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Over the past 30 years of reform and opening up, China has undergone tremendous changes. With the continuous growth of
China’s economy, the core competitiveness of Chinese enterprises is also increasing day by day. After China joined the WTO in
2001, economic globalization hit Chinese enterprises. Under such circumstances, a large number of foreign multinational
companies have entered China to establish factories, which has caused huge pressure on Chinese companies. Facing this un-
precedented pressure, Chinese enterprises need to fundamentally improve management and operation problems. Companies
need to change aggressively to respond to the shock of foreign companies. �e development of multisensor technology has
brought great changes to enterprise human resource management. �e real-time changes in this technology allow the continuous
optimization of human resource management. Human resource management technology also needs to adapt to the modern social
environment and constantly improve and quickly existing enterprise employee management methods and methods. �ese
technical contents need to be optimized, and the working methods need to be improved. At the current stage, enterprise human
resource management has not fully understood multisensor technology. Enterprises have poor adaptability in the application of
this technology, and have not carried out comprehensive planning and clear optimization of detailed rules from the macro level.
On this basis, the company has also failed to establish a relatively excellent team of professional management talents. �ere are
three issues involved in talent team management. �is article �rstly analyzes the e�ect of human resource management in
contemporary enterprises based on multisensor technology. Enterprises need to improve their awareness and application of
sensor technology. It also needs to establish the overall strategy of human resource management and speci�c means of
implementation. �rough the in-depth application of these technologies, enterprises can enhance the comprehensive capabilities
of human resource management teams. �e application of this technology also provides practical and e�ective help for modern
enterprise human resource management.

1. Introduction

�e key to improving the core competitiveness of an en-
terprise is to improve the ability of human resource man-
agement. �e competition among enterprises in the 21st
century is the competition among enterprise talents. For
high-tech enterprises, the number of technical talents has
become a symbol of enterprise strength. In this context, how
to improve human resource management has become a
topic of the times. Existing studies have carried out many
new tentative studies on human resource management from
the perspective of information. �ese studies combine

human resource management with information to explore
the e�ciency and e�ect of strengthening human resource
management in high-tech enterprises [1–3]. �e existing
research has conducted in-depth research on the basic
theory of human resource management and information,
and further summarized the general practice process of
information management. Existing studies have systemati-
cally summarized the great changes brought about by in-
formation to human resource management. Many
enterprises have gone through the process of transforming
from manual human resource management to information-
based human resource management. �is method improves
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the management efficiency of enterprises and realizes the
management connection between Chinese enterprises and
foreign enterprises [4–6].*is article systematically sorts out
the existing relevant theories and optimizes the human
resource management model of enterprises in the current
environment. It also analyzes the combination of infor-
mation technology and enterprise human resource man-
agement. Multisensor technology and enterprise human
resource management: in the era of multisensor technology,
the human resource management model of enterprises has
also undergone tremendous changes, especially for the de-
sign of human resource management mode under multi-
sensor technology. Enterprises need to improve the
efficiency of enterprise management and human resource
management from a more refined perspective. On this basis,
from the perspective of high-tech enterprises, this article
expounds the importance of knowledge workers and tech-
nical talents to high-tech enterprises. *is article further
sorts out the specific role of the e-HR software system in
improving employee satisfaction and enthusiasm. It further
analyzes the impact of mobile devices on human resource
information. *e purpose of this article is to improve the
competitiveness of Chinese high-tech enterprises through
the e-HR system. *rough the improvement of its own
competitiveness, the enterprise makes its own management
more modern [7–10].

On this basis, this thesis analyzes the theory of human
resource management information. *e text analyzes the
necessity of implementing human resource management
information in high-tech enterprises. *is article focuses on
expounding the process of implementing human resource
information in enterprises [11–13]. With the global eco-
nomic integration and the arrival of the information age,
human resources have become more important resources
than material, financial, and information resources. Infor-
mation resources are regarded as strategic resources for
enterprises to gain a competitive advantage. In view of the
problems such as insufficient effectiveness of the current
enterprise human resources informatization construction,
this study believes that enterprises need to adhere to the
multisensor technology as the carrier to establish a perfect
human resource management module. Enterprises need to
provide a carrier platform for upgrading human resource
management capabilities. On the one hand, enterprises
adopt multisensor technology and can design a technical
model suitable for business modules. *e development and
management of human resources in enterprises have
gradually shifted from traditional personnel management to
strategic human resource management. With the continu-
ous optimization of enterprise functions, the management
concepts and methods of enterprises need to make break-
throughs. Human resource management in China is still at
the basic stage [14–16]. Chinese enterprises need to cope
with the transformation of human resource management
functions. *e management concepts and methods of en-
terprises need to be broken through. However, China’s
human resource management work is far behind the world
level in terms of theory and practice. *is article system-
atically sorts out the domestic human resource management

work. *is article puts forward the specific content of en-
terprise human resources information management through
systematic analysis. On this basis, through human resource
informationmanagement, this article gives a specificmethod
to quickly improve the operation efficiency of the enterprise.
*is article further analyzes and summarizes the methods
commonly used in daily human resource management work
in American and Japanese companies [17–19].

*rough the positive and negative experiences and
lessons, this article further analyzes and draws the main
points of human resource management work. Guided by
comprehensive strategy and corporate culture, this article
ensures the correctness of the direction of human resource
management work through a reasonable corporate devel-
opment strategy. Enterprises can find the design of human
resource management module that multisensor technology
can be applied to the whole process of data resource col-
lection, integration, and analysis. *e technology can pro-
vide a scientific basis for the management of the human
resources of enterprises. At the same time, enterprises also
need to realize scientific planning of human resources under
the guidance of multisensor technology. On this basis, this
article promotes the continuous improvement of enterprise
operation efficiency through systematic cultural manage-
ment methods. In this article, the multisensor technology
analysis method is adopted to make the management
method of the enterprise continuously updated and opti-
mized. In the specific research, this article subdivides the
work of human resource management information. *e
specific information work is divided into the technical level
and management level. Combined with the relevant research
of existing scholars, this article believes that human resource
information pays more attention to the management level
[20]. *is article further puts forward the specific ideas and
measures for the development of enterprise human re-
sources at different management levels. *is technology can
improve the management efficiency of human resources.
*erefore, multisensor technology is of great help to the
module design of enterprise human resource management.
Different modules of an enterprise differ in their choice of
strategy and corporate culture. Different enterprise devel-
opment strategies produce different enterprise development
ideas and practice models. At the technical level, companies
focus on two issues. First, companies need to make forward-
looking recommendations on the technical analysis of hu-
man resource management [21]. *is technical analysis
method can ensure that enterprises will not be eliminated for
a long period. *e choice of specific functions must be able
to contribute to the realization of its own strategy. *e
development of an enterprise needs to match its own po-
sitioning and development needs. *e flowchart of enter-
prise information management based on multisensor
technology is shown in Figure 1.

2. The Research Progress on Information
Management of EnterpriseHumanResources

Enterprises need to deeply study the combination of in-
formation technology and human resource management.
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Information has become a new pillar supporting the de-
velopment of our national economy. *e information de-
velopment of enterprises is also a new economic growth
point worthy of our attention. *e information industry has
also received the attention of national leaders and govern-
ments. Under the background of economic globalization,
information technology plays a very important role in the
competition between enterprises.

2.1. !e Main Achievements of Information Management of
EnterpriseHumanResources. *e wave of information has a
relatively large impact on traditional human resource
management data. *is kind of influence requires enter-
prises to abandon the original traditional concepts and take
the initiative to add more information-based concepts. In
the current environment, the network-based information
environment has formed, and human resource management
should change itself accordingly. In this case, the develop-
ment of China’s human resources information has entered a
new era. *e rapid development of information conforms to
the needs of enterprise human resource management.
Multisensor technology and human resource planning work:
in the application of multisensor technology, the planning
mode of human resources has changed. *is technology
provides a strong guarantee for the long-term and strategic
nature of enterprise planning. In the process of continuous
updating of multisensor technology, enterprise human re-
source management pays more attention to the actual sit-
uation. *e 21st century is the era of the combination of
knowledge and network, and the role of the knowledge
economy is very important. In the environment of the
knowledge economy, high-tech talents have become the
main body of knowledge. People-oriented, knowledge-
based, networked, and information-based developments are
becoming more and more important. When enterprise
management integrates information, human resources, as
the most important factor, play a key role as a bridge.
Traditional human resource management methods are often

outdated, mainly sorting out resource data in a purely
manual form. *e method of personnel management is
generally subjective, and the enterprise managers themselves
mainly determine the standard of judgment.

*e standards of performance appraisal of enterprises
are generally relatively subjective. However, this relatively
subjective performance appraisal model is inconsistent with
the development demands of enterprises. With the advent of
networking and information, computer and Internet tech-
nologies have been widely popularized in society. We must
make full use of the convenience brought by information
technology to our work and make human resource man-
agement more scientific. *e human resources department
is an ordinary department of an enterprise. In the overall
development of the enterprise, it has not been deliberately
elevated to a strategic level. *e companies do not pay at-
tention to human resources. Businesses only see people as
tools to achieve business performance. In the information
age, human resources have become an important resource
for enterprises. *erefore, enterprises need to raise human
resources to a strategic level. In this context, human resource
management is very important. Enterprises need to abandon
the traditional personnel management methods and make
full use of information methods for human resource
management. *e organizational structure of the human
resource planning function module based on multisensor
technology is shown in Figure 2.

2.2. !e Main Problems of Information Management of En-
terprise Human Resources. In more than 30 years of reform
and opening up, China’s information technology has de-
veloped and changed faster and faster. It can be said that
without information, there will be no modernization in
China. Information technology is crucial to the development
of China’s economy, politics, and culture. In the process of
China’s transition from a planned economy to a socialist
market economy, the market has also paid more and more
attention to the management of human resources. Human
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Figure 1: *e flowchart of enterprise employee information management based on multisensor technology.
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resources have become an important resource and wealth of
society.*emanagement mode of human resources is in line
with the country’s people-oriented development concept. In
the context of the rapid development of information tech-
nology, the combination of human resources and infor-
mation has become an important part of enterprise
development. *e development of information technology
can provide the high-speed operation of enterprises. Data
integration and application in human resource management
are key concerns of enterprises. *e calculation formula for
the information entropy of each node is as follows.

*e calculation principle of local consistency is relatively
simple, mainly using the Kendal Concorde coefficient, and
the specific calculation formula is as follows:
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*e calculation formula of single-sample statistics is as
follows:
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*e calculation of the statistics of the hypothesis of the
single-body sample is as follows:
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2.3.!eSignificance of InformationManagement of Enterprise
Human Resources. *is technology can be widely used in
many industries. *is technology has played a very im-
portant role in the management and operation of enter-
prises. Enterprise human resource management is a very
practical technology. With the continuous development and
update of multisensor technology, traditional human re-
source management methods are also facing a huge impact.
With the innovation of technical methods, multisensor
technology has also brought more opportunities for the
development of enterprises. Human resource management
plays an important role in the development of enterprises.
*e value of human resources reflects the comprehensive
competitiveness of enterprises. A good human resource
management method can build an optimistic and pro-
gressive work environment within the enterprise. *e ap-
plication of new technology can improve the enthusiasm and
sense of responsibility of the company’s employees. *e
specific calculation formulas are as follows.

Set two random sequences X and Y, the Pearson cor-
relation coefficient between the two sequences is r, then

r �
cov(X, Y)
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To ensure the accuracy of the results, this article uses two
evaluation indexes, mean absolute error and root mean
square error, to evaluate the optimization effect of themodel.
*e specific calculation formulas are as follows:

Human Resource Planning Function Module Based on Multi-sensor Technology
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Figure 2: *e organizational structure of the human resource planning function module based on multisensor technology.
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Considering the influence of the target vehicle’s speed
and penalty function on obstacle avoidance, the following
obstacle avoidance function is selected:
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2
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. (8)

*is technology helps to enhance the creativity of em-
ployees on the job. *is technology can lay the foundation
for the long-term and efficient development of the company.
In the era of continuous innovation of multisensor tech-
nology, enterprise human resource management must be
properly process optimized. *rough refined human re-
source management, the enterprise guarantees the scientific
validity of human resource planning. First, the enterprise
adopts multisensor technology and builds a human re-
sources multisensor technology library. *is process opti-
mization method can guide the reform and innovation of
human resource management. *is article needs to further
strengthen the information construction of human resource
management and uses multisensor technology to build a
human resource management system with high accuracy,
good predictability, and strong real time.

We treat each of the monomials asm input models in the
original structure of the modeling network:

v1 � a0, v2 � a1x1, v3 � a2x2, . . . , v6 � a5x1x2. (9)

*e final information it × Ct
′ is expressed as the value

that can be obtained Ct from the output information of the
joint forgetting gate:

Ct � ft ∗Ct−1 + it ∗Ct
′. (10)

*e calculation method is:

Ot � σ Wo · ht−1, xt􏼂 􏼃 + bo( 􏼁, (11)

ht � ot ∗ tanh CC( 􏼁. (12)

*e use of this technology can effectively promote the
long-term stable development of the company. On this basis,
this article focuses on analyzing the impact of multisensor
technology on enterprise human resource management.*is
article points out the dilemma faced by human resource
management at this stage and proposes corresponding
management methods. *e conclusion of this article can

effectively improve the effect of enterprise human resource
management. *e modular application framework of the
e-HR system based on multisensing technology is shown in
Figure 3.

3. The Influence of Multisensor Technology on
Enterprise Human Resource Management

With the advent of the information age, multisensor tech-
nology has been widely used. Many enterprises have com-
pleted the analysis and integration of information through
multisensor technology. Enterprises extract useful informa-
tion from large-scale data, and integrate, analyze, and use it.
*e application of new technology promotes the close inte-
gration of enterprise management and information tech-
nology. Human resource management is an indispensable
part of many management tasks of enterprises. Multisensor
technology can reform and innovate the existing human
resource management methods. *is technology library fa-
cilitates accurate, granular analysis of multisensor technology.
*is technology helps to improve the planning efficiency of
human resources to meet the data analysis needs of different
types of structures. *en, human resource planning focuses
on the systematic nature of resource management. *rough
this new technology and newmethod, the purpose, timeliness,
and precision of human resource management can be
strengthened.*is newmethod can continuously improve the
effect of enterprise human resource management and pro-
mote the development of enterprises in the direction of
standardization and refinement. In the era of multisensor
technology, enterprise human resourcemanagement is bound
to closely link with information technology. *erefore, the
human resources management personnel of enterprises need
to have the professional ability and master certain informa-
tion technology.

3.1. !e Application Status of Multisensor Technology in En-
terprise Human Resource Management. *ese enterprises
need to gradually build a human resource management team
with a high professional level and high level of information.
In carrying out multisensor technology mining work,
companies need to focus on strengthening their own level of
innovation. Enterprises need to use the characteristics and
advantages of multisensor technology to continuously im-
prove and innovate the methods and paths of human re-
source management. Companies need to use multisensor
technology to set a strategic direction for themselves.
Businesses need to take advantage of multisensor technology
for management. *is technology can effectively promote
the popularization of human resource management infor-
mation. Enterprises need to build a system platform for
human resource management with the support of multi-
sensor technology. In the application of multisensor tech-
nology, enterprises need to continuously improve the
management efficiency of human resources. *e application
of new technology provides a scientific basis for the scientific
planning of human resources. In addition, the information
work of enterprise human resources needs to establish a
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good awareness of information confidentiality. *is is be-
cause the personal information of employees, corporate
information, and other contents are easily leaked on Internet
data. Once the information is stolen, it will bring great loss to
companies and individuals. *is threatens the company’s
market position. Multi-sensor technology offers significant
convenience. Enterprises will generate many data resources
in the process of human resource management. *erefore,
these massive data resources need reasonable extraction and
analysis by human resource managers. *ese human re-
source managers need to identify the results of data analysis.
*is information can help managers obtain valuable data
from a large amount of data and can also provide data
support for the specific direction of human resource
management. *e comparison of different technologies
applied in human resource management system construc-
tion is shown in Figure 4.

3.2. Enterprises Fail to Understand the Advantages of Multi-
sensor Technology. Companies are less able to use new
technologies in human resource management. *e scientific
nature of human resource management directly affects the
long-term development of an enterprise. *is situation also
affects the making of important decisions within the en-
terprise such as multisensor technology and talent recruit-
ment management. In the Internet era, enterprises need to
use online recruitment technology as the main way to recruit
talents. *rough multisensor technology analysis, enter-
prises can understand and classify the basic data of appli-
cants. *rough basic data screening, enterprises realize the
first-level check of talent recruitment. As the application of
multisensor technology in enterprise human resource
management continues to deepen, the influence of multi-
sensor technology on human resource management is
gradually increasing. *is new technology has gradually

Modular application framework of E-HR system based on multi-sensing technology
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Figure 3: *e modular application framework of the e-HR system based on multisensing technology.
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applied to all aspects of human resource management.
However, judging from the status quo of human resource
management at this stage, the responsible personnel and
managers of the enterprise have not been able to establish a
scientific understanding of multisensor technology. Man-
agers of enterprises have an insufficient understanding of
the connotation of multisensor technology. Enterprises still
lack attention to the innovation of human resource
management systems. In addition, enterprises need to
conduct directional analysis of capability data and devel-
opment potential data. On this basis, the company com-
pares the work experience, innovation, and development
ability of the recruits and other information. Enterprises
analyze employee information through multisensor tech-
nology. At present, the application of information tech-
nology by enterprises is still on the surface, and it cannot
give full play to the advantages of information technology.
In the process of human resource management, enterprises
have not applied multisensor technology to manage de-
cision-making. Enterprises are still stuck in the traditional
thinking mode of human resource management. In addi-
tion, due to the long application time of traditional
management concepts and methods, enterprise managers
cannot give full play to the advantages of multisensor
technology in practical work. Enterprise management lacks
a long-term vision for the reform and development of the
human resource management system. *is lack of vision
causes the human resource management system of en-
terprises still use traditional methods. *e lack of appli-
cation of this new technology affects the reform and
development of the human resource management model.
*e comparison of human resource information con-
struction in different scenarios are shown in Figure 5.

3.3. !e Enterprise Did Not Carry Out Comprehensive Plan-
ning and Clarify the Optimization Rules. *e improvement
and optimization of enterprise human resource manage-
ment should focus on the overall strategy of the enterprise.
Enterprise managers need to clarify the direction and
implementation plan of enterprise reform. In the era of
continuous updating of multisensor technology, human
resource managers of some enterprises do not consider
enterprise development from the perspective of the overall
strategy. Corporate managers themselves have not formu-
lated detailed reform methods. At the same time, the stra-
tegic layout of many enterprises mainly continues the
previous development model. *ese enterprises are neither
connected to Internet technology nor fully integrated with
multisensor technology. *is situation has caused enter-
prises to encounter various difficulties in the process of the
human resource management system. Enterprises have not
established incentive systems and guarantee systems, and
many reform measures cannot be implemented. *e reform
of the management system of human resources still needs to
consider this from many aspects. In addition, the scope of
work of human resource management is concentrated
within the enterprise. Business leaders have not fully realized
the importance of human resource management. *is sit-
uation leads to difficulties in enterprise human resource
management and personnel management. Enterprises
cannot establish a comprehensive understanding of multi-
sensor technology and cannot correctly predict the devel-
opment direction of multisensor technology. *erefore,
enterprises cannot formulate their own human resource
management reform plans in combination with multisensor
technology. *e reform work of enterprises cannot be ef-
fectively implemented and the formalism is serious. *e
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comparison of the effect of information management within
the enterprise among different departments is shown in
Figure 6.

3.4. !e Company Has Not Been Able to Build an Excellent
Team of Professionals. China is in the era of the knowledge
economy, and enterprises need to give full play to the value
of talents. *e value of talents is of great significance to the
development of enterprises. In the era of multisensor
technology, to achieve good results in human resource
management, an excellent team of professionals must be
established. Enterprises need to improve the comprehensive
business level of the talent team. *is analysis method can
better meet the needs of the position and recruit talents that
meet the needs of the enterprise. At the same time, enter-
prises also need to protect the value created by talents at
work. *erefore, enterprises need actively carry out the
application combination of multisensor technology and
talent recruitment management. However, at this stage, the
integration of human resource management and multi-
sensor technology in most enterprises is not close enough.
*is integration is still in its infancy. In the composition of
the human resource management team, only a very small
number of workers have systematically learned too many
sensor technologies and can flexibly use them. Enterprises
need to analyze data of different characteristics, recruit high-
quality talents for enterprises, and then achieve mutual
benefit and win-win results. When carrying out the training
of human resource managers, enterprises mainly conduct
training in the traditional way. Enterprises rarely involve the

knowledge points of multisensor technology in the training
process. Even if the development of enterprises incorporates
multi-sensor technical knowledge, it only stays on the
surface. *e application of technology by enterprises is
mainly based on simple and common sense knowledge.
Businesses cannot really improve managers’ awareness of
multi-sensor technology. *is situation results in multi-
sensor technology that cannot be fully integrated into the
management of human resources. At the same time, the
company did not pay attention to the introduction of
management talents and did not formulate a reasonable
salary system and incentive system. *is situation also leads
to a more serious brain drain, and enterprises cannot es-
tablish a comprehensive human resource management team.

4. The Introduction Strategy of Multisensor
Technology in Enterprise Human
Resource Management

4.1. Enterprises Need to Improve !eir Awareness of Multi-
sensor Technology. At the current stage, with the rapid
development of the Internet and computer technology, the
application scope of multisensor technology is becoming
more and more extensive. Technology has had a major
impact on various industry sectors. Enterprises pay more
attention to the application of multisensor technology to
human resource management. *e application of new
technology has become an important direction of the cur-
rent reform of enterprise human resources management.
*erefore, business leaders and human resource managers
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Figure 6: *e comparison of the effect of information management within the enterprise among different departments.
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must fully understand multisensor technology. Enterprises
need to pay attention to the application of new technologies
and continuously improve their business scenarios using
multisensor technology. Multi-sensor technology and hu-
man resource development work. In the modern manage-
ment system, the development of human resources is the
core content of resource management. *is kind of work is
related to the important foundation of the strategic devel-
opment of human resources of enterprises. In “multisensor
technology,” companies need to carry out multisensor
technology analysis. Specifically, enterprises can work from
the following two aspects. First, human resource managers
should pay attention to the application of multisensor
technology from an ideological point of view. Managers
need to understand the important role of multisensor
technology in human resource management. Managers need
to change their management thinking and methods and
understand multisensor technology as the focus of pro-
moting human resource management reform. Enterprises
need fully integrate multisensor technology in management
methods, management concepts, and workflows. Businesses
need to take advantage of multisensor technology.

Second, enterprises should combine multisensor tech-
nology to build a new human resource management plat-
form. Enterprises need to further improve the actual effect of
human resource management. *e enterprise management
department needs to further separate the work content of
human resource management and personnel management.
Enterprises need to gradually establish a human resource
management method based on computer data. According to
the characteristics of different employees, enterprises need to
carry out a comparative analysis of multisensor technology.
Enterprises carry out precise development of human re-
sources according to the strengths and abilities of employees.
At the same time, enterprises need to establish a compre-
hensive human resource management database according to
their own conditions. Enterprises need to disclose the da-
tabase within the company to realize the sharing and cir-
culation of data information. *rough this database,
enterprises can better improve the efficiency of enterprise
human resource management. *rough this database, en-
terprises can keep an eye on the latest developments of
employees at all levels. By establishing an information re-
source database, enterprises lay the foundation for future
human resource management.

4.2. Enterprises Need to Clarify the Means of Implementing
Human Resource Management. In the era of multisensor
technology, the market environment has undergone tre-
mendous changes. Changes in this market environment
require constant innovation in human resource manage-
ment. Enterprise management should constantly be re-
formed according to the external environment. Enterprises
need to formulate a scientific human resource management
strategy. At the same time, to ensure that the new man-
agement system can be fully implemented; enterprises also
need to build a corresponding security system. In this way,
we can improve the scientific and foresight of enterprise

human resource management. Specifically, companies need
to work from the following two aspects. First, enterprises
should pay full attention to the application of multisensor
technology in the process of human resource management.
Enterprises need better tap the advantages of multisensor
technology. Companies need to use multisensor technology
accurately analyze their strategic goals.

On this basis, enterprises need to formulate a clear re-
form direction, implementation path, and ultimate goal;
need to start from every detail to improve the recognition of
organizational leaders and employees for human resource
management. Enterprises need to change the traditional
human resource development model and need to put more
emphasis on the analysis of multisensor technology. It needs
to scientifically realize the human resource development
efficiency of “making the best use of their talents.” *en, it
should make full use of the advantages of multisensor
technology and mobilize every employee to participate in
human resource management. Enterprises need to divide the
overall strategic layout into several branches according to
their actual conditions. On this basis, let each employee
undertake corresponding branch tasks. On the one hand,
this management method can effectively stimulate the en-
thusiasm of employees, mobilize their subjective initiative of
employees, and make employees feel their sense of re-
sponsibility and honor. On the other hand, this management
method is also conducive to changing the main body of
enterprise human resource management. Enterprises can
rely on multisensor technology further extract valuable
information in human resource management. Enterprises
need to further share useful information internally to ensure
the orderly progress of enterprise human resource man-
agement reform.*e application comparison of multisensor
technology in enterprise human resource management is
shown in Figure 7.

4.3. Enterprises Need to Improve the Comprehensive Ability of
Human Resource Management. Under the background of
the modern knowledge economy, the stable development of
enterprises cannot be separated from the support of ex-
cellent teams. Similarly, in enterprise human resource
management work, an excellent team with strong profes-
sional ability is also very important. An excellent team is a
carrier that promotes the continuous reform and innovation
of human resource management. *erefore, enterprise
leaders need correctly understand the important role of
human resource management in enterprise development.
Enterprises need to invest a certain amount of money to
improve the comprehensive level of the human resource
management team. In addition, enterprises need to carry out
training courses and seminars on human resource man-
agement on a regular basis. In the process of learning,
managers should improve their professional knowledge and
skills in human resource management on the one hand. On
the other hand, managers also need to learn more multi-
sensor technology knowledge. Enterprises need to cultivate a
team of compound talents with professional knowledge and
multisensor technology knowledge. With the popularization
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of multisensor technology in human resource management,
this technology will inevitably lead to changes in the human
resource management system. At the same time, enterprises
need simultaneously carry out reforms and innovations in
talent incentives and salary management. Enterprises need
to strengthen the introduction of talents in multisensor
technology. Establish strategic cooperative relations with
institutions of higher learning, scientific research institu-
tions, and other institutions through the school-enterprise
cooperation model. Enterprises need to introduce more
multisensor technology professionals in human resource
management. It needs to improve the deficiencies in human
resource management work and promote the improvement
of human resource management efficiency and quality.

5. Industrial Distribution of Human Resources

5.1. Personnel Configuration Module Design. In the existing
human resources management system, though some daily
personnel management work needed information input,
register, statistics, and daily tasks, such as function modules,
but all of these works are directly on the existing data
processing, on the basis of no in-depth integrated use of the
data mining analysis function. In particular, there are still
some deficiencies in the design of human resource allocation
based on data mining information.

By building a human resource allocation data mining
analysis module in the system, combining indicator data of
different description types, and using K-Means clustering
algorithm for classification and analysis research, a unique
human resource allocation analysis indicator system is

proposed, which provides a method to improve the system's
comprehensive human resource allocation analysis function.

5.2. Human Resource Allocation Needs. Before the design of
the human resource allocation data mining function, we
must first conduct a requirement analysis to clarify what
basic functions need to be achieved by the mining function,
which steps are necessary, the indicators that may be used,
and the program language or program algorithm that needs
to be used to achieve the function, etc., and then, we can
carry out the specific function implementation program
design.

According to the concept of modern human resources
“personnel quality concept,” human resources allocation is
not simply a matter of increasing or decreasing the number
of personnel, but more importantly, considering the com-
prehensive quality, work ability, work efficiency, work at-
titude, health condition and other factors of the personnel in
the workforce. At present, before conducting staffing, hu-
man resource management departments usually give pri-
ority to the job responsibilities of each division, business
characteristics, annual workload, and the number of per-
sonnel required to complete the tasks, according to the
importance procedures of various factors, and conduct a
comprehensive study to determine the staffing plan of the
division according to whether the age structure, knowledge
structure, gender structure, and ability of the existing per-
sonnel of the division can meet the needs of completing the
tasks. *erefore, the analysis and study of human resource
allocation tasks should not only analyze the issue of staffing
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Figure 7: *e application comparison of multisensor technology in enterprise human resource management.
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quantit but also analyze the structure and quality of the
staffing of different divisions according to whether the di-
visional staffing is reasonable. In the past, when the human
resource management department analyzed the basic quality
configuration of the staff in the division, it was usually based
on perceptual understanding, and there was a lack of in-
depth data mining analysis tools and corresponding data
analysis conclusions to support whether the configuration
plan was reasonable, whether it could not meet the different
needs of different divisions, and how to allocate human
resources in a balancedmanner when the number of existing
staff structure could not be changed quickly.

*is paper attempts to use the existing basic human
resources data to cluster and analyze the basic quality of
personnel, and visualize the basic quality of divisional
personnel allocation through visual display so as to facilitate
a more convenient judgment of whether the staffing is
reasonable and provide a decision basis for the next human
resources allocation adjustment.

5.3. Human Resource Allocation Data Mining Analysis Main
Functions. Human resource allocation data mining is a new
functional module in the original HR management system.
According to the design plan of data mining analysis process
and the need of data mining analysis task, this function
module should have the following main functions: selection
of data analysis index, entry display of data index, cleaning
and modification of original data, construction of new data
index, integration processing of data, selection of data
mining algorithm, parameter setting and adjustment of data
mining algorithm, realization of data mining algorithm,
display of data mining, the display of results, backfill of data
mining results, and graphical display of staffing situation.
*e functional design of the module combines some existing
functional modules in the existing software, and at the same
time extends it with the analysis needs. Among them, the
selection and re-integration of analysis indicators can be
done by using the original functions of the system, while the
implementation of data mining algorithms and the pre-
sentation of results need to be redesigned to be realized.

5.4. Human Resource Allocation Module Data Mining
AnalysisProcess. *e general idea of the data mining process
design of human resource allocation module is to use some
basic functions of the existing human resource management
information system and add algorithm analysis function and
graphic display function; the main steps are as follows:

(1) Analysis of the data mining task. *e initial analysis
of the data mining task is carried out to clarify the main
purpose of the mining task, the specific steps to be imple-
mented, the main indicators involved, the overall effect you
want to achieve, etc.

(2) Selection and construction of basic analysis index
items. Based on the analysis results, the basic index items
required for analysis are selected from the human resource
information system, and a preliminary judgment is made as
to whether the basic index items are complete. When there

are incomplete indicator items, they are constructed by
building new subtables and new indicator items as needed.

(3) Improvement of data of basic index items.*e data of
the basic index items are adjusted and improved; especially,
the important data needed for analysis must be added and
completed.

(4) Construction of personalized index items. Without
changing the data of basic index items, new process index
items are constructed through the system function, and the
process index items are mainly processed in various forms
such as merging, calculating, format converting, and in-
telligent fetching of basic index items to create personalized
index items for data mining analysis in the next step.

(5) Human resource allocation analysis. *rough the
interface of human resource allocation analysis function
module, K-Means clustering algorithm is used to cluster
personnel. When analyzing, you need to select the analysis
index items, set the number of clusters, the number of it-
erations, select the initial clustering center, and then cluster
the personnel by K-Means clustering algorithm. After the
clustering is finished, the clustering effect is judged whether
it meets the expectation, if it meets the expectation, the result
of clustering is backfilled into the basic index item; if it does
not meet the expectation, the clustering is reclustered by
adjusting the clustering parameters, initial centroid, or
adjusting the clustering index until the clustering effect
meets the expectation.

(6) Visualization display. According to the clustering
results of backfill outputting the two-dimensional point
diagram of divisional staff quality analysis, study and judge
whether the staffing structure is reasonable, if it meets the
task requirements, then end; if it does not meet the task
requirements, then make appropriate staff adjustment, and
then output the two-dimensional point diagram of divisional
staff quality analysis to study whether it is reasonable.

Based on the analysis results and intuitive graphic dis-
play, management can more easily study and judge whether
the staffing of each office is balanced and reasonable, and
provide a basis for decision making on the staffing adjust-
ment of the office at a later stage.

6. Conclusion

*e theoretical significance of this study mainly includes the
following aspects. First, the application of information
technology has brought systematic innovation to the theory
of human resource management. Information technology
plays an important role in innovation and management
practice. *e combination of information technology and
human resources fully meets the requirements of system
management. *is article takes high-tech enterprises as the
research object and studies the information construction of
human resource management. *e article further sorts out
and clarifies the specific solutions of human resource
management. *is study has practical significance in two
aspects. On the one hand, the application of information
technology can support enterprises in the comprehensive
management of human resources. Information technology is
very helpful for enterprises to carry out the information
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construction of human management. Specifically, it can be
reflected in management processes, functional design,
training and compensation, and external consultation. On
the other hand, information technology can provide relevant
experience for other management work.

Especially for the management work related to human
resources, the tools of information technology can bring
good results. *e application of information technology can
provide a reference for the theoretical innovation of human
resource management. In today’s rapid development of the
global economy, the competition between enterprises is the
competition of talents. *e importance of human resources
has been valued by more and more enterprises. Under the
background of rapid information iteration, enterprises need
to make better use of talents to create a performance. *e
rapid development of enterprises also requires more pro-
fessional talents and intellectual services. Enterprises need to
use a variety of new technologies and new methods to ef-
ficiently manage talents. High-tech enterprises are the
vanguards of enterprise reform and possess more knowl-
edge-based talents. *e management mode of human re-
sources information of high-tech enterprises is also provided
to other related industries for reference. *e results of this
study can drive the rapid development of Chinese enter-
prises as a whole. *is article systematically sorts out the
information problems of enterprise human resources, which
helps to reduce enterprise human capital and improve en-
terprise management efficiency. *e research in this article
will help Chinese enterprises to develop as a whole and
improve their international competitiveness. *erefore, this
article has important practical significance to study the
information work of enterprise human resources.

Under the background of the development of multi-
sensor technology, enterprise leaders and managers must
fully realize the application prospect of multisensor tech-
nology. In the work of human resource management, en-
terprises need to focus on strengthening the reform and
innovation of human resource management technology.
Enterprises need to improve the cognition and application
level of multisensor technology and establish a strategic
layout of human resource management. At the same time,
enterprises need to set up an excellent compound human
resource management team to lay the foundation for con-
tinuously improving the effect of enterprise human resource
management.
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