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The empirical study reported here aims to improve the effectiveness of knowledge-
based talent management in science and technology enterprises and promote the
stable development of enterprises. First, the impact of entrepreneurs’ psychological
cognition and personal characteristics on entrepreneurial activities is analyzed based
on entrepreneurial psychology. Then, the theory of key competence is introduced to
study the management mode of knowledge-based talents. The advantages of talents in
enterprises are sorted out through constructing the key competency model to manage
talents efficiently. The technology-based enterprise M is taken as an example for
analysis by the key competence model to obtain 18 key capability indexes. Through the
principal component analysis of 255 employees’ survey results, finally, four factors are
extracted (business execution ability, team cooperation ability, strategic thinking ability,
and management decision-making ability), which can reflect 68.92% of the total key
competence. The average values of “business execution ability” and “team cooperation
ability” in the first-level dimension of key competence index are 4.14 and 4.24,
respectively, which can be regarded as the essential key competence. The investigation
results of the academic qualifications of staff of M indicate that 6% of employees have
a doctorate, 38% have a master’s degree, 37% have a Bachelor’s degree, and 19%
have a junior college degree or below. Moreover, knowledge-based employees are
basically satisfied with the organization and management of the company, but they
are dissatisfied with the training mechanism and promotion mechanism. Therefore,
enterprises should pay attention to the psychological needs of knowledge workers and
the innovation of talent management. The research results are of significant value for
science and technology enterprises to absorb and retain knowledge-based talents and
promote the common development of enterprises and employees.

Keywords: entrepreneurial psychology, key competence, knowledge organization talents, management strategy,
training mechanism
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INTRODUCTION

With the continuous development and deepening of mass
entrepreneurship and innovation, the policy support from the
state for entrepreneurs has driven entrepreneurial atmosphere
of the whole market, and more groups choose to participate
in entrepreneurial activities (Wardi et al., 2018). In essence,
entrepreneurs are innovators creating appropriate response
measures in the face of changing economic environment,
and driving economic growth in the process of innovation
(Kadwa and Barnard, 2019; Semin and Kislitskiy, 2020). From
the perspective of entrepreneurs, the key to the success of
entrepreneurial activities is to create new products and exploit
new markets. Compared with other general organizations,
entrepreneurial organizations pay more attention to innovation
activities (Xiong et al., 2020). However, from the actual situation,
the success rate of all entrepreneurial enterprises in China is
less than 50% in 5 years, and the situation is deteriorating
year by year. Usually, the initial stage of newly start-ups is the
period with the highest failure rate. Entrepreneurs have to not
only face the chaotic and unknown market trend, but also deal
with the threats of various risks. Therefore, the elementary skill
that entrepreneurs need to master in the early stage of a start-
up is opportunity identification (Olugbola, 2017; Schmitt et al.,
2018; Asante and Affum-Osei, 2019). The inherent characteristics
of entrepreneurs play a significantly important role in the
identification of entrepreneurial opportunities, as well as the
organizers and leaders undertaking the whole entrepreneurial
activities. Moreover, entrepreneurial activities is independent
behavior, and the psychological activity of entrepreneurs is
also a critical branch of research on entrepreneurial behavior.
In fact, key abilities are of vital importance for individuals
throughout their career, in part because the key ability can
distinguish common professional practical skills from knowledge
and ability that are not directly related to common skills.
Besides, key abilities enable a person to make judgments
and choices under different circumstances or on various
missions. Moreover, the key ability can also evolve into
practical ability to cope with various changes in the process of
career development.

Under the background of the knowledge economy, increasing
entrepreneurs get down to starting science and technology
enterprises (Hurel and Lobato, 2018). As innovative and
pioneering enterprises with high growth and high risk, science
and technology enterprises mainly rely on high-tech research
and development (R&D) talents. As of February 1, 2020,
there were 3.4 million science and technology enterprises in
existence in China. Among them, 1.75 million enterprises were
newly established in the last 3 years, primarily in Guangdong,
Beijing, Jiangsu, Shanghai, and Hangzhou. For science and
technology-based start-ups, knowledge is an elementary factor
to stimulate continuous innovation and maintain market
competitiveness. Knowledge-based talents can bring added value
to products through personal thinking, judgment, creativity,
and design (Kumar, 2017; Makarem et al., 2019; Alcívar
Mero et al., 2020). Knowledge-based employees play an
increasingly crucial role in modern enterprises, especially in

science and technology enterprises. How to manage knowledge-
based talents scientifically and bring value to the enterprise is
a practical problem that must be considered (Löfsten et al.,
2020). In this process, the personal development goals of
knowledge-based talents must always be consistent with the
enterprise’s strategy, to avoid brain drain and maximize the
economic benefits of talents (Chen, 2019; Chen et al., 2019;
Chen and Shen, 2020).

The comprehensive ability and personal quality of the talent
team in the enterprise determine whether the enterprise can
continue to develop. Key competence contains knowledge
and abilities that are not directly related to common skills,
which can be transformed into practical abilities to cope
with various changes in the process of career development.
Therefore, the key competence of employees will directly
affect the overall development of the organization (Liu and
Chen, 2021). The human resource management of science
and technology enterprises has broken the conventional
management mode, and the realization of human resource
management of knowledge-based employees is a valuable
research direction. First, from the perspective of psychology,
the impact of entrepreneurs’ psychological cognition and
personal characteristics on entrepreneurial activities is analyzed.
With science and technology enterprises as an example, the
role of key competence in talent development and talent
management is discussed. On this basis, the talent management
model is constructed. Then, the technology-based enterprise
M is selected as the research object for the case study to
investigate its current situation of talent management and
propose targeted talent management strategies, to use and
manage talents rationally and ultimately enhance the economic
benefits of enterprises. The innovation of this work lies in
adjusting the competencies to provide guarantee for the effective
implementation of human resource management strategy
and enterprise strategy. Through competencies adjustment,
enterprises can conduct an immediate and accurate analysis
of talents during rapid development, improve the talent
structure in real-time, ensure the continuous supply of talents
in key positions, and realize the fast expansion of enterprises
through the rapid replication of talents. The innovation also
lies in the talent development plan based on analyzing the
talents suitable for the development of enterprises through
the key competence model, facilitating the overall talent
management of enterprises.

MATERIALS AND METHODS

Cognition and Personality
Characteristics of Entrepreneurs From
the Perspective of Psychology
The primary mission of start-ups is to create products and
values that users really need. The traditional education system
and career system have instilled habitual thinking in young
entrepreneurs, that they should deliberately cater to the
preferences of the mainstream system to achieve a certain

Frontiers in Psychology | www.frontiersin.org 2 October 2021 | Volume 12 | Article 721245

https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles


fpsyg-12-721245 October 5, 2021 Time: 13:44 # 3

Liu Management Strategies of Knowledge-Based Organizations

goal (Simpong et al., 2018). Consequently, entrepreneurs attach
more importance to understanding the rules, meeting the
standards of these systems, and achieving excellent peripheral
management. The energy of entrepreneurs may shift from
building the core product to constantly meeting the external
motivation (Demetry, 2017). Therefore, grasping psychological
cognition in the process of entrepreneurship is the premise
of realizing the reasonable planning of entrepreneurship
(Zhong et al., 2020).

The essence of cognition is the perception, memory and
thinking of individuals, while cognitive psychology focuses
on explaining the mental process when one interacts with
people, things, and objects around. From the perspective
of cognitive psychology, entrepreneurs should develop the
thinking logic, entrepreneurial perception, and alertness
of entrepreneurs (Castellano et al., 2017; Schermuly et al.,
2021). The research shows that there are great differences
in psychological cognition between entrepreneurs and non-
entrepreneurs for entrepreneurship (Garbuio et al., 2018).
These differences are manifested in many aspects, such as
property rights protection, special skills in planning cognition,
attention and self-motivation in willingness cognition, and
ability-opportunity fitness and professional knowledge in
ability cognition. Thus, the cognitive structure reflects the
individual’s views on opportunities, risks and interests, and the
cognitive process comprehensively shows the individual’s
information processing ability. Based on the theory of
psychological cognition, it is feasible to combine the mental
and behavioral aspects of entrepreneurs to explain the related
phenomena of entrepreneurial activities (Fuller et al., 2018;
Pejic Bach et al., 2018).

Entrepreneurs usually have prominent adventurous spirit,
achievement demand, and self-control ability. The typical
explicit characteristics of entrepreneurs include optimism,
leadership, perseverance, sense of responsibility and so
on. The cultivation and improvement of entrepreneurs’
social and communication skills is largely driven by
their psychological capital. Stable and solid psychological
capital is also conducive to the entrepreneurship result.
Entrepreneurs with positive psychological capital can
play a significant psychological advantage when they
set goals, grasp entrepreneurial opportunities, and face
entrepreneurial risks. This psychological advantage will
promote the development of various entrepreneurial
activities and enhance the overall entrepreneurial
performance of enterprises.

It is of paramount importance for enterprise management to
break through the “prisoner’s dilemma” in team psychology in
entrepreneurial activities. In other words, team members need
to unite, trust each other, communicate frequently and stick to
the contract (Giedraitis et al., 2017). Therefore, an entrepreneur
must have the ability to adjust the personal style and needs
of team members to form the cohesion within the group and
make everyone willing to work hard for the same cause. The
entrepreneurship progress is not all plain sailing. Hence, a
successful entrepreneur must have a strong psychological quality,
rigorous and comprehensive analytical skills, and unwavering

courage and determination to complete the major decisions of
the enterprise (Feng and Chen, 2020).

Talent Management Based on Key
Competency Model
The German social educationist D. Mertens put forward the
concept of key competence in 1974. The key competence is
defined as knowledge, ability and skill that are not directly
related to general professional practical skills, but the ability
to be competent in various unforeseen changes in life in
different situations. Since then, great changes have taken
place in the requirements of vocational education in Germany
on the cultivation of workers’ vocational competence (Lahn
and Nore, 2019; Wild and Heuling, 2020). With the change
of social and technological structure, the key competence
has also developed extensively in social practice. Until the
1980s, the concept of professional action ability with key
competence as the core was formed, consisting of three elements,
namely professional competence, method competence, and social
competence. Figure 1 shows the three elements of professional
action ability based on key competence.

Traditional vocational training pays more attention to the
cultivation of professional skills. However, with the progress
of social industrialization, to meet the needs of enterprises
for knowledge-based talents, a competency-based education
quality concept has gradually been established, focusing on the
cultivation of key competences (Ewing, 2017; Saputra et al.,
2018; Nurtanto et al., 2020). German dual system universities
adopt professional competence, method competence, and social
competence as support to cultivate students’ outstanding
professional ability, where students should master professional
knowledge, as well as method competence and social competence.
In short, the connotation of key competence can be summarized
as follows: (1) the competence in understanding and mastering
technology; (2) the competence in making decisions; (3)
the competence in solving problems independently; (4) the
awareness of quality; (5) the competence in cooperation; (6) the
awareness of environmental protection; (7) the sense of social
responsibility. For science and technology-based enterprises,
under the guidance of this competence-based view, the
exploration and cultivation of key competences of knowledge-
based talents is a necessary condition for the development of
technological products (Hsieh et al., 2019). The current talent
selection mode of Chinese enterprises presents an inverted
triangle, as shown in Figure 2, lacking consideration of the
psychological characteristics of talents.

According to the theoretical framework of the competence
model of Shanghai Bote Management Consulting Co., Ltd.,
complete competency includes four parts: background
conditions, professional knowledge, key competence, and
internal drive. From the perspective of practical experience,
the background conditions mostly involve the experience
required by the job position, which is usually linked with the
post experience measures. The clearest path for professional
knowledge expansion is “curriculum + practice + guidance.”
The ultimate expectation of key competence from enterprises
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FIGURE 2 | Comparison of talent selection modes.

is that employees can transform their key competences into
routine performance, and continuously show, hone and improve
them in daily work (Cai and Jun, 2018; Fillol et al., 2019). For
organization managers, the specific measures to improve the
key competences of employees need to be combined with the
actual situation of the enterprise, especially the characteristics of
the employee team. The strength of employees’ key competence
directly affects the realization of employees’ competence,
or the conversion of employees’ potential performance into
actual performance.

The key competence model is an effective management
tool to identify personal knowledge, skills and quality of
employees, and the evaluation results based on the model can
result in a positive impact on employees’ personal performance
and enterprise development (Pascual-Fernández et al., 2021).
Generally, the competences covered by key competences
should be evaluable, observable, and developable, including

unique competence, general competence, and transformable
competence. The management of enterprises requires the
coordinated development of every employee. Constructing
the key competence model is conducive to the understanding
of the strategic needs of the enterprise by employees, and
improve their personal competence according to the needs,
to promote the improvement of enterprise performance
(Deng et al., 2021).

Construction of Talent Management
Model in Knowledge-Based Organization
For a knowledge-based organization, knowledge-based
employees are the core elements of its production, innovation
and management. The competition between enterprises is
actually the competition in knowledge-based employees. From
the perspective of employees, knowledge-based employees
have higher education level and higher pursuit of knowledge
(Dahshan et al., 2018; Sehhat and Afsharian, 2020). They
are more enthusiastic about innovative work to achieve
self-worth in the work, instead of the repetitive operation
of ordinary work, and correspondingly some knowledge-
based employees and enterprises maintain a relationship
of mutual-cooperation and synchronous improvement.
Moreover, with the advent of the Internet plus era, new
technologies such as big data and artificial intelligence
emerge endlessly. Knowledge-based employees are more
inclined to take the initiative to innovation and pay more
attention to the moral encouragement of enterprises in
technological innovation.

When enterprises evaluate knowledge-based employees, the
specific content will change according to different assessment
purposes and assessment scope (Fernandes et al., 2019;
Rajabpour and Chartab Moghadam, 2019). Considering the
particularity of knowledge-based talents, multi-layer fuzzy
comprehensive evaluation method is selected to improve
the accuracy of talent management evaluation. First, the
work performance of knowledge-based employees needs to
be comprehensively evaluated from many aspects, including
work attitude, performance, and political performance. All the
included evaluation elements constitute the final system set,
which is recorded as:

U = {u1, u2...un} (1)

The evaluation level setting varies with different evaluation
indexes. The evaluation sets composed of different decisions can
be expressed as:

V = {v1, v2...vn} (2)

Generally, in the evaluation set, each element plays a different role
in the overall evaluation, and the overall evaluation result largely
depends on the weight distribution of each factor in the overall
evaluation. Therefore, it is necessary to determine the weight
distribution among each factor, which belongs to a fuzzy vector
on the element set U.

A = {a1, a2...an} (3)
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In Equation 3, ai represents the weight of the i-th element, and∑n
i=1 ai =1.
For the i-th index, the membership degree of each evaluation

is a fuzzy subset of the evaluation set V.

Ri = {ri1, ri2...rin} (4)

Assume there is a fuzzy relation from U to V :

R =
(
rij
)

n×m (5)

Then, a fuzzy transformation can be obtained by R.

TR : F (U)→ F (V) (6)

Finally, the overall evaluation results can be obtained according
to Equation 7.

B = A× R (7)

If the multi-level fuzzy evaluation involves an excess of indexes
in the actual assessment, it will be difficult to determine the
weight distribution in this case. Even if the weight allocation is
determined, due to the normalization condition, the final weight
of each element will be smaller. At this time, the two-level fuzzy
evaluation method is used to divide more levels. First, the element
set U is divided into m sub factor sets {U1,U2...Um} according to a
specific attribute. Moreover, it satisfies that:

n1 + n2 + ...nm = n (8)

U1 ∪ U2...Um = U (9)

Each element set Ui is evaluated. Denote Ri as the single factor
evaluation matrix, and the first level evaluation vector can be
recorded as:

Bi = Ai × Ri =
(
bi1, bi2...bix

)
(10)

Each element set Ui is regarded as an element, as shown in
Equation 11.

R =


B1
B2
...

Bm

 =


b11 b12 b1x
b21 b22 b2x
... ... ...

bm1 bm2 bmx

 (11)

The proposed talent management model based on fuzzy
evaluation method can not only evaluate and rank the
employees according to the overall score, but also evaluate
the level of employees according to the principle of
maximum membership. Furthermore, the normalization is
performed for a clearer employee evaluation results of talent
management model.

Empirical Analysis – Taking
Technology-Based Enterprise M as an
Example
The technology-based enterprise M is taken as the research
object to investigate the key competence indexes of the

A

B

C

FIGURE 3 | Mean and standard deviation statistics of 18 indexes.
(A) Statistical results of F1–F6. (B) Statistical results of F7–F12. (C) Statistical
results of F13–F18.
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enterprise. Then, based on the questionnaire data, a targeted
enterprise key competence model is constructed through
factor analysis.

The technology-based enterprise M was founded in 2000,
initially to extract the effective components of agricultural
products to develop natural pigments as the main business.
With the continuous development of the enterprise, the
company has successfully established its own brand, and its
products of pigment and essential oil have been unanimously
recognized in the industry. At present, the enterprise has also
transformed into a company integrating research, development,
production, planning, and marketing. The enterprise M has
270 members of staff, and the high-tech innovation is
mainly carried out by the knowledge-based talents of the
R&D center and the testing center. The R&D center has
35 industry experts as R&D project leaders, and the testing
center has 65 professional and technical talents with a high
knowledge level.

The expert group composed of experts, the enterprise
management team, and department managers decide the key
competence indexes of the enterprise M through discussion
according to the development needs of the company. There
are 18 elementary indexes of the key competence model. Then,
a questionnaire survey is carried out on 270 employees in
the enterprise M based on the 18 indexes. The 5-point Likert
scale is used to rate the importance of each index, and 5
points means “very critical” while 1 point represents “not
critical at all.” After sending and collecting 270 questionnaires,
there are 255 valid questionnaires recovered, and the efficient
rate is 94.4%. The SPSS 20.0 software is used to test the
reliability of the questionnaire, and the model is constructed by
factor analysis.

RESULTS AND DISCUSSION

Determination of Key Competence
Elements and Model Construction of M
Enterprise
Through the discussion by the expert group, the enterprise M
has established 18 key competence indexes that the enterprise
needs at present. The questionnaire data is calculated to get the
mean and standard deviation of each index. Figure 3 presents the
specific results. Among them, Index F4 (flexible use of theoretical
ability) gets the highest score of 4.39, and Index F11 (innovation
ability) obtains the lowest score of 2.51. The results suggest
that the scores of all the indexes are higher than the medium
level, which confirms the importance of these 18 indexes. Then,
the reliability of 18 indexes is analyzed, and the Cronbach’s
alpha coefficient is 0.745, indicating that these 18 indexes have
significant consistency.

Before factor analysis, the Kaiser-Meyer-Olkin (KMO) test
and sphericity test of Bartlett are performed. The results show
that KMO = 0.892, Sig. = 0.000, indicating that these indexes
are suitable for factor analysis. By principal component analysis
of 18 key competence indexes, four indexes are extracted,
which can reflect 68.92% of the total information of key
competence. According to the rotating component matrix
illustrated in Table 1, the initial 18 variables are divided into four
comprehensive indexes.

The new four key competence indexes are renamed as business
execution ability (F7, F8, F9, F13, F14, F15, and F16), team
cooperation ability (F1, F2, F3, F4, F5, and F6), strategic thinking
ability (F10, F11, and F12), and management and decision-
making ability (F17 and F18). Figures 4A–D reveal the rotation

TABLE 1 | Statistics of mean value and standard deviation of 18 index elements.

Factor index Ingredient

1 2 3 4

F1. Improve department performance 0.333 0.605 −0.294 −0.101

F2. Good at cooperating with others 0.243 0.621 −0.261 −0.195

F3. Good at sharing information 0.138 0.871 −0.221 0.044

F4. Flexible use of theoretical ability 0.221 0.817 −0.153 0.034

F5. Writing and expression skills 0.293 0.721 −0.065 0.029

F6. Task processing accuracy 0.550 0.580 −0.048 0.021

F7. Cost control 0.595 0.365 −0.056 −0.223

F8. Dispute resolution capability 0.781 0.112 0.079 −0.191

F9. Improve the quality of work 0.761 0.235 0.000 0.072

F10. Breadth and depth of vision −0.155 −0.287 0.725 −0.180

F11. Innovation ability −0.104 −0.238 0.855 −0.045

F12. Risk management capability −0.129 −0.221 0.725 −0.180

F13. Ability to use business resources 0.734 0.145 −0.303 −0.102

F14. Adaptability 0.758 0.018 −0.122 −0.005

F15. Critical evaluation information 0.722 0.256 0.173 −0.118

F16. Accurate use of information technology 0.704 0.291 −0.095 −0.076

F17. Effective progress management −0.111 −0.079 0.183 −0.083

F18. Organizational decision making ability −0.041 −0.041 0.017 0.904
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FIGURE 4 | Load value of rotation factor corresponding to 4 key competence indexes. (A) Business execution ability. (B) Team cooperation ability. (C) Strategic
thinking ability. (D) Management and decision-making ability.

factor loads corresponding to the four key competence indexes.
The average values of business execution ability and team
cooperation ability in the first level dimension of key competence
indexes are 4.14 and 4.24, respectively, which can be regarded
as the core of key competence. In contrast, the average value of
strategic thinking ability is only 2.55, but the rotation factor load
of secondary dimension index is higher, so it is also a necessary
index of key competence. The average value of management and
decision-making ability is in the middle level, which can be used
as a relevant factor in the construction of key competence model.

The Current Situation of
Knowledge-Based Talent Management in
the Enterprise M
The enterprise M is mainly responsible for the development
work related to the finishing of agricultural products, and most

of its employees have received professional higher education.
According to the survey, many employees choose the occupation
because of their professional counterparts, personal interests,
or other factors. However, with the accumulation of personal
working experience and the change of external environment,
the market demand for knowledge-based talents is increasing,
and it is not uncommon for knowledge-based employees in
the enterprise M to choose job hopping. The brain drain will
bring more instability factors to the development of science and
technology enterprises.

At present, among the employees in the enterprise M, 6%
are doctors, 38% are masters, 37% are Bachelors, and 19% are
junior college graduates or below. Figure 5 shows the education
backgrounds of knowledge-based employees in the enterprise M.

Figure 6 signifies the investigation results of employee’s
awareness of their personal situation, including work ability,
job skills, vocational interest, and personal character. More than
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FIGURE 6 | Knowledge-based employees’ understanding of their own
situation in the enterprise M.

80% of the employees hold that they know very well about
their abilities, but about 15% of the employees state that they
don’t understand or they are not sure about their vocational
interests and personal character. Figure 7 shows the survey
results of knowledge-based employees’ satisfaction with the
external environment of the enterprise M, demonstrating that
employees are not satisfied with the training mechanism and
promotion mechanism.

Optimization of Management Strategies
for Knowledge-Based Employees in the
Enterprise M
The previous research shows that the overall evaluation
of knowledge-based employees in the enterprise M on the
organization and management of the company is basically
appropriate, but the management strategies still need to be
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FIGURE 7 | Knowledge-based employees’ satisfaction with the external
environment of the enterprise M.

optimized. From the perspective of employees, knowledge-
based talents usually need to acquire new knowledge and skills.
However, the enterprise M is not perfect in skill training, which
leads to low employee satisfaction with the company’s training
mechanism. Moreover, for cost reasons, enterprises invest less
time and energy in career management planning of knowledge-
based employees, and the company has not formed a systematic
promotion system. Based on the characteristics of knowledge-
based employees, the R&D staff will consider switching the job
if they bring benefits to the company but they are not rewarded
with position promotion and honor.

The analysis and construction of key competence can
help companies match suitable talents for key positions.
The process of personnel selection, staff employment, and
talent development can systematize and standardize the talent
management of enterprises, which plays a guiding role in
the change of the inherent concept of private enterprises and
the appointment of talents. Besides, the application of key
competency model plays a positive role in talent management
under the background of talent shortage in the industry,
conducive to the stability of talents and the healthy development
of the industry. To enhance the management effects knowledge-
based employees in the enterprise M, the following talent
management strategies are proposed to maximize the potential
of knowledge-based employees and promote the common
development of enterprises and staff.

(1) Establishing knowledge-based talent management
platform: it is essential to quantify the measurements of
the knowledge-based talent management, including work
performance, knowledge and skill level, and comprehensive
ability. Work performance can measure the work performance
and efficiency of knowledge-based employees, and reflect the
personal value of knowledge-based talents. Knowledge and skill
level demonstrates the knowledge accumulation and learning
ability of employees. Comprehensive ability can show the team
consciousness, social ability, and innovation ability of employees.
The quantitative evaluation system can provide reference for
talent management and subsequent salary and position awards.
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(2) Paying more attention to knowledge-based employees: the
major duty of knowledge-based employees is to create benefits
for the company through scientific research and innovation.
In addition to salary distribution and reward according to
their work results, enterprises should also pay attention to the
personal planning and inner needs of employees. Managers
should improve the career planning system of knowledge-based
employees, and implement it in place. Developing a complete
career planning scheme for different types of knowledge-
based employees can make employees clear about the future
development direction and motivate employees to devote
themselves to scientific research.

(3) Reforming talent management mode: the enterprise M
has also carried out training activities, but failed to meet the
expectations of employees. The reason is that the training
generally focused on technique and business, and rarely provides
the latest information on career development. In addition,
because most managers use the traditional talent management
methods, and ignore the combination of the enterprise’s own
development strategy and employees’ personal career planning,
it is easy to cause brain drain. Therefore, enterprise managers
should adhere to the people-oriented principle and implement
talent management based on the actual situation of the
enterprise and employees.

CONCLUSION

Science and technology enterprises are economic organizations
which take knowledge as the main body of investment, so
knowledge-based talents play an important role in the economic
activities of the organization. In recent years, the management
of knowledge-based talents has been a hot topic discussed
by enterprises and scholars. First, based on the theory of
entrepreneurial psychology, the personal characteristics and
psychological cognition of entrepreneurs are analyzed. Besides,
the talent management of enterprises is explored on this basis.
Then, the theory of key competence is introduced, and the
key competence model is analyzed to match with enterprise
development strategy. Only by clarifying the key competence,
can enterprises further improve the talent management system
and optimize the talent structure. With the technology-based
enterprise M as an example, 18 key competence indexes are
determined after the discussion of the expert group. Through
the questionnaire, the employees’ cognition of each index is
determined. Among the first level dimension of key competence,
the average values of business execution ability and team
cooperation ability are 4.14 and 4.24, respectively, which

can be regarded as the core of key competence. Through
the survey on 255 employees’ cognition of enterprise talent
management, there are still deficiencies in training mechanism
and promotion mechanism of knowledge-based employees in
enterprise M. Therefore, a series of optimization suggestions
about talent management strategies have been proposed, focusing
on the improvement of employee career management planning.
This exploration is of great significance for technology-based
enterprises to retain knowledge-based employees and improve
the economic benefits of enterprises. The work reported here
is still in the exploration stage, and there are still some
deficiencies to be improved. On the one hand, there lacks
comprehensive survey data, which may lead to some gaps
between the conclusions and the actual needs. On the other
hand, each section has not been investigated in depth for more
outcomes. In future research, it is necessary to further explore
more scientific indicators and model methods that are more
suitable for practical needs, and pay attention to the matching of
enterprise strategic planning and human resource planning.
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