&D Centres assist the Director in managing the daily operations of the
R&D Centre and participate in the formulation and implementation of the company's
R&D strategy. Entry-level positions include Technical Team Leaders and Project
Managers. Technical Team Leaders are primarily responsible for leading small teams
to complete specific technical development tasks and coordinating the work among
team members; Project Managers are responsible for planning, executing, and
monitoring the entire project to ensure it is completed on time, to quality standards,
and within budget (See Figure 2).
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Fig. 2. Promotion Pathways for Technical Management Staff in Enterprises

5.2  Responsibilities and Competency Development Framework for Purely
Technical Channels

The Pure Technical Track is focused on technical challenges, innovation, and
breakthroughs in specialized fields. Employees in this track are not required to engage
in management tasks and instead concentrate their efforts on technical research and
development, continuously improving their technical skills to contribute to the
company's breakthroughs in core technology areas. Entry-level positions include
Assistant Engineers and Technicians. Assistant Engineers primarily assist Engineers
in technical development and testing, accumulating technical experience; Technicians
are responsible for basic technical operations and maintenance tasks; Intermediate
positions include engineers and technical specialists. Engineers can independently
complete technical development tasks and resolve technical challenges; technical
specialists possess strong professional capabilities in a specific technical field and can
lead small teams in tackling technical challenges; Senior positions include senior
engineers and technical experts. Senior engineers have deep expertise in technical
fields, can resolve complex technical issues, and participate in the research and
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development of major technical projects; technical experts are authorities in specific
technical fields within the company and can provide professional advice and guidance
for the company's technical development (See Figure 3).
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Fig. 3. Purely technical employee promotion channel

5.3  Technology Integration Business Talent Development Pathway

The role of the Technology Integration Business Channel is to bridge the gap between
technology and business operations, providing scenario-based technical solutions.
Employees in this channel must possess both technical expertise and business
acumen, capable of integrating technical capabilities with business requirements to
deliver practical technical solutions for clients. Entry-level positions include
Technical Support Engineers and Business Analysts. Technical Support Engineers
primarily provide technical support and services to clients, resolving technical issues
encountered during product use; Business Analysts analyse business requirements and
translate them into technical requirements to guide technical development;
Intermediate roles include Solution Engineers and Industry Technical Consultants.
Solution Engineers design appropriate technical solutions based on client needs and
assist in implementation; Industry Technical Consultants have in-depth knowledge of
a specific industry and provide professional technical consulting and
recommendations to clients; Senior positions include Solution Architects and Chief
Solution Experts. Solution Architects are responsible for designing complex technical
solutions, ensuring their feasibility and stability; Chief Solution Experts are
authorities in the field of solutions for the company, capable of providing solution
support for major projects. The core development directions of this career path
include business understanding capabilities, technical conversion capabilities, and
customer needs matching capabilities. Employees need to deeply understand the
industry and business processes, be able to convert business requirements into
technical solutions, and adjust and optimise them based on the actual situation of
customers to enhance customer satisfaction (See Figure 4).
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Fig. 4. Promotion Pathways for Technologically Savvy Commercial Employees

5.4 Innovative Research Sequence Talent Promotion Channel

This channel is positioned to focus on basic research, exploration of cutting-edge
technologies, and the incubation of innovative achievements. Employees in this
channel primarily engage in basic research and the exploration of cutting-edge
technologies, providing the company with technological reserves and innovative
momentum for long-term development. Entry-level employees include researchers
and senior researchers. Researchers primarily engage in basic research and
technological exploration, accumulating research outcomes; senior researchers
possess strong capabilities in a specific research field and are capable of leading
teams in research activities; Research managers and laboratory directors belong to the
intermediate level. Research managers are responsible for managing research teams,
formulating research plans, and coordinating research resources; laboratory directors
are responsible for the daily management of laboratories to ensure the smooth
progress of research work; The top level includes chief researchers and innovation
laboratory directors. Chief researchers are authorities in the company's research field,
capable of leading research directions and achieving significant research results;
innovation laboratory directors are responsible for the overall planning and
management of innovation laboratories, driving the incubation and transformation of
innovative achievements (See Figure 5).

Innovation
Laboratory Directors

i i

Chief Researchers

Research Managers Laboratory Directors
Researchers Senior Researchers

\/

Ordinary Employee

Fig. 5. Promotion Pathways for Innovative Research Staff
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Different channels and levels have different requirements for educational
qualifications, years of work experience, and job suitability. Generally speaking,
higher-level positions require higher educational qualifications and longer years of
work experience, and also require employees to have strong job suitability and be able
to meet the job requirements.(As shown in Table 1)

Table 1. Table of Competency Requirements for Different Positions

Channel Core Competency Professional Work Outcomes &
Type Requirements Knowledge & Skills Achievements
Leadership, Deci- Team management,  Team performance KPIs,
Management . . .
Track sion-making, Re- Project management Cost control, Talent
source Coordination methodologies development results
. . Deep domain exper-  Core tech breakthroughs,
Technical Technical, Innova- . P . P .g
. . tise, Technical tool Patents/Papers, Project
Expert Track  tion, Problem-solving . .
proficiency deliverables
. . . Industry knowledge, Solution adoption rate,
Technical Business translation, . Y & p .
. . . Business processes, Customer satisfaction,
Business Client communica- . . . .
. . . Technical solution Business growth contri-
Track tion, Solution design . . .
implementation bution
. Exploration spirit, Cutting-edge tech Research commerciali-
Innovation . s . .
Research Logical thinking, trends, Fundamental zation, New initiative
Track Cross-domain inte- theories, Experi- incubation, Academic
rac . . .
gration mental design influence

6 Conclusion

In summary, this article combines core concepts such as job-person fit, value
equivalence, and resonance to establish four parallel development paths for technical
talent: management integration, professional specialisation, cross-border
breakthroughs, and cutting-edge exploration. This allows every technical employee to
maximise their value in a field that suits them, thereby achieving mutual prosperity
and long-term development for both technical talent and the enterprise.
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