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Abstract

Based on psychological profiling technology, this paper systematically studies the
optimization path of employee career development and job matching. By analyzing the
composing elements and characteristic dimensions of psychological profile, a two-way
profile model of employee and post is constructed to reveal the structural coupling
relationship between psychological characteristics and post requirements. With the
support of data-driven and artificial intelligence technology, the quantitative modeling
method of psychological portrait and the matching algorithm of job characteristics are
proposed to construct the dynamic matching system of "individual psychological
characteristics-job demands-organizational environment". From three aspects of
personalized career planning, precise training design and ethical guarantee at the
organizational level, this paper puts forward an optimized path of career development
based on psychological portrait, which provides technical support and practical
reference for intelligent, scientific and personalized decision-making of human resource
management.
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1. Introduction

Under the background of digital and intelligent transformation, enterprise human resource
management is gradually shifting from experience-oriented to data-driven. The traditional post
allocation and career development mode often ignore the deep fit between employees'
psychological characteristics and post requirements, resulting in problems such as mismatch
between personnel and posts and insufficient development motivation. Psychological portrait
technology uses artificial intelligence and big data analysis means to depict employees’
psychological characteristics from personality traits, emotional tendencies, cognitive styles and
other dimensions, providing scientific basis for job matching and career planning. By
establishing a dynamic matching mechanism between employee psychological portrait and
post portrait, it can effectively improve the fit degree and performance level of employees, and
promote the coordinated development of employee self-realization and overall organizational
effectiveness [1].

2. Constituent Elements and Characteristic Dimensions of Psychological
Portrait

Psychological profile is a systematic presentation based on individual psychological
characteristics data, and its core lies in the comprehensive quantification and structured
expression of employees’ psychological characteristics. Its constituent elements mainly include
personality characteristics, value orientation, motivation structure, emotional stability,
cognitive style and behavioral preferences. Among them, personality traits reflect the stability
tendency of individuals in emotional reaction and social communication. value orientation
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reflects their goal pursuit and behavior criterion in work. motivation structure reveals internal
driving force and achievement orientation. emotional stability affects stress resistance and
adaptation level. cognitive style determines problem solving and information processing.
behavior preference reflects specific work style and communication mode. Through the
collection and modeling of multi-dimensional psychological data, a dynamically updated
psychological portrait can be formed, which provides a visual analysis basis for employees'
psychological characteristics for enterprises and provides scientific support for job matching
and career development planning [2].

3. Employee Psychological Profile and Job Matching Mechanism

3.1. Construction of employee psychological portrait

The construction of employee psychological profile takes psychological evaluation theory,
artificial intelligence algorithm and human resource data fusion as the core, and follows the
system flow of "data acquisition-feature extraction-model construction-dynamic update". The
core idea of person - job fit is that an employee's job performance and job satisfaction are
closely related to the degree of their fit with the job. Employees with a high degree of fit usually
perform better at work, have higher job satisfaction, and are also more likely to stay with the
company. Firstly, psychological and behavioral characteristics of employees are collected
through standardized psychological assessment scales, behavior logs, performance appraisal,
interview corpus and social data. secondly, quantitative analysis and feature extraction of key
variables such as personality traits, motivation types, emotional stability, values and cognitive
styles are carried out by using natural language processing and machine learning methods.
Thirdly, based on the Big Five Personality Model, Professional Motivation Theory and Cognitive
Style Theory, a multi-dimensional vector model of psychological characteristics is constructed
to realize the computable expression of individual psychological portrait. Finally, periodic
updating is carried out in combination with employees’ working status, learning feedback and
organizational environment changes, so as to make the portrait timely and developmental, thus
forming a sustainable psychological portrait system, providing accurate data support for job
matching and career growth.

3.2. Elements and structural design of post portrait

Job portrait is a systematic abstract and data expression of job characteristics, and is the key
basis for scientific matching and job prediction. The constituent elements of post portrait cover
six aspects: one is the post ability requirement, that is, the knowledge system, skill structure
and experience level required to complete the work task. the other is psychological
characteristic preference, reflecting the ideal characteristics of the post in psychological
dimensions such as emotional stability, openness, innovation and responsibility. the third is
behavior mode characteristics, involving communication style, leadership mode, team
cooperation tendency and decision-making mode [3]. The fourth is the compatibility of values,
reflecting the consistency of post and organizational culture, mission, vision and individual
psychological orientation. the fifth is environmental adaptability, including the pressure level,
time rhythm, interpersonal complexity and spatial environment adaptation of the post. the
sixth is the dimension of development potential, reflecting the openness of the post in
promotion path and learning growth.

In terms of structural design, job portraits usually adopt a "three-layer four-dimensional"
model: the core layer defines job responsibilities and ability requirements. the characteristic
layer describes psychology, behavior and value tendency. and the outer layer reflects
environmental adaptation and development space. The four dimensions are cognitive
dimension (thinking and judgment), affective dimension (emotion regulation and empathy),
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motivation dimension (achievement motivation and responsibility drive) and behavioral
dimension (execution style and social style). This hierarchical model makes the job portrait
have clear structure logic and operability, and provides quantitative basis for subsequent
matching analysis.

3.3. Matching mechanism between psychological portrait and post portrait

The matching mechanism of psychological portrait and post portrait is an intelligent decision-
making system that realizes "determining posts by people and promoting people by posts". Its
core is to realize the optimal coupling of psychological characteristics and post requirements
through algorithm model. The mechanism is based on the closed-loop structure of "eigenvector
similarity calculation-dynamic weight adjustment-feedback correction optimization". Firstly,
the multidimensional feature vectors of employee psychological portrait and job portrait are
standardized to construct high-dimensional matching matrix. secondly, cosine similarity,
weighted Euclidean distance, Pearson correlation or Mahalanobis distance algorithm are used
to quantitatively compare personality traits, motivation levels, emotional characteristics and
behavior styles to obtain preliminary matching index. Weights are set according to the key
characteristics of the post, such as openness and creativity for innovative posts and
responsibility and extraversion for managerial posts. Then, through machine learning model
(such as random forest, SVM or BP neural network), historical performance data, satisfaction
and churn rate are trained, and the weight of each dimension is dynamically adjusted to realize
individualized optimization matching.

In the feedback phase, the system combines the actual performance and psychological changes
of employees, continuously modifies the model parameters, and forms a cycle mechanism of
"prediction-verification-re-optimization". When the matching degree is high, employees show
strong organizational commitment, job involvement and happiness. otherwise, re-matching
and adjustment can be achieved through training, job rotation, psychological counseling or
career re-planning. Finally, the matching mechanism of psychological portrait and post portrait
not only optimizes the efficiency of personnel allocation, but also realizes the intelligent linkage
of talent selection, training and career development, and promotes the double promotion of
organizational efficiency and employee value.

4. Optimization Path of Employee Career Development Based on
Psychological Portrait

4.1. Individualized orientation of career development planning

In traditional human resource management, employee career development planning usually
relies on post sequence and performance evaluation, lacking in-depth analysis of individual
psychological differences, which often leads to the promotion channel and development path
of "one thousand people". Career development planning based on psychological portrait breaks
through this limitation, taking the logical chain of "psychological characteristics-ability
potential-post matching-development path" as the core, emphasizing personalized orientation
and dynamic adjustment mechanism [4]. Psychological profiling establishes a multi-
dimensional psychological characteristic model of employees by collecting data such as
personality traits, value orientation, emotional stability, motivation structure, cognitive style,
etc. to provide accurate portrait support for career development. Enterprise training is an
important way to enhance employees' skills and improve their work capabilities. Through
effective person - job fit, enterprises can design training programs more effectively to meet the
needs of both employees and positions.

At the practical level, psychological profiling can help identify employee career tendencies and
potential types. For example, employees with extroversion, openness and innovative thinking
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are more suitable for highly interactive positions such as creative design and market
development. while employees with high sense of responsibility, strong stability and detail-
oriented are more suitable for normative positions such as quality management and project
implementation. Based on this, enterprises can classify employees into different career
development types, such as "innovative", "executive" and "leadership potential”, and formulate
differentiated development strategies accordingly. For example, for innovative employees,
attention should be paid to stimulating the spirit of independent exploration and challenge, and
flexible project rotation and innovation incentive mechanism should be provided. for executive
employees, skills further study and process optimization training should be strengthened to

help them realize vertical development on professional path [5].

The psychological profiling technology can realize the dynamic adjustment of career
development path. When the psychological characteristics of employees change due to
environmental changes, learning growth or occupational fatigue, the system can adjust the
development direction in real time through continuous acquisition and model update. For
example, through mood fluctuations and performance trend analysis, the system can predict
employee burnout or job discomfort, so as to conduct career counseling or job adjustment in
advance. Through this dynamic and feedback management approach, career development
planning is no longer a one-time design, but a dynamic process that evolves synchronously with
employees’ psychological growth. From the organizational level, personalized career planning
based on psychological portrait can not only improve the accuracy of person-post matching,
reduce post loss and training cost, but also enhance employees’ sense of professional identity
and organizational belonging. Employees are able to engage more actively in their work in an
environment where personality differences are understood and respected, creating self-driven
growth momentum. In the long run, this personalized orientation mechanism based on
psychological portraits helps enterprises to form a talent-centered innovation culture, promote
the construction of diversified development patterns within the organization, and realize the
synergy and win-win situation between employees’ self-realization and sustainable
development of enterprises.

4.2. Accurate design of training and ability improvement

Psychological portrait provides technical support for the precise transformation of training
system, which makes training shift from "universal indoctrination" to "training according to
people". By analyzing employees’ learning motivation, cognitive style, emotional characteristics
and behavior preferences, enterprises can design training programs matching psychological
characteristics to improve learning investment and conversion rate.

In the training needs analysis stage, psychological profiles help identify employees’ ability
shortcomings and psychological barriers. For low self-efficacy and anxiety tendency,
psychological counseling and emotion regulation module can be added. for high motivation
employees, challenging tasks and goal incentives can be set to strengthen internal drive. In the
process of training implementation, teaching strategies can be adjusted according to cognitive
types: analytical employees are suitable for logical courses, intuitive employees are more
suitable for experiential and case-based teaching, thus improving learning interest and
understanding depth. Psychological profiling can also support personalized path planning for
training. According to the learning behavior data, psychological feedback and performance
results, the system automatically adjusts the course content and difficulty to realize dynamic
optimization. Al algorithms can also predict learning curves and ability growth trends,
recommending the most appropriate training rhythm and content for employees.

In addition, psychological profiling provides a more scientific way of training assessment.
Traditional training focuses on achievement and satisfaction, while psychological profiling can
analyze learning motivation, emotional input and attention dimensions, helping enterprises
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quantify psychological changes and ability improvement. Through data feedback, the training
system can form a closed loop of "design-implementation-evaluation-optimization” to improve
the efficiency of training investment. Therefore, the precise training driven by psychological
portrait not only improves the organizational learning ability, but also enhances the employees’
sense of growth identity, and promotes learning to become the internal driving force for
sustainable development.

4.3. Application and ethical protection at the organizational level

Psychological profiling technology is widely used at the organizational level, which can be used
in recruitment, performance evaluation, team building and employee care, etc. to promote the
intellectualization and scientization of human resource management. Through matching
analysis of employee psychological characteristics and job profiles, enterprises can realize job
fit prediction, team cooperation structure optimization and performance driving factor
identification in recruitment stage. For example, in team formation, the system can build a
highly collaborative team based on the psychological complementarity of members. in
performance management, it can predict employee satisfaction and turnover risk through
psychological data analysis, and adjust and intervene in advance. However, the use of
psychological profiling also brings privacy and ethical risks. Psychological data are highly
sensitive and lack of transparency in their collection and use can lead to discrimination or
labelling. If the algorithm is biased, it will also lead to unfair decision-making and employee
trust crisis. Therefore, enterprises should establish a sound ethical security system. First of all,
the principle of "informed consent” should be established, psychological data should be
collected within the scope of employee authorization, and the purpose and cycle of use should
be limited. Secondly, a data security and algorithm review mechanism should be established to
continuously monitor the fairness and accuracy of the model to prevent information abuse and
disclosure.

The enterprises should adhere to the principle of "man-machine co-decision”, that is,
psychological profiling only provides auxiliary judgment, not a substitute for manual decision
making. Managers should combine situational judgment with humanistic care to balance
algorithmic efficiency and ethical bottom line. At the same time, we should strengthen the
construction of organizational culture, advocate the management concept of respecting
individual psychological differences and mental health, and make psychological portrait
technology become a tool to promote fairness and growth, rather than a means of control and
screening. In the long run, the healthy application of psychological portraits in organizations
will promote human resource management from empirical judgment to intelligent decision-
making, realize the double balance of scientific management and ethical self-discipline, and
promote the sustainable win-win development of organizations and employees.

5. Concluding Remarks

The introduction of psychological portrait technology provides a brand-new intelligent path for
employees’ career development and job matching. Through systematic modeling of employees’
psychological characteristics and structured expression of post characteristics, the dynamic
and data matching of personnel and posts is realized, and the scientificity and accuracy of
organizational decision-making are effectively improved. Based on the analysis results of
psychological profiles, enterprises can more comprehensively identify employees’ potential,
formulate personalized career growth plans and training programs, and promote the
coordinated development of individual capabilities and job requirements. At the same time, the
technology also needs to pay attention to data privacy protection and ethical norms in the
application process to prevent excessive monitoring and labeling risks. In the future, with the
further integration of artificial intelligence and psychological models, psychological portraits
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will play a more extensive role in the digital transformation of human resources, helping to
build a people-oriented, intelligence-driven organizational ecology.
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