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With the continuous progress of communication technology, the country has also proposed a new strategy for the development of
wireless communication and the Internet of Things, with the purpose of promoting the development of the intelligent connection
of all things, the digitization of enterprise communication, and the development of intelligent new industries. The integration of
wireless communication and the Internet of Things has also put forward higher requirements for management talents in various
industries. Adopting appropriate human resource management methods to meet the needs of talents in the digital transformation
of various enterprises has become the focus of scholars and enterprises. In order to solve this focal problem, this paper starts from
the meaning of flexible management of human resources in various industries and combines wireless communication and Internet
of Things technology to design a system that conforms to the flexible management of human resources in various industries.
Firstly, this paper analyzes the latest research situation of flexible management of human resources in various industries,
analyzes the current basic concepts and main characteristics of “wireless communication,” “Internet of Things technology,”
and “flexible management of human resources,” and summarizes the human resources in various industries in my country, the
development status, and existing problems of resource management. Secondly, collect the influencing factors of flexible human
resource management in various industries through field visits and online questionnaire surveys, then classify and analyze the
collected questionnaire data, and finally summarize the influencing factors of flexible human resource management in various
industries. There are different levels of flexible management of human resources; finally, the flexible management system of
human resources in various industries is designed from the data obtained at different levels, and the feasibility verification of
the flexible management is completed. In order to study the correlation between different variables, according to the content of
the questionnaire, this paper adopts the correlation analysis method to analyze the human resource flexible reward, human
resource flexible assessment, human resource flexible training, human resource flexible planning, human resource information
management, flexible corporate culture, and human resources. The related variables such as the enterprise flexible management
system are analyzed, and the least square regression equation is established, in which the variables involved can be mapped to
the formula itself. From statistical data analysis, it is found that the flexible management of human resources has positive
significance for the development of various industries. The seven points of human resource flexible reward, human resource
flexible assessment, human resource flexible training, human resource flexible planning, human resource information
management, flexible corporate culture, and enterprise flexible management system play a key role in the implementation of
flexible human resource management. The human resource flexible management scheme designed by seven key action points
is highly feasible and can bring significant positive benefits to the implemented enterprises.

1. Introduction

1.1. Wireless Communication. Wireless communication
technology is a technology for wireless information trans-
mission according to the standards formulated by the Inter-
national Communication Organization, which can realize

signal transmission without cables and other conduction.
The current mainstream wireless communication technolo-
gies include Bluetooth, RFID, WIFI, and ZigBee [1].

The latest wireless communication technologies are
combined with the fifth-generation communication technol-
ogy [2]. The fifth-generation mobile communication
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technology improves performance in all aspects on the basis
of 4G. The most significant feature that users feel is the
improvement in refresh speed. The goal of the fifth-
generation mobile communication technology is to create
an ultrareliable, ultrashort delay, and ultrahigh-speed trans-
mission network system. Its networking view is mainly
divided into access level, regional level, aggregation level,
and center level. Service capabilities include mobile services,
MEC, and network slicing that are specified on demand [3].
5G technology introduces device-to-device communication
and edge computing technology. Edge computing technol-
ogy MEC provides cloud-supported computing services at
the edge of the network processing center, that is, placing
servers with powerful processing capabilities around 5G base
stations to centralize the processing capabilities of nearby
servers. It can provide the surrounding network users with
effective cloud computing support [4]. Device-to-device
communication is a communication technology in which
user data is directly transferred between devices without
being processed by the network under the command of the
5G base station [5]. This transmission method can improve
the efficiency of information transmission and reduce the
load of the base station [6].

1.2. Internet of Things. The Internet of Things technology
has made leaps and bounds in the past ten years. Today,
key IoT implementation scenarios such as smart cities,
smart parks, and smart buildings are no longer just con-
cepts [7]. The application of the Internet of Things in
smart buildings makes the status monitoring of buildings
more intelligent, greatly increases the efficiency of moni-
toring sensor values, saves labor costs for on-site detection,
and eliminates risk factors in the detection process. Smart
light poles and other objects have appeared on the streets
of various cities. Networking infrastructure, smart home,
as the IoT application scenario closest to public life, has
become the focus of attention in academia and industry.
It represents the use of Bluetooth, WIFI, infrared, and
other communication technologies [8], which will be
accompanied by various sensors. Everyday electronic
household products are connected [9]. It utilizes the
long-term powered gateway module as the central network
control [10]. In the past few years, benefiting from the
development of communication and computer technology,
the Internet of Things has achieved rapid development in
the fields of medical care, intelligent driving, and the
Internet of Things [11]. The Internet of Things is the
“Internet of Everything,” which combines the Internet
with various sensor devices to achieve the goal of inter-
connecting everything at all places and at all times [12].
Usually, the IoT system is divided into three layers: the
first is the application layer, which provides readable and
actionable data to IoT users according to the data collected
by the sensor devices and the data processing results of
the server. Common applications include the Internet of
Things and the Internet of Vehicles [13]; the second is
the network layer, the devices communicate through the
Internet, and the layer that carries the communication
between the devices is the network layer, and the key tech-

nologies include Bluetooth and WIFI [14]; the third is the
perception layer, that is, the use of sensor devices to col-
lect the layer of external environmental data, and the key
technologies are GPS, RFID, etc. [15].

1.3. Human Resource Flexible Management Theory

1.3.1. The Theory of Management by Objectives. The flexible
management of human resources is the same as the view
supported by many philosophers. From the perspective of
“people-oriented,” human resource management is not
based on specific company regulations and systems [16]
but is based on the consensus of the overall employees of
the enterprise and the atmosphere is arranged in a human-
ized way. In other words, it is to encourage employees to
love their work in a soft way and finally realize the autono-
mous and conscious human resource management of
employees [17].

The theory of management by objectives was originally
proposed by scholars to mobilize employees to set and com-
plete goals together [18]. The theory proposes that the goals
of the group should be jointly designated by all members, the
members of the group should manage themselves, and the
group leaders should be appointed as little as possible, so
that all participants are in a balanced state, and the ultimate
goal should still be higher than no goal management benefit
[19]. Its key point lies in the management method jointly
specified by all staff, so that participants can reach a consen-
sus at the beginning of the goal and then evaluate the results
of the individual’s contribution to the whole. This theory is
the prototype of flexible management of human resources,
because its core idea is to stimulate participants’ self-
control in a free way to make overall contributions by reduc-
ing participants’ pressure [20].

1.3.2. Scenario Management Theory. The key point of the sit-
uation management theory is that the group changes with
the overall environment and group needs and finds a man-
agement plan that matches the needs according to the spe-
cific group needs [21]. Situational management theory
constitutes the key management scheme of modern large-
scale enterprises, and it guides the human resource manage-
ment of most enterprises. Like management by objectives, it
manages from a holistic perspective [22]. The theory pro-
poses that the internal and external conditions of the group
are different, and the principles should be separately man-
aged and established according to the internal and external
conditions.

The flexibility, variability, and harmony of scenario
management theory provide theoretical support for flexible
management of human resources, because scenario manage-
ment also advocates flexible changes and flexible manage-
ment, adjusts according to the external environment, and
finally adapts to the background of wireless communication
and the Internet of Things under the rapid changes of infor-
mation; the flexible management of human resources is
finally realized, and the profits and employee loyalty of
enterprises in various industries are improved [23].
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1.3.3. Maslow’s Theory of Needs. Maslow, a psychologist, put
forward the theory of needs at the end of World War II,
which divides human needs into five different categories [24].

Maslow’s colleagues also agree that people’s needs are
closely related to the development of the group and the cur-
rent situation [25]. For example, in developing countries
such as India and Malaysia, the safety and physical needs
of citizens are greater than the other three needs, and in
developed countries such as the United States and Switzer-
land, people pay more attention to self-actualization, respect,
and social interaction. It is mainly determined by the coun-
try’s economic development and culture [26].

In addition, Maslow’s species needs can also be divided
into pyramids from top to bottom according to the degree
of needs. Among them, self-actualization and esteem needs
are the top needs. These two needs need to be realized after
social, safety, and physiological needs are realized. It will
begin to feel the need to implement [27]. The theory also
proposes that everyone is in between one or two needs,
and there is a dominant need that governs individual
actions [27].

Maslow’s theory also believes that various needs are in a
progressive relationship. When one need is realized, it will
start to depend on another requirement. When all needs
are required, the most critical requirement will be selected
for realization, and the highest-level requirement will be
realized. It is the long-term goal of most people [28]. In
addition, not everyone develops according to the order of
the level, and some people will choose higher-level needs
to achieve in different environments, which is similar to
the pursuit of idealistic poets [29].

2. Research on the Influencing Factors of
Flexible Management of Human
Resources under the Background of Wireless
Communication and Internet of Things

This chapter mainly analyzes the development status and
problems of human resource management in various indus-
tries in my country.

In the context of the rapid development of wireless
communication and the Internet of Things, the manage-
ment of various industries will also follow the develop-
ment of technology and undergo digital transformation.
In order to design a human resource management scheme
that conforms to the characteristics of the times, it is nec-
essary to analyze the current status of human resource
management in combination with the background of tech-
nological development and summarize the current status
of human resource management in various industries in
my country, so as to provide a flexible management
scheme for industrial human resources that conforms to
scientific laws.

In the era of wireless communication and the Internet of
Things, various industries are undergoing digital transfor-
mation, which brings great challenges to human resource
management. Ensuring that companies can maintain their

competitiveness through human resource management costs
is the current focus of business managers.

With the rapid development of wireless communication
technology, information technology has also accelerated
progress. Nowadays, recruitment of various companies is
conducted through the Internet. Under the influence of the
epidemic, some companies even conduct interviews through
the Internet.

With the gradual popularization of Internet of Things
technology, training methods in various industries have
become more intelligent. Most companies will use multime-
dia teaching tools for training. In the direction of perfor-
mance and salary management, companies in various
industries also use information systems. For management,
in recent years, enterprises in various industries have begun
to reform their human resource management methods
according to the development of technology of the times.
As shown in Table 1, there are still many problems.

According to the analysis of professional institutions, the
positive impact and negative impact on the flexible manage-
ment of human resources are related, and the two kinds of
data are related to the flexible management of human
resources, as shown in Figure 1.

After a large number of literature analysis, this paper
determines that the current problems of human resource
management in various industries mainly include the fol-
lowing four directions:

(1) The standards for performance evaluation of remu-
neration are not uniform

Most companies do not communicate with employees
when specifying performance appraisal standards,
employees do not have the right to evaluate the salary sys-
tem, and qualitative assessments account for the majority
of cases. There are disputes in the salary assessment of
employees in scientific research positions and functional
positions, while employees in management positions usually
have a direct qualitative salary of 4 times the salary of ordi-
nary employees, and performance management is designed
to pursue the current situation too much, and there is no
planning for the long-term salary of employees, which is
not conducive to the long-term operation of the enterprise.

(2) The enterprise has no perfect training program

After most companies recruit new employees, they will
be assigned to work after a short period of basic training.
There are not many opportunities for in-service employees
to receive new skills training. Especially in the current devel-
opment of wireless communication and Internet of Things
technology, new technology training of the personal and
business development of employees is especially important
but is overlooked by most businesses.

(3) The information technology of most enterprises is
backward

With the rapid popularization of wireless communica-
tion and Internet of Things technology, the demand for
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information technology and intelligent technology of enter-
prises has also increased. However, most enterprises still
adopt the traditional human resource management model,
and more repetitive labor has consumed the staff of the
human resource department, energy, and time.

(4) The most common human resource management
problem in enterprises today is the lack of overall
planning for human resources

The plan should be based on the development goals and
strategies of the enterprise and be designed according to the
supply and demand of talents for enterprise development. In
the end, it can ensure the needs of talents in various posi-
tions for the enterprise and reasonably arrange the
employees of the enterprise to the corresponding positions,
so as to give full play to the individual’s role in the enter-
prise, which is the biggest advantage. However, in fact, most
employees have not been assigned appropriate positions in
the enterprise. The lack of overall planning has led to the
lack of professional talents and increased the workload of
some employees.

3. Questionnaire Survey and Data Analysis

3.1. Questionnaire. In order to carry out the questionnaire
survey, this paper distributed questionnaires through field

visits to enterprises in different industries and question-
naires on the website of Questionnaire Star. A total of 350
questionnaires were distributed to human resource man-
agers and employees of different enterprises, and 320 ques-
tionnaires were finally recovered, and the invalid
questionnaires were sorted out. The number of valid ques-
tionnaires obtained is 290. The types of enterprises visited
on the spot include papermaking, machinery, computers,
finance, and agricultural products. The following completes
the data analysis of the reliability and validity of the
questionnaire.

First, the reliability is tested, and the overall reliability is
measured by using the Cronbach’s coefficient, after scientific
theoretical analysis, when the Cronbach’s coefficient is
greater than 0.7 and the correlation of the statistical contents
of each table is greater than one-third. The reliability of this
questionnaire is shown in Table 2.

It can be seen from Table 2 that the parameters related to
reliability in this survey are stable, which meets the require-
ments of reliability in the questionnaire survey theory.

Random statistics were conducted on the relevance of
the questionnaire content, and the test results were found
as shown in Figure 2.

From Tables 1 and 2 and Figure 2, it can be known that
the Cronbach’s coefficient is far beyond 0.7, and the content
correlation is far beyond 0.35. From this courseware, the
human resource flexible element scale of the questionnaire
meets the reliability conditions, and the test result will be
acceptable later.

The validity analysis of the questionnaire is to com-
plete the analysis of the correct situation of the question-
naire. Through scientific theory, it is known that the
questionnaire KMO is greater than 0.6, which means that
the validity and accuracy of the questionnaire are high. By
testing the KMO of the questionnaire, it is found that the
KMO of this paper is 0.933, which is much larger than the
value of 0.6, which proves that the validity of the ques-
tionnaire in this paper is high; eigenvalues, partial data
of total variance, KMO, and Bartlett test are shown in
Table 3.

The data of the questionnaire analysis results in Table 3
were further processed, 14 factors with eigenvalues greater
than 1 were extracted, 6 question options with low willing-
ness to fill out were excluded, and 50 selection questions
were left. The results show that the total variance of this data
analysis is 83.3%, which also shows that the questionnaire
issued this time has a high level of validity.

The corresponding explained total variance is shown in
Figure 3.

3.2. Data Analysis. In order to study the correlation
between different variables, according to the content of
the questionnaire, this paper adopts the correlation
analysis method to analyze the human resource flexible
reward, human resource flexible assessment, human
resource flexible training, human resource flexible
planning, human resource information management,
flexible corporate culture, and human resources. The
related variables such as enterprise flexible management

Table 1: Problems existing in human resource management in
recent years.

Different company Problems in human resource management

A No corporate culture

B Insufficient training

C No long-term plan
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Figure 1: Positive effects and 4 negative effects are associated.
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system are analyzed, and the analysis method is shown in
formula (1a) and formula (1b):

R = ∑ Xi − �X
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Among them, x represents the degree of flexible man-
agement of human resources, i represents flexible manage-
ment of human resources at different frequencies, and Y
represents the historical reference value of flexible manage-
ment of human resources.

Set the above 7 elements as P1~P7, respectively. Assum-
ing that the correlation range is (0, 1), the analysis results are
shown in Table 4.

It can be seen from the correlation analysis theory that
the flexible management of human resources has a high
degree of correlation with the above seven variables. In order
to study and predict the causal relationship between the
above variables and the flexible management of human
resources, regression analysis method is used to study, and
the least square regression equation is established for the
variables.

bβ = XTX
� �−1

XTy, ð1cÞ

SSReg =〠 ŷi − �yð Þ2 = bβTXTy − 1
n

yTuuTy
� �

: ð1dÞ

The SPSS software was used to carry out regression sta-
tistics on variables, and the specific conditions are shown
in Table 5.

The results show that the correlation between variables
and flexible management is 0.764, indicating that its regres-
sion performance meets the requirements. After adjustment,
the coefficient of determination is set to 0.584, and the F
value is set to 41.663. This value indicates that the above
seven variables can explain the flexible management of
human resources, with a high degree of correlation, and
can obviously predict the changes in flexible management
of human resources. The most influential human resource
flexible management is x3 = human resource flexible
training, and the least impact on human resource flexible
management is x5 = human resource information
management.

4. Human Resource Flexible Management
Scheme under the Background of Wireless
Communication and Internet of Things

Human resource correlation analysis can also be related to
Maslow’s Ladder of Needs Theory to design a scheme that
conforms to flexible human resource management. After
the correlation and regression analysis in the previous chap-
ter, the corresponding influencing factors of human resource
flexible management in various industries have been deter-
mined, and different influencing factors have positive effects
on the flexible management of human resources in various
enterprises. The formulation of flexible management system
is the first step to realize humanization of human resources.
In addition, flexible corporate culture can also make
employees more loyal to the enterprise. Enterprise informa-
tion management can reduce the workload of employees and
increase the work efficiency of employees in the human
resource department of the enterprise. Save time for data
processing in the human part of employees in other depart-
ments. Human resource flexible planning, training, and per-
formance appraisal can further improve the enthusiasm and
quality of employees and ultimately benefit the enterprise.

The flexible management scheme of human resources
under the background of wireless communication and Inter-
net of Things technology can be designed as follows:

(1) Combined with the latest trends in technological
development, new technology training is provided
to enterprise employees. After employees receive
information technology training, their work effi-
ciency and quality will be improved, performance
appraisal problems can be solved, and the company’s

Table 2: The reliability of the questionnaire.

Frequency
First questionnaire Second questionnaire The third questionnaire

Coefficient

Cronbach’s coefficient 0.92 0.95 0.96

Relativity 0.67 0.78 0.86
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Figure 2: Six content relevance data from random statistics.
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flexible management culture atmosphere will also
become better; the other is to further combine the
Internet of Things technology to promote the infor-
matization of human resource management of enter-
prises. The Internet of Things devices allow all things
to be interconnected, including the fingerprints and
irises of enterprise employees. They can be entered
as personal characteristics into the corresponding
human resource management intelligent devices,
and the identity information of employees can be
identified. At the same time, improve the efficiency
of work, reduce the workload of employees and per-
sonnel in the human resources department, and
improve the efficiency of enterprise operation

(2) On the whole, long-term planning of flexible man-
agement of human resources, especially in combina-
tion with wireless communication technology,
although 5G is not yet fully popularized, countries
have begun to announce research on 6G, and enter-
prises cannot do without communication technology
in the direction of flexible management of human

Table 3: Questionnaire validity level analysis.

Questionnaire times Eigenvalues Total variance KMO Bartlett

1 1.32 0.86 0.86

Meet the theoretical value
2 0.92 0.85 0.96

3 0.72 0.82 0.87

4 1.12 0.82 0.93
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Figure 3: Relationship between total variance, element sum, and 7 influencing elements.

Table 4: Correlation analysis of seven influencing elements and
flexible management.

Test factor
Single test Test at the same time Correlation

Variable

P1 0.32 0.38 0.66

P2 0.48 0.66 0.71

P3 0.65 0.76 0.76

P4 0.52 0.80 0.85

P5 0.72 0.81 0.92

P6 0.61 0.63 0.87

P7 0.59 0.66 0.96

Table 5: P1-P7 variable regression statistics.

Amount of association Relevance value Regression results

P1-P7 variable 0.65
High correlation

Flexible management 0.68
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resources, especially. It is a wireless communication
technology, which runs through all aspects of the
flexible management of human resources in enter-
prises and can provide technical support for enter-
prise employee communication, enterprise resource
information database, enterprise equipment
exchange, and enterprise informatization, as well as
for online human resource management and basic
support.

According to the postsecondary feedback survey of the
participants who issued the questionnaires, it was found that
after the implementation of the flexible management of
human resources, the operation efficiency of the enterprise
has been significantly improved compared with that before
the implementation, but after a long period of time, the
operation efficiency has gradually developed and stabilized.
The specific situation is shown in Figures 4 and 5.

5. Conclusion

According to literature research, this paper first summa-
rizes the basic concepts and meanings of wireless com-
munication and Internet of Things technology and then
analyzes the current problems in human resource man-
agement in various industries. According to the existing
problems, it is pointed out that the flexible management
of human resources can be adopted, and the key compo-
nents of flexible management of human resources in var-
ious industries under the background of wireless
communication and Internet of Things technology are
analyzed. After conducting field visits and questionnaire
surveys in different industries, the method of statistical
analysis is used to summarize the influencing factors cor-
responding to the flexible management of human
resources in various industries under the background of
wireless communication and Internet of Things technol-
ogy. Then, carry out statistical data processing to obtain
the factors that are positively related to the flexible man-
agement of human resources in various industries. The
least square regression formula and correlation analysis
used in this paper are of great help to improve the accu-
racy of the parameter analysis of human resource flexible
management. The corresponding levels of flexible human
resources management are divided by the determined
positive correlation factors, and then, the flexible manage-
ment schemes of human resources in various industries
are designed according to different levels. Finally, the fea-
sibility of the scheme is verified. There is a substantial
increase.

As early as the concept of enterprise first appeared,
the scheme of flexible management of human resources
also appeared. However, very few enterprises have suc-
cessfully implemented flexible management of human
resources, and the corresponding wireless communication
and Internet of Things technologies have only received a
large number of scholars in the past five years. Even
though this paper uses statistical methods to analyze the
flexible management schemes of human resources in var-
ious industries under the background of wireless commu-
nication and the Internet of Things and draws more
credible conclusions, there are still many problems, which
can be further studied in future research. The number of
questionnaires was issued, and the content of the survey
questions improved. In addition, because this paper
mainly investigates the key influencing elements of
human resources flexible management in various indus-
tries and does not provide specific surveys in the context
of wireless communications and the Internet of Things,
the overall survey data lacks key elements, factors and
limitations. In the future, other machine learning algo-
rithms can be used to analyze the data obtained from
the questionnaire. For example, the K-means clustering
algorithm can classify the obtained questionnaire data.
In addition, the design of the flexible management
scheme can be further expanded. Not limited to the
direction of human resources, other management in vari-
ous industries that can be further expanded.
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