
Retraction
Retracted: The Application of the Depth Model of Precise
Matching between People and Posts Based on Ability
Perception in Human Resource Management

Journal of Function Spaces

Received 12 December 2023; Accepted 12 December 2023; Published 13 December 2023

Copyright © 2023 Journal of Function Spaces. This is an open access article distributed under the Creative Commons Attribution
License, which permits unrestricted use, distribution, and reproduction in any medium, provided the original work is
properly cited.

This article has been retracted by Hindawi, as publisher, fol-
lowing an investigation undertaken by the publisher [1].
This investigation has uncovered evidence of systematic
manipulation of the publication and peer-review process.
We cannot, therefore, vouch for the reliability or integrity
of this article.

Please note that this notice is intended solely to alert
readers that the peer-review process of this article has been
compromised.

Wiley and Hindawi regret that the usual quality checks
did not identify these issues before publication and have
since put additional measures in place to safeguard research
integrity.

We wish to credit our Research Integrity and Research
Publishing teams and anonymous and named external
researchers and research integrity experts for contributing
to this investigation.

The corresponding author, as the representative of all
authors, has been given the opportunity to register their
agreement or disagreement to this retraction. We have kept
a record of any response received.

References

[1] H. Cao, “The Application of the Depth Model of Precise Match-
ing between People and Posts Based on Ability Perception in
Human Resource Management,” Journal of Function Spaces,
vol. 2022, Article ID 5495437, 9 pages, 2022.

Hindawi
Journal of Function Spaces
Volume 2023, Article ID 9801306, 1 page
https://doi.org/10.1155/2023/9801306

https://creativecommons.org/licenses/by/4.0/
https://creativecommons.org/licenses/by/4.0/
https://doi.org/10.1155/2023/9801306


RE
TR
AC
TE
DResearch Article

The Application of the Depth Model of Precise Matching between
People and Posts Based on Ability Perception in Human
Resource Management

Hui Cao

Department of Economics and Management, Taishan University, Shandong, Taian 271021, China

Correspondence should be addressed to Hui Cao; caohui123@tsu.edu.cn

Received 1 July 2022; Revised 2 September 2022; Accepted 6 September 2022; Published 22 September 2022

Academic Editor: Miaochao Chen

Copyright © 2022 Hui Cao. This is an open access article distributed under the Creative Commons Attribution License, which
permits unrestricted use, distribution, and reproduction in any medium, provided the original work is properly cited.

To revitalize talents and give full play to the maximum utility of HR (human resources), it is not enough to accumulate talents
alone. HR must be effectively allocated to realize the matching of people and posts. Competency is a personal characteristic of
an organization that distinguishes its performance level in a specific job and organizational environment. In order to solve the
problem that job seekers’ job-seeking ability is difficult to match the job requirements, this paper combines neural network
with traditional HRM (human resource management) algorithm based on ability perception and designs a depth model of
accurate matching of people and posts in HR field, which can improve the quality of data training of traditional algorithm.
The results show that compared with other algorithms, the F1 value of the proposed algorithm is obviously improved, and the
proposed algorithm performs best, with the F1 value of 0.829. In this paper, the method of global network plus local network
is used, which can effectively improve the hidden features of data and then improve the matching degree and recommendation
accuracy of the algorithm.

1. Introduction

In today’s knowledge age, science and technology represent
wealth. The comprehensive quality of human resource man-
agement of economists in enterprises and institutions is
directly related to the future development of the industry,
so it is very important to improve the quality of personnel.
In view of the negative impact caused by the fact that some
enterprises and institutions do not pay enough attention to
the economist, the manager or person in charge of the enter-
prises and institutions directly takes the role of the econo-
mist. Enterprises and institutions must rerecognize the
importance of human resource management of economists
and change their inherent ideas. Give full play to the main
role of the economist’s human resources to make more con-
tributions to enterprises and institutions. This is a responsi-
bility and a high requirement for human resource
management of economists. The human resource manage-
ment of economists should be aware of the competitiveness
between enterprises and institutions, actively participate in

the planning, and mobilize the enthusiasm of employees
while improving their own quality, so as to achieve the goal
of common progress between employees and enterprises and
institutions. In order to mobilize employees’ work enthusi-
asm and enhance their sense of competition, the human
resource management of economists can give old employees
and new employees the opportunity to interact in the form
of exchange forums. In addition, the human resource man-
agement of economists can also provide training for
employees so that they can have a basic understanding of
the culture, development strategy, and development status
of enterprises and institutions. And further cover workplace
etiquette, product knowledge, and other aspects. Promote
employees to understand the current situation, advantages,
and future planning of the industry more clearly, strengthen
their sense of ownership, and encourage them to work
harder. Perception model has a wide range of applicability,
which is suitable for the HRM (human resource manage-
ment) process of enterprises of various natures and can help
enterprises significantly improve the scientificity and
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rationality of HRM. The existing job recommendation sys-
tem can provide accurate, fast, and personalized job recom-
mendation services for job seekers by analyzing their
historical search records, mining their job-seeking wishes,
needs, and job-seeking tendencies [1, 2]. Through effective
personnel-post matching, the quality of enterprise resource
management can be comprehensively improved, which plays
an important role in enterprise operation and work develop-
ment. It is also very helpful for enterprises to achieve strate-
gic goals.

In recent years, scholars have tried to apply the cutting-
edge technology to the matching of people and posts. In
early research abroad, Khan et al. used candidates and pro-
fessional information to establish two-way recommendation
between people and posts and realized the matching between
people and posts [3]. Belsito et al. followed the idea of rec-
ommendation system and put forward a job recommenda-
tion system based on job seekers’ preferences and interests
[4]. Reachslin et al. believe that competence is the intrinsic
characteristic of an individual, and there is a certain degree
of causal relationship between this intrinsic characteristic
and related performance in work and situation. The theory
of this view of characteristics focuses on the study of people’s
competence from the perspective of discovering people’s
characteristics [5]. Baimenov et al. think that the company’s
operation is made up of orderly work, and different posi-
tions have different competency elements for employees,
that is, the system theory of person-post matching [6]. Pet-
ros et al. pointed out that the matching process of people
and posts is a dynamic matching process. The dynamic
matching between people and posts is of great significance
to help employees obtain career planning and personal
development, give full play to their active role, and promote
the development of the company [7]. Brueller et al. tried to
establish the matching degree model between employees
and specific positions by analytic hierarchy process [8].
Liang used AHP (analytic hierarchy process) and fuzzy com-
prehensive evaluation method to establish a measurement
model of the matching degree between people and posts
[9]. Mills et al. put forward the dynamic matching model
between people and jobs; that is, the matching between peo-
ple and jobs is a dynamic and active configuration process
[10]; Hitka et al. conducted an empirical study on the com-
petency models of top managers in enterprises, and the
results showed that the competency models of top managers
in the east and the west are similar. This study verified for
the first time in China that competency evaluation can more
comprehensively distinguish outstanding management
cadres from ordinary management cadres [11]. Choi et al.
studied various scales of HR (human resources) related to
this, and this configuration type of person-post relationship
mainly ensures the HR quality of various departments and
positions in the enterprise through all links in the HRM
process [12].

If we want to study the capability perception model, we
need to fully understand not only the characteristics and
needs of enterprises but also the development goals, mis-
sions, and business development of enterprises. In the pro-
cess of enterprise development, the matching of people and

posts can ensure the smooth implementation of enterprise
strategic objectives. In the period of production and opera-
tion, the strategic goal is an important guide, and all enter-
prise activities are carried out around the strategic goal [13,
14]. Excellent employees and ordinary employees will show
significant differences in competency. Organizations can
use competency indicators as one of the main bases for the
recruitment, evaluation, and promotion of employees. Most
of the studies have not adopted appropriate and reasonable
empirical methods, and almost no one has done the corre-
sponding research on the matching of people and posts after
the competency model is built, let alone specific to a certain
industry or field, and the research on the matching of people
and posts with the competency of HRM employees in enter-
prises is even blank. In this paper, the ability perception
model will be combined to construct the accurate matching
model of job and post, and the rich semantic information
contained in the long text of job and post features will be
fully utilized to realize the accurate matching between job
seekers and posts.

2. Research Method

2.1. Analysis of Enterprise Capability Perception Model. To
distinguish people, the competency perception model should
first classify and match people, positions, and posts. In order
to realize the system matching among organizations, posts,
and personnel, the effect of only using the general compe-
tency model is often not ideal, but we should combine the
specific requirements of different organizations and posts
to build different post competency models for different
posts. At present, there are three main modes of developing
competency model: based on the position, based on the
overall value and core competence of the organization, and
based on the key success factors of the industry. Among
them, the post-based competency model is the most com-
mon development mode, which has strong applicability
and operability, and is easy to be accepted and developed
by organizations. Therefore, it has important guidance and
practical significance to explore and develop the post com-
petency model for optimizing human resource management.
Quality is a necessary condition to produce high perfor-
mance, and the capability perception model should be able
to predict future performance and become a guarantee to
support the sustainable development of enterprises in the
future [15].

Post management by objectives requires the establish-
ment of post management system, ability evaluation system,
performance management evaluation system, and finally a
scientific, reasonable, fair, and just HRM system which is
competitive in the market and can effectively promote the
realization of organizational strategic objectives. It is not dif-
ficult to find that employees’ ability and quality influence
employees’ work performance, and to a certain extent, their
ability and quality determine employees’ work performance,
by closely combining their positions and work behaviors.

Social role represents employees’ understanding of social
norms, and it is also an important embodiment of
employees’ behavior style, such as managers. Self-image is
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a kind of self-display after employees have a clear under-
standing of their own abilities and roles, such as self-confi-
dence, which often has a great impact on their
performance. This study adopts the method of vectorizing
each word after segmentation and then clustering the vector-
ized words. The results show that this method can effectively
distinguish competency from other words so that they can
be grouped into one category. The specific implementation
process is shown in Figure 1.

Some competencies may be in high demand in all posi-
tions, and these competencies do not represent the position
of HRM well. In this paper, the chi-square value is used as
an index to reflect the importance of competence in the post
[16]. The original assumption is that feature xi and category
cj are independent of each other; that is, feature xi is not rep-
resentative of this category. The calculation formula is

χ2 = t, cð Þ = 〠
n

i=1

Xi − Eð Þ2
E

, ð1Þ

where Xi is the theoretical value and E is the actual value.
For the consistency judgment matrix, each column is the

corresponding weight after normalization. For the inconsis-
tent judgment matrix, each column is normalized to approx-
imate its corresponding weight, and the arithmetic average
of these ncolumn vectors is calculated as the final weight.
The specific formula is

Wi =
1
n
〠
n

j=1

aij
∑n

k=1akl
: ð2Þ

It should be noted that the consistency of the judgment
matrix should be checked in layer-by-layer sorting. Gener-
ally speaking, the judgment matrix is not required to strictly
satisfy this property. This paper studies the difference
between judgment consistency matrix and satisfaction con-
sistency matrix. The limitation of determining the accep-
tance matrix by the consistency index is discussed. In
order to improve the consistency of judgment matrix, a
new method of correcting matrix by using the average char-
acteristic of judgment is proposed.

In this study, structural hole index is used to measure the
cohesion of a certain competency in workflow or team work
[17]. The richer the structure, the more it shows that it plays
a key role in the whole workflow or in the team. The calcu-
lation formula is

pij =
aij + aji

∑k aik + akið Þ , ð3Þ

where pij is the proportion of the direct relation of i, j.
The evaluation ability level can adopt the behavior level

description method; that is, when the model is built, the
behaviors will be laid to different levels according to the dif-
ficulty and complexity of behaviors, and when judging, the
employees will be anchored to the corresponding ability
level according to the difficulty and complexity of behaviors

during the evaluation period, and the corresponding ability
level scores will be given.

As far as HR quality is concerned, it is necessary to
ensure the matching degree of employees’ ability and quality
with job requirements and company culture from the begin-
ning of the recruitment process. After employees enter the
company, they should strengthen job guidance and training
to realize the dynamic matching and management between
people and jobs, so as to have a competitive workforce. In
the competency model constructed in this study, its hierar-
chical structure is shown in Figure 2.

The application of competency perception model can
enable enterprises to get rich and useful information, and
apply this information to recruitment and evaluation, so as
to draw scientific and reliable conclusions. The construction
of post competency model provides the basis and standard
for people to enter posts and corresponding grades and is
an effective way to realize the matching between people
and posts [18, 19]. These abilities are difficult to observe
and learn. The individual characteristics of factor mainly
include a person’s personality, motivation, values, and other
characteristics, which are the deepest features and the least
easy to be discovered and developed.

2.2. Establishment and Application of Depth Model of
Accurate Matching between People and Posts. Person-post
matching refers to the corresponding relationship between
people and posts. Each incumbent has different abilities,
qualities, and individual characteristics, and his or her indi-
vidual needs and motivations are different. Only when the
individual’s needs are matched with the post compensation
and organizational vision can the individual be motivated
and work harder to achieve greater performance.

Personal abilities and qualities are compatible with job
requirements, and personal requirements are matched with
the salary level and organizational vision that the job can
provide. In this form, the matching between people and
posts is at its best. It is the most ideal matching form of
“send,” but it is difficult to realize the “send” form. In the
process of post selection, if the post holder has work experi-
ence related to the post, then the company will save time and

Text
preprocessing

Word2vec

Source text

K-means

Category

Figure 1: Specific process of competency feature extraction.
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cost for the post training of the post holder, and the post
holder can adapt to the job quickly.

There are three necessary processes to realize the match-
ing of people and posts, as follows:

(1) The first step of job matching is to understand job
requirements through job analysis, so as to realize
job knowledge. For a job, it is to fully collect and
observe all kinds of information such as the rights
and responsibilities of the job and then analyze the
work procedures and summarize the contents and
rights and responsibilities

(2) Know people: knowing people means judging peo-
ple’s post competence. Usually, many scientific
methods, such as written test, interview, online psy-
chological assessment, and group discussion, are
used to identify people

(3) Match with people and posts: the fundamental pur-
pose of the whole match is to make people fit for
their posts, make the best of their abilities, and
finally reap the maximum organizational benefits

At present, there are two main aspects of job matching.
The first is the matching between the professional skills of
employees and the demands of jobs, and the second is the
matching between employees’ work attitude and salary
return. Timely training can help enterprises get comprehen-

sive protection, and its training mainly includes four stages:
demand analysis, training design, implementation, and
result evaluation; enterprises should start to carry out
employee training from multiple angles to ensure the perfec-
tion of training facilities and the rationality of training
funds. In order to achieve the best match between people
and posts, it is necessary to carry out post analysis and per-
sonnel quality evaluation according to the talent construc-
tion plan to recruit and select talents so that the match
between people and posts can approach to rationality. When
using certain evaluation methods, corresponding evaluation
methods should be proposed for each quality element. There
may be multiple evaluation methods for a certain quality ele-
ment, which requires in-depth analysis, comparison, and
accurate selection of discarded methods. Do not simplify
or complicate the evaluation style. When introducing a
new style, it should be verified to determine its applicability.
In the contemporary evaluation, test method, oral test
method, evaluation center method, and other evaluation
methods are commonly used.

At present, most of the competency model and compe-
tency model are established by psychological evaluation
method, which is inherently scientific, but it will be slightly
complicated in the actual operation process of the enterprise,
so it will undoubtedly reduce the actual operability of the
enterprise and increase the operating cost. The essence of
HR scheduling model is to analyze HR data and calculate
the matching degree of people and posts. Then, according

Breakdown
task list

Implementation
capacity

Improvement
plan

Data
analysis

Professional
skill

Function
promotion

Strategic
contribution

Decision-
making

Pass or not?

Employee
evaluation

Competency
model of post

Post structure
system

Job
evaluation

Job analysis

Project task
list

Organizational
analysis

Y

N

Individual
characteristics 

Figure 2: Post competency quality model.
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to the score of matching degree between people and posts,
the personnel can be dispatched, which can be abstracted
as a recommendation model in essence.

In this paper, the basic neural network is improved, the
hybrid recurrent neural network model is used, and the
global model and the local model are combined, and the data
features after the hierarchical operation of the model are
taken as the network output, so as to realize the data pro-
cessing. The loss function is as follows:

L = −〠
n

y log p + 1 − yð Þ log 1 − pð Þð Þ: ð4Þ

There are also feature attributes described by long texts
in the characteristics of posts, and these corresponding long
texts describe the specific ability requirements of posts and
the skills of job seekers, which are the key information for
accurate matching between posts and job seekers. By calcu-
lating the cosine distance between documents, the similarity
of corresponding feature attributes is obtained:

Si⊗i =
Vi ×V j

Vik k × V j






, ð5Þ

where Vi represents the document vector of feature attribute
i and V jrepresents the document vector of feature attribute j;
Si⊗i represents the similarity of feature attribute i, j long text.

In the process of bilateral matching of people and posts
in recruitment, the two matching subjects, namely, job
seekers and posts, respectively, give the demand information
of each other according to their own conditions. The HR
department of the enterprise uses multi-index method to
process the index information through the information pro-
vided by both parties and then uses bilateral matching deci-
sion algorithm to effectively match people and posts. Most of
the existing decision-making methods of person post match-
ing assume that both parties of person post matching are
completely rational. This is not consistent with the actual
management activities, so this paper proposes a two-sided
matching decision-making method considering the different
psychological behaviors of the two sides. On the premise of
analyzing and sorting out a variety of different types of eval-
uation indicators, first of all, the satisfaction value of both
parties on the basis of complete rationality is obtained. Then,
it introduces the regret avoidance psychology and prospect
expectation psychology of both parties. This paper intro-
duces regret theory and prospect theory to the decision-
making method of person post bilateral matching. Through
the construction and solution of the decision-making model,
a matching method closer to the actual human resource
management activities is obtained. It also proves that the
results of bilateral matching are different under the influence
of different psychological behaviors. The formula for calcu-
lating the satisfaction of the possessor to the post is as fol-
lows:

a1kij =
1, k = j

〠
T

i=1
w1

kita
1
kijt , k ≠ j

i = 1, 2,⋯,lk

8

><

>:

: ð6Þ

When k = j, a1kij = 1 indicates that the possessor has the
lowest satisfaction with the original position; that is, the
position applied for by the job seeker is at least better than
the position currently occupied; when k ≠ j, the occupant’s
satisfaction with the post is accumulated and obtained
through the evaluation satisfaction under each index.

Assuming that the person-post matching coefficient
based on competency is g, the actual competency of HRM
employees is b, and the competency of HRM employees
required by enterprises is b0, the corresponding weights f ið
i = 1, 2,⋯,nÞand ∑f i = 1 are given according to the different
importance of different jobs. So,

b0 = 〠
n

i=1
f ibi, ð7Þ

where ∑f i = 1, i = 1, 2,⋯, n, n ≤ 28, n is the competency
coefficient. Secondly, an expert evaluation team is formed
by the enterprise to evaluate the competence of employees.

In the process of adjustment, enterprises should combine
the specific situation. If there is a problem with employees’
skills, managers should first consider vocational training
for employees. If employees’ working ability cannot be
improved through training, managers need to consider post
adjustment and whether to transfer them to posts with lower
requirements.

Group the data to get a more comprehensive under-
standing of the characteristics of the HR model. At the same
time, the data is saved in the data warehouse, which can sup-
port the subsequent data model training. The depth model
of accurate matching between people and posts combined
with ability perception is shown in Figure 3.

In the text similarity calculation layer, the attribute
values with long text in the matching features of people
and posts are vectorized by using Word2vec method, and
then, the matching degree of corresponding features is eval-
uated by calculating the cosine distance between corre-
sponding features. Embedding each word into the vector
model, more strictly speaking, generates a vector space with
a large number of text so that each word can find the corre-
sponding vector, and the similarity between words can be
calculated. Then, the data is abstracted, preprocessed,
encoded by an encoder, and stored in a data warehouse. If
the new evaluation results show that people and posts are
matched, then the adjustment scheme can be determined;
if not, the adjustment will be made according to the third
step again until people and posts are matched to achieve
dynamic balance.

3. Result Analysis

This paper extracts and analyzes the research resumes
through network big data. According to the fields in the
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obtained resume data and combined with the opinions of
relevant experts, different variables such as working hours,
enterprise scale, rank, highest degree, school grade with the
highest degree, HRM major, student cadre experience,
internship experience, and award-winning experience are
extracted from the resume data and processed in a struc-
tured way.

Taking the average of the total scores of three experts as
dependent variables and eight variables extracted from
resumes as independent variables, multiple regression analy-
sis was carried out to explore the factors in resumes that
have significant influence on competency, and they were
used as input variables of competency prediction model.
The results are shown in Figure 4.

We can see that whether or not there is internship expe-
rience has a significant impact on competency at the level of
1%, and its coefficient is 1.32. Compared with those who
have no internship experience, those who have relevant
experience have a higher level of competence. This further
proves the importance of practice for HRM work. High-
level schools have certain advantages in terms of faculty, cur-
riculum, and the combination of theory and practice. Stu-
dents will get more resources and have more practical
opportunities during their education, which will have a pos-
itive impact on their competence.

Combine the development strategy of the enterprise,
fully consider the requirements of the enterprise in HRM
posts, and design, adjust, and improve the current HRM
posts. For job seekers, if they are matched to poor positions,
there will be a big psychological gap, and then, they will lose
interest and enthusiasm for work. As for the position, if you
match a poor job seeker, it violates the idea of recruiting
excellent talents, which is obviously unacceptable to the
enterprise. All job seekers form a matching pair with the
position that prevents it, and all matching pairs form a
matching scheme. Job seekers who are not blocked by jobs
and jobs that are not blocked by jobs are not matched.

Performance management can not only significantly
improve employees’ work enthusiasm and efficiency but also
play an important role in promoting the smooth development
of departmental work. Although HR planning includes three
aspects, their common foundation is based on the establish-
ment and analysis of the post ability perception model, so it
can provide scientific, reasonable, and effective information
for the HRM work of enterprises, help enterprises achieve
accurate HR planning, and ensure the full use of HR.

The relative importance weights of many indicators in
each level to the related indicators in the previous level have
been obtained, and the total ranking is made from top to
bottom. The results are shown in Figure 5.

Data
acquisition

Capability
evaluation

Pretreatment

Match positions?

RNN

Review failed

Output results
Dynamic
matching

Enterprise strategy
adjustment

Post redesing

Post
competency
reevaluation

Post competency
improvement

Performance
improvement

Performance
evaluation

Collection of
requirements

Priority
review

Demand
realization

Follow up functional
requirements

Position
information

Written
test

Interview

Post name

Treatment

Major

Match filter

Behavior
characteristics

Matching degree
calualation

Feature
matching

Job seeker

Person-to-post accurate matching depth model

Post design Post competency evaluation HRM Text similarity calculation

Figure 3: Depth model of precise matching between people and posts combined with ability perception.
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According to the calculation results, it can be seen that
the strategic management and change management have rel-
atively high weights, while HRM functional management
and enterprise support management have relatively low
weights in the latitude of enterprise HR supervisor compe-
tency evaluation. In addition to the necessary requirements
for posts, enterprises also have an in-depth understanding
of employees’ mental health. With the all-round develop-
ment of economy, the competition among enterprises also
increases invisibly, which also intensifies employees’ psycho-
logical pressure. Every employee has his own advantages and
disadvantages, so managers need to put forward correspond-
ing suggestions according to the actual situation of
employees when they carry out HRM.

An enterprise’s recruitment method based on capability
perception model is an innovation based on the traditional
recruitment method to meet the requirements of the devel-
opment of the times. Conduct situational interviews and
behavioral event interviews during the interview process.
Add the weight of competency score to the comprehensive
recruitment score, as shown in Figure 6.

Comprehensive practice shows that interviewers can
evaluate the implicit characteristics of candidates more by
means of scenario simulation and case analysis, so as to
judge the matching degree of candidates and then make
the decision on whether to hire or not according to the post
ability perception model. Improve motivation, attitude, and
behavior, so as to be better qualified for the current job or
new job, and then, promote the improvement of organiza-
tional efficiency and the realization of organizational strat-
egy and promote personal career development.

The most critical method of training demand analysis
based on the competency perception model is to compare
the difference between the employee’s actual competency
and the target post competency. The person position match-
ing in the enterprise’s human resource management is to
select the appropriate personnel and match the determined
positions. The person who is engaged in this position needs
to have the ability to complete the job responsibilities well.
These indicators should be measurable, observable, and
instructive and have a key impact on the personal perfor-
mance of employees and the success of the enterprise. At

the same time, it is necessary to adjust various problems in
the combination process to ensure the realization of the post
objectives. Only by getting the correct post gap information
can the training demand be accurately analyzed. The train-
ing content corresponds to each competency item, which
constitutes the corresponding relationship between training
content and competency item. Then classify it, and deter-
mine the training content and training methods according
to it so that training courses can be developed in a targeted
manner, and the main contents of training courses formula-
tion can be guaranteed, including training course name, cat-
egory, training method, training hours, training objectives,
training contents, and assessment methods.

In this paper, the data classify and sort out the HR data
of enterprises, and the data includes three types: personnel
information, personnel evaluation matrix value, and person-
nel ability matrix value. Then, the feasibility of the proposed
algorithm is compared. The proposed algorithm, Ref. [14]
method, and Ref. [16] method are used for model training
and experimental analysis. The evaluation indexes are accu-
racy, recall, and F1 value. The experimental results are
shown in Table 1.

It can be seen that compared with the other two algo-
rithms, the F1 value of the proposed algorithm is obviously
improved, and the proposed algorithm performs best, with
the F1 value of 0.829. In this paper, the method of global
network plus local network is used, which can effectively
improve the hidden features of data, then improve the train-
ing quality of data, and improve the matching degree and
recommendation accuracy of the algorithm.

Person-post matching in HRM of an enterprise is to
choose the right person to match the determined position
and, at the same time, take corresponding measures to com-
bine the two together. At the same time, it is necessary to
adjust all kinds of problems in the process of combination,
so as to ensure the realization of the post goal.
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Figure 4: Regression result.
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Figure 5: Comprehensive ranking result.
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The core of job matching is that the matching between
people and jobs can reach the most reasonable state, that
is, people can play the most effective role in jobs, and jobs
can also give people the greatest satisfaction, so as to obtain
the best performance. The post competency model can help
employees to further clarify their quality development goals,
so as to carry out career development planning more effec-
tively, point out the development path for employees, and
promote employees to improve their sense of responsibility
for their own career and organizational development.

4. Conclusion

Job matching is a relatively complicated process. To achieve
this, it is necessary for enterprises to optimize the distribu-
tion of jobs in combination with their own development in
order to improve the job matching degree. In this paper,
the depth model of accurate matching between people and
posts based on ability perception is put forward, which takes
into account the needs of job seekers and posts in reality, as
well as the characteristics of occupiers in matching. By using
genetic algorithm to solve the multiobjective optimization
model, the best matching scheme under different require-
ments can be obtained. Compared with the other two algo-
rithms, the F1 value of the proposed algorithm is
obviously improved, and the proposed algorithm performs
best. It shows that this model can effectively imitate the
behavior of experts and make competency evaluation based
on resumes, thus realizing the automatic operation of

matching ability and position in resume screening, effec-
tively improving the efficiency, and providing a reference
for enterprises to accurately position high-quality talents.
However, the study still has some limitations. The model
also needs to consider the different needs of job seekers
and positions in the real world and needs to be expanded
and supplemented in future research.
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