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With the rapid development of the economy, the integration of corporate strategic management and human resource
management has become an issue of concern. This research mainly discusses the role of intelligent communication
management terminal in the construction of human resource management mode. In this research, the system development
process of this research mainly uses the class library in the software architecture layer to support the software
development process. The main development language of Android, JAVA, is to install the Android Develop Tools plug-in
on eclipse and install the Android SDK in the computer operating system to build the Android development environment.
The development and application of the system not only make the enterprise managers more convenient and efficient in
the process of managing the enterprise but also smooth the operation of the enterprise while reducing the human resource
investment and also gives the employees more right to know and the right to participate in the enterprise construction. By
creating more value while reducing human resource input, enterprises will enable it to obtain more benefits, and thus
enter a cycle of good development and contribute to society. The system has the functions of personnel management,
recruitment management, attendance management, training management, work management, and salary management. The
recruitment management function of the system is mainly composed of recruitment plan management, recruitment
information management, and talent pool. In the system’s recruitment plan management function, important information
such as the recruitment part, the number of recruits, personnel requirements, and the specific arrival time of the personnel
must be clarified. The personnel in charge of the enterprise personnel department shall conduct corresponding regulations
according to the specific needs of the enterprise and shall be experienced by the personnel department. The review is
carried out, and all parts of the enterprise are coordinated and completed at the same time. In the platform performance
test, when the number of concurrent users reaches 50000, the request time is about 6 seconds, which meets the
requirement that the response time of 10000 people per second is less than 10 seconds. This research puts forward
suggestions and countermeasures for the optimization of human resource management, which can not only improve the
efficiency of Y company’s human resource management but also provide useful reference and reference for other
enterprises facing the same problem.

1. Introduction

Scientific human resource management concept originated
in western countries, human resource management informa-
tion system is evolved from the western “electronic
archives,” and foreign human resource management infor-
mation system from the 1960s, after decades of develop-
ment, has been more comprehensive integrated into the
advanced thought of human resource management and sci-
entific theory. At present, there are not many studies that

focus on corporate social responsibility or corporate social
responsibility practices from the perspective of human
resource management in the Chinese context, especially at
the organizational level, which discusses corporate social
responsibility practices from the perspective of employees.
In addition, it is very necessary to discuss the impact of cor-
porate social responsibility on human resource management
and organizational performance in the context of China.
System with the continuous development of computer sci-
ence and technology, computer software, and hardware level
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is constantly updated and perfect, computer application
popularity is also improving, the human resource manage-
ment information system has gradually solved the main
problems in the first stage, while some simple financial func-
tions, compensation, and report functions are reflected, but
due to the human resource management field involved unfa-
miliar and lack of professional knowledge restrictions [1, 2].

Due to the fierce competition in the talent market,
human resource management has been increasingly paid
attention to and has become one of the internal core man-
agement affairs of each enterprise. The demand for human
resources management information system in all walks of
life has become more urgent and has higher target require-
ments. In this period, the development of human resources
management information system can be considered from
the professional perspective of human resources manage-
ment, unified management of information input and data
storage for unified management, and some financial func-
tions and other data calculation, and the use interface of
the system is more friendly. The main problem to be solved
in this article is how to solve the “information island” of the
human resources market, realize the interaction between the
human resources market online and offline, and realize the
interconnection and intercommunication of the human
resources market public services and labor management sys-
tems; how to use self-service terminals and mobile terminals
and other equipment realize the expansion of public
employment service channels; how to realize the Internet,
informatization, and integration of the human resources
market according to user needs. At this time has entered
the era of information development, with the continuous
improvement of computer science and technology, espe-
cially the renewal of information technology and the wide
application of Internet technology, human resources man-
agement information system is not only used for the tradi-
tional business management system, and more for the
needs of other users, the management functions are more
and more increasingly clear, changed the original closed
mode, and extended to the departments of the enterprise [3].

In order to effectively meet the challenges, human
resources have been recognized as one of the most important
factors in today’s competitive market. Great advances in
information and communication technology (ICT), chang-
ing workforce mix and personal values, the emergence of
the knowledge economy, and increasing global competition
have created great challenges for organizations. The focus
of his research is to gain insight into current HRM practices
and their impact on employee satisfaction in the private
banking sector in Bangladesh. For the study, 100 bank
employees were selected from selected banks, and of the 88
employees who answered correctly, the answer rate was 88
percent. The questionnaire includes nine different aspects
of human resource management, including recruitment
and selection system, salary scheme, job security, career
growth, training and development, management style, job
design and responsibility, reward and incentive, and work-
ing environment. His research data is too little [4]. Guest
argues that the mutually beneficial model suggests that
HRM should benefit both individuals and organizations.

However, the dominant models in HRM theory and research
continue to focus primarily on ways to improve perfor-
mance, with employee concerns a secondary consideration.
In addition, stress at work and in society more generally is
posing a growing threat to the well-being of employees. If
employee concerns and threats to welfare are to be taken
seriously, a different framework of human resource manage-
ment analysis is required. He proposes an alternative
approach to human resource management that prioritizes
practices aimed at improving well-being and positive
employment relationships, arguing that both elements are
essential. While he provides evidence in support of practice
selection, he fails to demonstrate that these practices also
have the potential to improve individual and organizational
performance [5]. Ones et al. believes that the explosive
growth of empirical research often produces contradictory
results, hiding important content that can guide the
evidence-based application of human resource management.
The science of human resource management can turn to
meta-analysis and meta-analytical thinking as an antidote
to the so-called replication crisis plaguing the social sciences
in general. He focuses on issues and potential problems that
may threaten the accuracy and effectiveness of contempo-
rary human resource management meta-analyses. He
believes that the meta-analysis must address these issues cor-
rectly in order to achieve its full potential in advancing the
science and practice of human resource management. He
addresses the problem of identifying and including all rele-
vant effect sizes, as well as appropriate fixes for unreliability
and scope limitations. Although he provides specific recom-
mendations, the inclusion of unpublished practitioner stud-
ies and data in HRM meta-analyses is unknown [6].
Chowhan et al. made a theoretical contribution by exploring
the relationship between HRM practices and innovation
results at the workplace level through the continuous feature
approach. Innovators are classified by their degree of success
in implementing new product/process and/or improved
product/process results year by year. The human resource
management practices explored include the use of high-
quality personnel, as well as subpackages of skill enhance-
ment, incentive enhancement, and opportunity enhance-
ment practices. In addition, he explores work organization
practices, including integration and collaboration, the intro-
duction of organizational change, and the use of technology.
The findings suggest that workplaces that set strategic goals
related to innovation motivate employees, create opportuni-
ties for employees to take action, and make greater use of
technology tend to be more persistent innovators. Although
these findings contribute to the formulation of government
policies, the results of seeking to improve innovation perfor-
mance are not satisfactory [7]. Crowley and Bourke believe
that the ability of enterprises to maximize their innovation
potential is the foundation of economic growth. The success-
ful implementation of human resource management (HRM)
practices is important to corporate performance, and there is
a growing understanding of the benefits to companies when
applying HRM practices together. He examines whether
HRM practices are more effective when implemented as
complementarities than when implemented separately in
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Irish manufacturing and service companies. The National
Workplace Survey, a data set containing information on
human resource management practices at the firm level,
was used. Human resource management bundles related to
performance management and evaluation, knowledge shar-
ing and participation, and decision empowerment are posi-
tively correlated with innovation in manufacturing and
service firms, and flexible employment contract practice
bundles have a positive impact on innovation in service
firms. Although human resource management is very
important to enterprise innovation, it is only a theory with-
out practice [8]. Chen et al. argue that human resources are
increasingly important to East Asia’s growing economies,
which are trying to continue their growth by moving eco-
nomically into higher value-added product markets. Human
resource management (HRM) in Taiwan, based on Confu-
cianism and influenced by western management research
and practice, has undergone various significant paradigm
shifts in recent years. With Taiwan’s rapid economic growth
and industrial and institutional transformation, human
resource management in the region has been developing.
Therefore, he reviewed the development of human resource
management in Taiwan in recent decades. The research
reviewed was collected from work published in Chinese
journals of the Social Sciences Citation Index or Taiwan
Social Sciences Citation Index from 1990 to 2016. He dis-
cussed in detail the development of human resource man-
agement in Taiwan and provided a summary plan and
made some comparisons with human resource management
in other selected economies in East Asia, including mainland
China and Hong Kong economies with the same cultural
lineage and values but lacking in research innovation [9].
Sandra et al. argue that although high performance HR prac-
tices do not directly affect the firm’s social performance
(CSP) strengths, they do have a positive impact on the CSP
strengths of companies that are highly innovative or have
high levels of slack. High-performance human resource
management (HRM) practices can also directly and nega-
tively impact CSP issues. Although he developed and tested
his assumptions about how high-performance HRM affects
the strengths and concerns of a company’s CSP, this is sec-
ondary data from a third-party database [10]. With the
extensive attention of talent strategy in all walks of life, the
human resource management information system has been
widely popularized in many foreign companies, and the
application rate is very high. The products of HR manage-
ment information systems are not single, from single-alone
to online versions to WEB-based versions. At present, a large
number of relatively well-known human resource manage-
ment information system products have appeared in the for-
eign application market.

Basic HR information, job adjustment, transfer, or other
training information will also cause high workload and low
work efficiency; the promotion history and application sta-
tus of human resource information management system in
western developed countries have not only become the refer-
ence standard for its development prospect but also the
reference and guide for enterprises to promote the use of
HR information management system. In this research, the

system development process of this research mainly uses
the class library in the software architecture layer to support
the software development process. The main development
language of Android, JAVA, is to install the Android Develop
Tools plug-in on eclipse and install the Android SDK in the
computer operating system to build the Android develop-
ment environment. The system has the functions of person-
nel management, recruitment management, attendance
management, training management, work management,
and salary management. The recruitment management func-
tion of the system is mainly composed of recruitment plan
management, recruitment information management, talent
database, etc.

2. Research Methods

2.1. Smart Mobile Device Operating System. A mobile device
operating system is an operating system that can be used on
mobile devices. Its biggest feature is that the system has open
interfaces, allowing third-party openers to design various
software programs. There are now more users of the three
operating systems, iOS, Windows Phone, and Android,
and the operating systems are constantly being updated.

The reasons why the Android development platform is
widely recognized mainly include the following aspects: (1)
in the development process of Android applications, you
only need to have a certain JAVA foundation to easily realize
the development of Android applications, and it is easy to
get started. Because Android applications are developed in
JAVA language, its basic principles are similar to the mech-
anism of J2EE, which can quickly and effectively master the
work of the android development environment. (2) On the
Android development platform, the SQLite database is inte-
grated internally. With this database, developers do not need
to select additional databases for implementation during the
process of Android program development, which is conve-
nient for developers’ development work. (3) The Android
development platform integrates a variety of practical com-
ponents, which provide convenience for developers to
quickly develop development work and debug software
systems.

Looking at today’s society, it is not difficult to find that
Android has already occupied a large smartphone market
and is spreading globally at an unexpected rate. At present,
the number of Android application software in the market
has reached millions, and people can easily download all
kinds of software they need in the Android application mar-
ket. The main development language of Android, JAVA, is
to install the Android Develop Tools plug-in on eclipse
and install the Android SDK in the computer operating sys-
tem to build the Android development environment. The
system development process mainly uses the class library
in the software architecture layer to support the software
development process.

Among them, the “person” in the person-person system
refers to the people working together around them or man-
agers, and their behavior model can be set as [11]:

R1 = K ln S1 + cð Þψ1, ð1Þ
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Ri,t = η0 + α1Wm,t−2 + β2Wm,t−1 + ε3Wm,t−1 + ε4Wm,t+2
+ ε5Wm,t+1 + εi,t:

ð2Þ
“Machine” in the human-machine system refers to the

operating machinery and equipment, such as displays,
controllers, and signal devices, and its behavior mode is R2,
then [12]:

R2 = K ln S2 + cð Þψ2, ð3Þ

Qi,t = α ln ϕ + εi,tð Þ: ð4Þ
The “ring” in the human-circle system refers to the

working environment or other stimulating factors, such as
high temperature and low illumination, and its behavior
mode is denoted as R3, then [13]:

R3 = K ln S3 + cð Þψ3, ð5Þ

Ri,t = −φ N N − 1ð Þ3/2〠W3
X

h i
: ð6Þ

Then, the generalized model of human safety behavior
can be further extended to [14]:

R = λ R1, R2, R3ð Þ = ψ1, ψ2, ψ3ð Þ K ln S1 + S2 + S3ð Þ + cð Þ,
ð7Þ

Li,t = log cu − 1ð Þ∑Downb
2
i,t

� �

dd − 1ð Þ ∑UPq2i,t
� �3h i : ð8Þ

The theory of employee rational behavior can be
expressed by the following equation [15].

B ~ I = ABð Þω1 + SNð Þω2, ð9Þ

G x ∣Datað Þ = P x ∣Datað ÞQ xð ÞÐ
P x ∣Datað ÞQ xð Þdx ∝ K x ∣Datað ÞM xð Þ,

ð10Þ
F xð Þ = Ya−1 1 + Yð Þb−1 + Ra−1 1 − Yð Þb−1: ð11Þ

In the above formula, B is the individual’s behavior
under the control of the individual’s will, and I is the indi-
vidual’s behavioral intention. Staff attitude can be expressed
by the following formula [16]:

AB = μ〠BBiOE: ð12Þ

Among them, BB (behavior beliefs) represents a signifi-
cant belief in the implementation of a specific behavior.
When performing a certain behavior, the employee subjec-
tive norm (subjective norm, SN) is expressed as [17]:

SN =〠NBnMCj: ð13Þ

Human resource management is an important part of

the internal affairs management of an enterprise. It holds
the personnel information of the enterprise and plays a vital
role in the survival and development of the enterprise.
Enterprise human resource information can provide detailed
information and data support for enterprise management
and development. However, for a long time, many enter-
prises are still using the old human resource information
management model, makes human resource management
work inefficient, difficult to upgrade and maintain, and low
security. According to the demand analysis, the system
needs to support the PC platform web access and Android
mobile client access, and the two platforms work together.
Therefore, the physical environment required by the system
should be composed of application servers, database servers,
switches, the Internet, PC terminals, mobile communication
networks, mobile terminals, routers, wireless gateways, and
other equipment. The physical architecture of the system is
shown in Figure 1.

2.2. Detailed Design of Functional Modules of Human
Resource Management System

2.2.1. Design of User Management Function. The user man-
agement function is a key function thatmaintains the effective
operation of the entire system and can work normally.
Although it is an indirect business process that ismore impor-
tant to the system’s personnel, if the system can operate
normally and effectively within a predetermined range, the
user management function design is still necessary. The user
management function module has corresponding settings
for the use authority of the system, and the system user can
only enter the system interface to use the relevant functions
after logging in to the system to obtain the use authority of
the system. User management is a relatively basic manage-
ment node in this system. At the same time, the system is
mainly operated by enterprise staff, and the file management
module is usually used: to protect the relevant work informa-
tion of enterprise staff, but relevant data derived from the
information of enterprise staff are the key part of the process-
ing of this module, and this information mainly includes data
information such as user login and authority ownership.

2.2.2. Design of Personnel Management Functions. The
design of personnel management functions employee files,
personnel changes, etc. are the most critical part of the per-
sonnel management work process, which is related to the
stability of enterprise operation and the security of data
information. This module mainly includes contract manage-
ment, file management, and personnel changes wait. Among
them, contract management and file management have the
most basic operations of the personnel management system,
such as contract management and file management, which
should have a series of basic functions such as adding and
deleting. After corresponding changes, corresponding
changes can be made on the basis of changes.

2.2.3. Design of Recruitment Management Function. Recruit-
ment is an important part of talent attraction in the process
of human resource management. This system mainly relies
on the Internet and talent recommendation in the selection
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of talents. The recruitment management function of the sys-
tem is mainly composed of recruitment plan management,
recruitment information management, and talent pool. In
the system’s recruitment plan management function, impor-
tant information such as the recruitment part, the number of
recruits, personnel requirements, and the specific arrival
time of the personnel must be clarified. The personnel in
charge of the enterprise personnel department shall conduct
corresponding regulations according to the specific needs of
the enterprise, and shall be experienced by the personnel
department review is carried out, and all parts of the enter-
prise are coordinated and completed at the same time.

The recruitment information management module is
used by the personnel commissioner to operate and publish
through the front end of the system. The personnel recruit-
ment information can be forwarded by link, which is conve-
nient for corporate staff to discover the talents around them
and expand the corporate talent pool. The talent pool is
mainly used to store the talent information discovered by
the enterprise in the recruitment process.

2.2.4. Design of Attendance Management Function. Atten-
dance management function module is the basis to ensure
the orderly operation of the enterprise. This function mod-
ule mainly includes attendance system management,
dynamic management, leave management, and attendance
record. Among them, the time and attendance system man-
agement is used to explain the standards of the company for
the time and attendance management, including system
preparation, system review, and system release.

The first condition for operating dynamic management
is to perform recognition and registration, that is, to recog-
nize the user’s face information through face recognition

technology and match the image of the person entered into
the system in advance by the human resources department.
After the recognition and registration are completed, the
user can perform the corresponding operation, such as the
administrator manages the commuting hours and mobile
office locations of corporate staff. In the check-in function
module, it should be noted that only when the check-in is
in the effective area, the user’s check-in operation can take
effect, and the dynamic trajectory is convenient to manage
the field staff and is convenient for the analysis of the work-
ing time and location images and data of the field staff. The
GPS function of the mobile phone is used. Therefore,
employees must open the mobile phone geographic location
during work, otherwise, the system will not be able to record
the dynamic trajectory of the employee, and the employee
will not be able to generate the dynamic trajectory of the
work. It is difficult to prove whether it is working properly.
When the employee completes the check-in at work and
opens the geographic location, the system will use the GPS
function of the mobile phone to record the geographic loca-
tion information of the employee, and associate the genera-
tion time to form a dynamic trajectory, and then the
employee’s working time and location images and data can
be viewed. The design of the leave management module
effectively reduces the enterprise human resource manage-
ment process and approval time, which is convenient for
operation and management. In the attendance record mod-
ule, the scope of attendance records viewed by the user is
also different according to different permissions.

2.2.5. Design of Training Management Function. Training
management function modules mainly include training
plans, training resources, training assessments, and training
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evaluations. Among them, training resources are the basis of
the entire functional module. Users can publish and query
training plans and related functions in the training plan
module and then perform resource inspection, upload,
download, and other operations in the training resource
module, which realizes the recycling of resources and is
effective solved the time and venue issues in the training
process. In addition, the human resources department can
also issue training assessment notices to organize personnel
to assess the effectiveness of training, including online and
offline methods. After the training and assessment are over,
the training process, methods, and effects can be evaluated
by the training participants, so that the training organization
personnel can make corresponding improvements and
enhance the company’s training capabilities and effects.

2.2.6. Design of Work Management Functions. The work
management function module is mainly used to arrange
and manage the work of enterprise staff. The function mod-
ule includes work task management, online communication,
and information notification. Work task management is the
main module of this function, while online communication
and information notification are auxiliary effect.

Managers release the work tasks layer by layer. After
receiving the tasks, the staff members will inquire and
understand the task information in detail and submit the
work task information, which will be fed back to the system
and related personnel. The system classifies the information
and automatically updates the task progress. Other coordi-
nating personnel refer to it; and according to the completion
of the work task, reward and punish those who are excellent
or poor in their work. In the working process, users can also
choose discussion groups to realize online video, voice, and
information exchange. The face recognition technology
and voice recognition technology adopted by the system
can realize the real-time transmission of video information
and voice information.

2.2.7. Design of Salary Management Function. By calculating
how much wealth the employees of the company have con-
tributed to the company and other factors in their own work
develop a differentiated management platform to promote
the work enthusiasm of the employees, and salary manage-
ment is one of the important ways to stimulate the enthusi-

asm of the employees and improve the enthusiasm of the
employees. Therefore, when designing an enterprise human
resource management system, salary management must be
regarded as a key component of the system. At the same
time, there is also a close connection between the salary
management function module and other management mod-
ules of the system. Therefore, the design and implementa-
tion of salary management are also critical to the operation
of the entire human resource management system.

Since salary management involves the actual benefits of
employees, it has a very important impact on factors such
as employees’ work enthusiasm. It needs to calculate the
work performance of each employee of the company
through a certain calculation method and give clear entries
and reports. And also need to be able to meet the staff’s
query needs for historical wages. In this system, the salary
management function module mainly includes salary grade
evaluation management, welfare management, and salary
management. The salary calculation method is shown in
Table 1.

The prediction formula of TPB (perceived behavioral
control, PBC) theory on behavior is extended to the follow-
ing formula [18, 19]:

B ~ BI = ABð Þϖ1 + SNð Þϖ2 + PBCð Þϖ3: ð14Þ

Among them:

PBC =〠PBnMCj: ð15Þ

Score of resource allocation factors affecting the com-
pany’s profitability [20]:

PROFj =w1jzprofx1 +w2jzprofx2 +w3jzprofx3
+w4jzprofx4 +w5jzprofx5:

ð16Þ

Use the extracted variance contribution rate of each fac-
tor to calculate the weighted average to obtain the resource
allocation (PROF) factor reflecting profitability [21]:

PROF = PROF1 + PROF2 + PROF3ð Þ
3 : ð17Þ

Table 1: Salary calculation method.

Name Initial value Formula State Manage

Transportation subsidy 50.00 No formula set Enable Manage

Communication subsidy 20.00 No formula set Not enabled Manage

Medical insurance 1.00 -120 Not enabled Manage

Pension 1.00 -80 Enable Manage

Be late 1.00 -[Number of late arrivals]∗5 Enable Manage

Leave early 1.00 -[Early leave times]∗6 Enable Manage

Absenteeism 1.00 -[Number of days absent from work]∗30 Enable Manage

Travel allowance 1.00 [Business trip days]∗10 Enable Manage

Personal leave 1.00 [Number of days on leave]∗10 Enable Manage
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Calculate the scores of each factor of the company’s
shareholder profitable resource allocation [22]:

SHj =w1jzshx1 +w2 jzshx2 +w3jzshx3 +w4jzshx4
+w5jzshx5:

ð18Þ

Among them, j = 1, 2, 3, 4, 5. Calculate the shareholder
profitability resource allocation (SH) indicator based on
the variance contribution rate of each of the five main
factors [23]:

SH = SH1 + SH2 + SH3 + SH4 + SH5ð Þ
5 : ð19Þ

Study the impact of resource allocation, human
resources, and environmental regulation effects on corporate
performance Perf [24, 25].

Perf = α + α1 + β1 + β2 cos t + β3 cos t + χ: ð20Þ

2.3. Database Selection. With the continuous and rapid
development of the overall construction of China’s national
economy and the continuous improvement of the market
economy system, coupled with the rapid development of
information technology, all enterprises are through innova-
tion, the introduction of modern scientific and technological
achievements, for enterprises, for employees, for customers
to improve the service level, and improve the work efficiency
of employees. When the market economy is constantly
optimized, opportunities and challenges coexist, and the
introduction of modern equipment and facilities has also
brought severe tests to enterprises to a certain extent, which
has stricter standards and higher requirements for manage-
ment level, administrative functions, and standardized and
optimized services.

At present, there are mainly three kinds of databases,
Oracle, SQL Server, and My SQL, which have strong applica-
bility and excellent performance in the construction of the
system. Among them, Oracle is a large database, SQL Server
is a medium-sized database, and My SQL is a small database.
My SQL is designed to be fast, efficient, and practical. It is a
Web database system widely used on Linux-like servers and
supports most operating system platforms. In terms of pro-
gramming, My SQL also provides C++, C, Java, and other
API interfaces, and even My ODBC interface, which can
be used by all languages that can use ODBC interface. More
importantly, the source code of My SQL is completely open
and can be used for free. After comparing the databases of
the human resource management system, we finally chose
the My SQL database, and the mobile terminal chose the
SQ Lite database built into Android [26]. The system man-
agement interface is shown in Figure 2.

3. Results

At present, the human resource management information
system used by some companies only has the most basic
applications such as data input, modification, and deletion
and does not have information processing functions such
as information query, information optimization, informa-
tion statistics, and information analysis. From the perspec-
tive of processing work, it is a pity. Therefore, it is very
meaningful to design a human resource management infor-
mation system with more complete functions, standard
design, and convenient operation.

This system is B/S architecture software, and its main
performance evaluation criteria are the number of concur-
rent users supported by the server and the average response
time of users. Table 2 shows the data analysis of the func-
tional test structure of each functional module.

Now there are a lot of enterprise managers that have
realized how to use the idea of information, standardization,
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systematic, and modular way to manage the importance of
enterprise human resources information, strive to
strengthen and improve the enterprise human resources
management information system construction, and began
to develop or buy suitable for the company’s development
goals or characteristics of the human resources information
management system. However, there are still many enter-
prise managers who have not had a clear understanding of
the human resource information management system, and
managers often think that starting only from the perspective
of operation.

Due to the many functions of this system, such as system
login, personnel, attendance, performance, salary, and
announcements, and other module information submission,
etc., are mixed according to different weights, in order to
produce a test effect closer to the real situation. Therefore,
it is necessary to test the system performance under different
conditions. The typical services finally selected are shown in
Table 3.

The system memory test is shown in Table 4. From the
test results and data, under various scenarios, the transaction
success rate is basically 100%, and the expected goal can be
reached. The transaction response time in the scene is less
than 1.5 s, which is within a reasonable response time range.

Content access was tested according to the four-level
concurrent user simulation test of 5000, 10000, 50000, and
100000, and the test results are summarized in Table 5.

Put the enterprise employee information manually into
the computer one by one, then use the relatively simple
operation of the office text or form processing software to
edit it, and print out a list of employee information. Other-
wise, a complete quality human resource management infor-
mation system should not only have integrated centralized
information source but should also have easy access and easy
query database, and the purpose of the system design is to
rely on modern computer processing technology to realize
such a human resources information management system,

Table 2: Functional test structure data of each functional module.

Module Number of use cases Success Fail Success rate (%) Failure rate (%)

Department management 40 40 0 100 0

Attendance management 160 160 0 100 0

Personnel management 200 200 0 100 0

Performance management 80 80 0 100 0

Training 100 99 1 99 1

Table 3: Typical business.

Typical transaction name Function type Proportion of mixed trading time

Log in Public employee function 20%

Attendance information submission Administrator function 20%

Personnel information submission Staff function 20%

Company announcement information submission Administrator function 20%

Salary information submission Administrator function 10%

Table 4: System memory test.

Scene name
Successful
transactions

Transaction success
rate

ART_HTTP
(s)

System host CPU
usage

Log in 419 100% 0.23 s 25.80%

Attendance information submission 618 100% 0.81 s 31.25%

Personnel information submission 1873 98% 0.90s 35.25%

Company announcement information
submission

956 100% 0.18 s 30.37%

Salary information submission 857 100% 0.09 s-0.5 s 30.21%

Performance information submission 557 100% 0.09 s-0.5 s 32.51%

Table 5: Summary of test results.

Number of
concurrent
users

Number of
failed requests

Throughput
(requests per

second)

Request
time (ms)

5000 0 4201.47 119.006

10000 0 3890.82 257.015

50000 3 793. 27 6763.387

100000 6 670.92 14904.853
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embodies the principle of fairness in employee management,
retain talent, and improve the management level of enter-
prise management.

It can be seen from Table 5 that as the number of con-
current users increases, the number of failed requests
increases, the throughput decreases, and the request time
increases. From the test results, when the number of concur-
rent users reaches 50,000, the request time is about 6 sec-
onds, which meets the requirement that the response time
is less than 10 seconds in the case of 10,000 people per sec-
ond. During the test, the hit rate and throughput per second
of the system are shown in Figure 3.

In the actual operation of the system, the maximum
number of concurrent users is set to 500, and the response
time of the system server is 2 s. On this basis, this paper
draws up a specific test plan, that is, 100 users are drawn
to log in and access the system functions, and then 100 peo-

ple are added every 10 seconds to test the response time of
the system. Until the number of concurrent users of the sys-
tem reaches 500, it stops, and see if the response time of the
system exceeds 2 s. Subsequently, a number of repeated tests
were carried out according to this test plan, the problems
existing in the test process were summarized, and the overall
evaluation of the system performance was finally made. The
corresponding test of each module is shown as in Figure 4.

After completing the system performance test, a number
of performance tests need to be performed on the perfor-
mance of the Android client in this article to ensure that
the system’s functions are successfully displayed on the
Android client. The interface of the Android mobile phone
client is shown in Figure 5.

This article selects the mainstream Android mobile
phone brands in multiple markets for system performance
testing and mobile phone memory monitoring at the same
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time. The results show that, except for Samsung mobile
phones that will cause the system to stutter occasionally in
terms of system memory usage, the rest of the Android
mobile phone clients can guarantee the overall operation of
the enterprise human resource management system. The
memory monitoring test results of multiple mobile phone
brands are shown in Figure 6.

Since the system is researched and developed on the
basis of Web technology, it is necessary to test whether the
system can withstand various pressures from the operation
of network users. This system uses a pressure test to verify
system performance indicators. The system introduces the
load runner test tool to check the system pressure. The sys-
tem pressure is shown in Figure 7.

The system performance test adopts themethod of increas-
ing pressure for testing. It is expected that the total number of
enterprise human resources and related operators will be about
300 at most. The test is conducted according to the pressure
target of the limit value of 400 people. Under the maximum
pressure, the system query response speed is faster, in line with
the expected nonfunctional target requirements. Through sys-
tem testing, it can also be concluded that the system has func-
tional and nonfunctional expected target requirements and has
the technical conditions for putting it into operation.

Some employees of company Y were randomly selected
as the subjects of this survey. Y company has 216 full-time
employees, and the proportion of employees with different
educational backgrounds is shown in Figure 8.

Return

Admin

Personnel information
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My opinion
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Front page Notification
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Personal
information
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Figure 5: Android mobile phone client interface display.
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The company’s human resources team has the highest
recognition of the “culture and identity” dimension and
has a highly consistent culture and values; the cognitive con-
sistency of the “strategic vision” is relatively low. The results
of the organizational effectiveness survey are shown in
Figure 9.

Analyzing the survey data, it can be concluded that the
human resource management model of company Y con-
forms to the self-development goals of employees, has a
complete performance appraisal system, a reasonable salary
system, and conforms to the company’s long-term develop-
ment plan and goals, and is practical. The employee satisfac-
tion degree of Y company’s human resource management
model is shown in Figure 10.

4. Discussion

Enterprises need to adopt a series of management methods
to promote employees’ positive emotional cognition and
evaluation of labor relationship satisfaction, in order to fur-
ther realize the cross-level transformation of strategic
human resource management to work performance. For
example, companies not only need to provide employees
with more satisfactory labor remuneration, growth and
development opportunities, and labor conditions and secu-
rity, but at the same time, companies should also pay atten-
tion to the individual labor load of employees, such as fair
labor distribution, employee pressure perception, and labor
time [27, 28].
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Self-selection through company reputation or job char-
acteristics: employees know more about their suitability for
their jobs than the organization. When an employee is
applied to a specific organization, he must first understand
the reputation of the organization, such as the company’s
social reputation-environmental protection, community
participation, relationship with the government, human
resources reputation, and whether it is consistent with their
own corporate social responsibility values. In the case of a
match, the employee balances himself and then makes a
decision. When human resource management conducts
staffing and selection, the first consideration is whether

employees agree with the values of the company, especially
whether the company agrees with the values of creating
and enhancing benefits for stakeholders, and second,
whether employees, as stakeholders of the company, have
fulfillment willingness and ability of the stakeholders to
include their own social responsibilities, so in the staffing
and selection, corporate social responsibility is an important
factor affecting the selection and allocation [29].

The human resource management information system
has changed the focus of the human resource management
department, can help human resource managers free from
trivial administrative affairs, changed the past human
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resource workers engaged in a large number of complicated
daily tasks, and rarely participated in the formulation of
corporate strategies situation. The human resource manage-
ment information system has promoted the process of
human resource reform. The human resource management
department can no longer only provide simple human
resource information and can provide decision-making sup-
port to the management anytime and anywhere, which can
enable the human resource management department to truly
enter the “management” role of strategic partners [30]. The
human resource management information system improves
the objectivity and transparency of human resource manage-
ment and eliminates human factors through the implemen-
tation of standard business processes, which is very
beneficial to achieve the consistency of human resource
management behavior. The work performance of individual
employees can effectively improve the overall performance
of the organization. Therefore, if an organization wants to
reduce the harmful interference to its long-term develop-
ment and stable performance, it needs to pay attention to
which effective human resource management measures can
promote the individual performance of employees. Compa-
nies can take, for example, strengthening employees’ career
planning to effectively improve the work results of
employees under formal role requirements and further
strengthen the extra-role behaviors of employees that sup-
port the technical core of the organization [31].

5. Conclusion

This article uses mobile network communication technology
to design and implement such an information system on
enterprise human resource management for the Android
environment. This system is an Android-oriented human
resources information management system. The ultimate
goal is to provide a platform that can manage human
resources information and publish announcements and
notifications; all kinds of users log in to the platform we
provide through the mobile client program or the web. This
platform has functions such as publishing and viewing noti-
fications, setting department information, maintaining user
information, recording attendance information, and main-
taining and viewing salary information. In the follow-up
research, the integration research framework of human
resource management and labor relations should be
explored more extensively and systematically under the
more advanced integration concept in the field of labor
relations.
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