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ABRSEH AL
Thie m«;\jm‘! work 1s concerned with the desazs wat impleimentation of Teacher
Recruitment System. Recruitrnent refers fo the proceas of soreening, selecting a

qualiﬁed person lor a job. A thorough wvestipation into the existing job
recruitment system was carried cut. As a solution w inherent problems in existing
ones, an online solution for job recruitment is profiered. The recruitment and job
search engines are used to gather as many candidates as possible by advertising a
position over a wide geographic area. It has also examined the relationship
between the recruitment sources, job seekers perception and intention to pursue the
job. In this project job recruitment application is developed and capable of
advertising job vacancies, screening applications, short-listing candidates, inviting
shortlisted candidates for interview, sending appointment letters to successful
candidates via ematls. The system adopted the project agile software development
because it promotes planning, cvolutionary development, early delivery and
continuous improvement. The front end and backend were developed using html,
U835, Php language, XAMPP Server, Wordpress and MYSQL, respectively. The
proposed system is well able to provide best results to job seekers by preventing,
nepotism, bribery, ethnicity, etc.

viii



1.1 Backeroond to the Stady
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tly low technology, including newspaper
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s and employee referrals to locate and attract qualified candidates. Other traditional

anle uced H v 7114 WETRE- . . 5 .
1o0is used jor recruitment include manual typewriters, hand delivery/dispatch riders, postal

services. handbills, radio, television, and courier services. It is impossible to ignore or under-
utihize the change that technelogy has brought in recent years across a variety of professions. In
all spheres, computers replace humans' left hand and serve as their primary assistance. These
“systems efficiently and inexpensively complete all tasks that once needed a lot of
wees, and knowledge. The human resources management sector is one of the
ones that used computers to progress. Although the phrase may appear
madeauste, if refers to a management function. In actuality, it oversees employees, or to put it
another way, 1t is in charge of managing everything pertaining to hiring, training, inspiration,
communication, and other things (Concept Answers Ltd, 2018). The process of using the more
sophisticated aspects of modern information and communication tools for staff recruitment
functions is referred to as e-recruitment or online recruitment. The rapid development of modern
Information and Communication Technologies (ICTs) in the past few years has resulted in an
increasing number of people turning to the web for job seeking and career development. Both the
job seeker and the job poster find the process of looking for work and completing an application
from the applicant's side to be difficult (recruiter) (Zalki and Atlam, 2021). The same challenge

applies to job postings, as there is a complicated procedure beginning with the job

announcement, choosing the best method to contact the ideal candidate, assessing the requests,

K
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Py NIONSY 10 ¢
fure m its conventional form, computer systems stepped up and declared that

the hinng procadt
again offer the most dependable answer for all parties. Online hiring platforms

this point. A lot of companies use online knowledge management systems to

b seckers and hire employees, exploiting the advantages of the World-Wide-Web.

-nables employers and job seekers to advertise openings or conduct job searches

»st and with the assurance that they will quickly reach a large pool of applicants.

recruitment systems are online web applications where job searchers can

independent!y search for and apply for positions that fit with their goals and qualifications. For
many users worldwide, this system seems to be a hero (Tang, 2016). Either in universities or

other institutions, Quality and Development Authority (QDA) must rely on these systems to offer
opportunities to a sizable group of brilliant individuals and to ensure the caliber of the recruiting
~recdure For instance, many fresh university graduates are unsure about their next steps and
how to create the ideal CV in order to apply for jobs or training opportunities. Many of these
issues are resolved by online hiring practices, which also boost productivity across a wide range
of industries and improve quality and development. A lot of companies use online knowledge
management systems to hire employees, exploiting the advantages of the World Wide Web
These are termed e-recruitment systems and automate the process of publishing positions and

receiving CVs. In recent years, e-recruitment technologies have grown rapidly, enabling Human

Resources (HR) firms to target a huge audience at a Jow price. The necessity to commit humar
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open positions may be onerous for HE de partmen t : :
pe . ‘ ' harm v caidd be improved by automating

the analvsis of candidate profiles to identify those that mateh the regquirements of the post
ing Machine learning brings manv adus vl afficiend it

Using Machine learning brings many advantages and efficiencies, as it makes use of the existing
data about the candidates, considers the job requirements, and selects the best candidate. The
oal of this study is to ¢ " b b Bl :

g { Study 1s 1o create an automated web-based online recruitment system that changes the
manual hiring process from its manua! 1o automatic state. This system aims to replace the
conventional methods of job searching, application, and hiring by assisting both employers
{ v~ eyt e} arel o 13 >, '3 o H i » - H s

(recrunters) and candidates (job seekers).In the study, the applicants’ evaluation is based on a
prodetines set ot objectrve criteria, which are directly extracted from the applicant’s LinkedIn

: personality characteristics, which are automatically extracted from his

o, “rv taken into account in his evaluation.

1.2 Statement of the Problem

The conventional method of applying for a job—which involves seeking for it in the newspaper,
phone book, and among family, co-workers, and other people—appears to be unproductive.
Additionally, manually posting a job opening and contacting the top candidates are insufficient
tasks. Both sides' laborious hiring processes cost money in every way. Starting with the tools that
iob seekers use to conduct their job searches and the perspective of the employf;ts who they
frequently pay to post job openings. The institution or business may not be able to get all the
skilled people they require despite these advertisements. Until they locate the right applicant, this
process must be repeated. However, submitting a paper application to a company is rarely

particularly successful. Consider the following scenario: Person X applied for a job in 2019 and
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itself on us always has the answer 1o this. Yes, technology has altered the world and
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proved upon conventional practices. Now that they may compete with others and advertise
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o searchers can look for possibilities in their preferred industry. Companies can
promaoie their chan

ces for very little money.
2.5 Aara and Objectives of the Study

The aim of the study is to develop an e-recruitment model for teachers using Machine Learning

Alporithm. The specific objectives of the study includes the following:

1. Develop an online recruitment system for teachers
2. Design a web base online job exam system and result display.
3. Development an automated applicants job ranking system.

4. Implement the system using a high level programming language called PHP and Java

Script.



1.4 Significanve of the Studdy
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D alse be beneficial to the beneficiaries in the following ways:

Developing a machine learning recruitment system that will help in the decision-making

A A 0

process, which is based on analyzing data on each candidate.

1. Improving the quality of large scale recruitment of teachers in the academic sector.

1.

Candidate will have faith on the result and will be unbiased.

LS Scope of the Study

pe of the research cover areas such as government agencies, companies and corporate
‘on that used enhanced online employment technique in their operation. However, For

the purpose of this work particular attention will be on the teacher and hybridized machine
learning tools.

1.6 Limitations of the Study

The limitations encountered during the course of the study include the following:

i. Lack of sufficient power supply: this constraint affected a smooth and effective use of

the Internet.
1i. Time constraints.

iil. lusufficient funding.
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paid for, where ane party, which mav be o corporeiion, tor proi, not-tor-peofit organization, co-

operative or other entity is the employer and the other is the employee,
Artificial inteflipent
anhical mtelligence is the simulation of human intelligence processes by machines, especially

computer svstems. Specific applications of Al include expert systems, natural language

processing, speech recognition and machine vision.

Hybrid Learning Models

I'his models make it possible to expand the variety of business problems to include deep learning
This can help us achieve better performance and explain ability of models,

WL uncertamts

which in tum could encourage more widespread adoption.
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L-recruitment, alse known as online recruitment, refers to the use of web-based technology for

the various processes of attracting, assessing, selecting, recruiting and on-boarding job

candidates.
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Cheosing the best candidate for 4 position based on thesr

as recruttment. In the current era of technological advamcmmert. the internet is reguired for all

advanoemerts, namely the msnner of
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work, Everything bas been impacted by these technobeoies:
tinking, dwelling. communicating, culrore, sconomy, demmoagrapiics, and even society. The

work of life has altered as a result of evalving rechoologies There i constantly 8 nead for xkilled

workers 35 the orpanization. E-recruitmemt was creased = @iwe gramner Online recRnting 18
rnather name for e-recruitmient. The application of wechnoliogy % facilitate the hiring procesy i

ac ceenprmptmeat The reomiiting process differs when done traditionally, and o

Enown
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St how rechiilment is done in organmations today. Today, a variety of
ot as Nakuri.com, Monster.com, Shine.com., Fresher's World, Times Jobs,

petwirrk g wfen
Pankedin, Pooc fobe Adents, ete., are used to find qualified candidates for employment. These
siien have owerged as significant sources of good persomnel for both employees and
organizatiens. These are some of the greatest employment sites in the country, aiding those using

them 1n finding the best candidates for open positions inside their organizations. Currently, they
offer job postings over the World Wide Web.

Edwin B. Flippo (1979) stated that "recruitment is the process of scarching for prospects for

work and motivating them to apply for jobs in the business” in his definition of e-recruitment.

According to Galanaki, e-recruiting is the practice of hiring using corporate websites, specialist

websites, or online advertisements (2002). In the fifth edition of his book Human Resource
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According to Parry & Wilson (2009), recruitment coraprises all methods and actions taken by a

tusiness with the matn objective of locating and luring potential pe rsonnel.
34 E} t

2.2 Benefits of E-Recruitment in the Organization
A The diversity of the candidates

Employees get access to online job opportunities through e-recruitment. Because the scope 18

broad, a variety of applicants from various levels—internationally, nationally, and locally—are

! 1o apply, expanding the candidate pool and giving companies a better chance to fill

SncoMIragea o

open positions. E-recruitment is a speedier method of hiring. With its simplicity of use and quick

N 1 LA OL

sethods, such as email addresses, phone services, and job alerts, it aids

mplovees in the recruitment and selection process. This aids in the periodic

employers and emp
updating of information for recruitment.

ii) The administrative load is lessened.

The administrative burden is lessened with e-recruitment. The applications are sorted by e-

.ccruitnent, which also develops an ability pool that aids in the HR process. The cost to an

organization of performing administrative tasks that they wouldn't perform in the absent of

organizational norms is known as an administrative load.

iii) Saving time



Our time 18 saved by e-recriitment o " . _
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online, and it i3 inexpensive. [t shorfene tha b . ; y
] s e hbing precess The organization atiracts employecs
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¥ REOPUNY an eieclronic recruitment process
iv) Job Portals

Different employme T
yment portals are offered by the e-recruitment process, including those for

corporate websites, jo B i ) _

Job or career boards, and professional websites of various organizations,

online jobs, and career advert; . : oy s i
: crtisements. These job portals aid in the electronic hiring of workers.
2.3 Problems with E-Recruitment
Tha €41 e H (T ICTIIAC et h = 2. . 5
the following issues with online hiring are identified (Rathee and Bhuntel, 2017):
udgement error since employers are unable to evaluate candidates' qualities without
to them in person, which reduces the system's dependability.
-onalization makes it challenging for companies to evaluate applicants because the
applicant might have overstated in their application.
3) Because candidates' full profiles are accessible on online job platforms, there are a number of

privacy concerns.

4) Candidates must have internet access because they cannot check the portals or websites

without it.

5) Sometimes job seekers find it challenging to apply because of the complicated web forms.

f false offers also exists since it is challenging for candidates to distinguish

6) The 1ssue o

between genuine and fake offers.
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2.4 Effect of e-Recruitment's on the Organization

Thea et o n A g e o . ) . , | . X
Ihe most cracial resource for a company is its human capital. The quality of the employees
employed by an organization determines whether it succeeds or fails. Organizations cannot
advance without creative labor and favorable employee contributions. According to (Rathee and

Risyyvmtel YD1 o o N - ) ne i . . . .
Bhuntel, 2017) analysis of the effects of internet recruitment on an organization are as follows:

a) Application ranking: The position of employees in relation to the jobs they have applied for

with the applicant ranking process. It has a significant effect on the workforce because

here is less time wasted and alternative possibilities are available at the same time thanks to
online recruitment. It is determined by the employee's training, professional background, and
loyalty. According to the demands of the employment post, (Athansios and Tzimas, 2012)
discovered that each criterion has a varied value in the candidate rank. According to (Khan et al.,
207173, the web is the most popular place to look for jobs, and an applicant's job rating has a big
impact on whether or not they intend to pursue the position for which they have applied.

According to Nasreem et al. (2016), the majority of respondents chose e-recruitment due to the

benefits of higher applicant quality, a bigger applicant pool, quicker hiring, and lower costs.
Ahlawat and Sangeeta (2016) discovered that using an internet-based system to handle candidate

application rankings offers considerable advantages in terms of effectiveness, cost, and the
capacity to keep an eye on hiring practices.
b) Corporate websites: These websites assist businesses in finding talented and qualified

workers from a variety of job boards, such as Nakuri.com, Monster.com,

10



A rpanizations hwve altermatives,

grehcatons on business websites
tr register with the tompany’s datubrse Actording 1o Ahlawat and Sangeeta (2016), web sites
are the digital platforms that display information about the company, frequently containing HR
data and job recruitment links. Farthermore

» Fred and Kinange (2016) discovered that as a result

Of wac I'}Slnil

COSts and rigidity of altern

-

ative recruitment strategies, corporate websites have

grown to be a more widespread phenomena.

b) Novel ideas and INnovativeness: Innovativeness and new ideas are transforming how people
ve. B-recruitment is a novel concept for finding new personnel for the company. Through the

ntemel, promotion and application support are provided. Due to cheap costs, lack of inter

r shifts, and candidate preferences, new recruitment ideas and policies should
D nd proactive in order to keep up with market developments. Tyagi (2012)
L:‘ CGVETT( oesa

oecause of new ideas and innovation, the recruiting policy is adaptable and
proactive in tl

the age o

1 globalization., According to Khan et al. (2013), the globalization and

electronic revolution have altered people's daily lives, and e-recruitment is now widely used.

ry*

, ilghar standards of uniformity and agreement: Information provided by applicants is
collected in a consistent, standardized format that makes comparisons simple. Shortlists can be
compiled more objectively thanks to this, and it also creates an auditable data trail that helps with
regulatory compliance. Smith and Rupp (2004) conducted research on an organization that
developed a successful e-recruitment platform to locate applicants of higher caliber and enhance
hiring decisions while spending less time and money. According to Jobvite (2012), recruiters that

used internet recruiting saw a growth in both the number of applicants and the caliber of

11
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¢ online application system, Sylva (2009) discovered that the website's features,
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» >
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and user-friendliness were by far the most crucial factors of applicant

et on employees' performance

E-recruitment has a positive impact on employee performance because it saves time, is simple to
use, offers chances for growth, promotes work-life balance, conducts interviews online, and
enhances employee performance. The effectiveness of the personnel is enhanced by e-
recriitment. E-recruitment has emerged as a practical and advantageous strategy compared to
traditional ways of recruiting. The authors contend that improvements‘ in technology and
business methods streamline corporate operations and improve productivity. According to
Plessis and Frederick (2012), monies should be allocated to monitor the effectiveness of e-based

systems. According to Babalola et al. (2015), e-recruitment has a considerable impact on a

company's performance in terms of cost- and time-saving measures.

12



3, Greater possibility of success

Employees that use the e-recruitment process have @ higher likelthood of success, and using this
1 YT i 2T . - 1 T 2
wcrmologlu;! {Ool, xﬁlplny{;czg pgri{,;m better. Resources are accessible :1r(>und~thc-clm_i\. LhC)

inspired the stafl members to succeed and advance. For a higher probability of success, Bizer

and Rainer (2005) discovered that many businesses use online recruitment systems 10 hire staft.
4. Effect on how employees perceive it.

E-recruitment should replace the traditional hiring method. Employers who use e-recruitment

help their employees advance their professional skills. The use of the intemet has signihmnﬂ.y

tered the recruiting process. Large and small businesses alike are increasingly using it. As 2
It, e-recrintrment and employee attraction at the workplace are good. According to Khan et al.
7013y, emploves attitudes and recruitment sources have a significant, positive impact on
applicants’ intentions to pursue positions they have applied for. According to (Rakholiya and

,aiipecia, 2013), candidates have a favourable opinion of e-recruitment.

5, Usage case

 snsc of use has an impact on employees while using e-recruitment. Employers in the
commercial sector as well as businesses in the public sectors benefit from e-recruitment.
Candidates submit their resumes to the central database, where the system screens them and
sends the applications to the appropriate candidates. Employers and candidates may both save a
ton of time with the pre-screening software that is now being used. E-recruitmentoffers more
user-friendly job chances and a variety of online application options. According to (Rakholiya
and Gupta, 2013), using e-recruitment websites is seen as simple, transparent, and

understandable.

13
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Tyagi (2012), with an emphasis on e-recruitment trends and practices in India, the author

expanded the body of research on recruiting methods. The study discussed several hiring
advantages that organizations that employ them receive. According to this
ng the hiring procedures enables businesses to implement the finest hiring
et the top candidates on the market. Through career websites, this results in

st ter s lesv sy s e
Mol SRRSO divd il

- opportunities, and it also offers better recruitment tools for choosing qualified

people. E-recruitment is not a complete replacement for traditional hiring practices. It speeds up

i lining process and complements conventional approaches.

Poorangi et al. (2011) evaluated the benefits and drawbacks of e-recruitment methods, as well as

the practical and managerial consequences of e-recruitment strategies for SMEs in Malaysia. A

conceptual model was constructed from the literature review on the basis of the assumptions,
which covered the idea of e-recruitment from an e-business and human resource management
noint of view. A structured questionnaire was used in an empirical investigation with a sample
size of 60 SMEs. The study discovered statistical outcomes of Malaysian SMEs' hlrmg decisions,
which were primarily made by top management (entrepreneur, CEO, or owner). The study

discovered a scarcity of data on user behaviour towards electronic systems utilizing technology

14
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e ‘P adoption in Nigeria. This report recommends conducting a diffusion study

e-recruitment to pinpoin o : . . .
PInpoint the factors that influence how widely used the technology is across

(2013) analyzed how applicants felt about the value of e-recruitment
websites, how long 1t took to process their applications, how much it cost, and the particular
criteria they used to choose a job through e-recruitment. The sample size for this research was
100, and convenience sampling was utilized to select the sample. The research approach was
descriptive and analytical. This study concentrated on how individuals perceived and were
satisfied with e-recruitment. Based on personal awareness of the industrial practices offered

online, job seekers must provide helpful information, user-friendly web-based recruitment, and

fun web-based recruitment to job seekers.

Snahila and Vijaylakshmi (2013) compared and contrasted e-recruitment with traditional
recruitment practices, as well as its benefits and drawbacks. They also concentrated on the

potential of e-recruitment as well as the trends and procedures of the company's e-recruitment

process. The study's findings showed that adopting e-recruitment required more than just
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Kha - studied the relationship between recruiting sources, job seekers' perceptions,

pursue the job in order to understand the significance of recruitment in this
espondents provided information, which was then collected and analyzed in light of
\ccording to the study, the internet is the most common place to look for jobs,

A 1IN CAeicere

d job seekers intentions to pursue positions they have applied for were highly influenced by

their impressions of those occupations.

Razaullah (2013) studied the use of e-recruitment within organizations and the 1se of

“hnigues as a workshop attraction tool. The goal of the study was to determine
ntment technigues aided in attracting talent; the telecommunications industry was
chosen as the focus of the data gathering. The attraction of employees to the workforce and e-

recruitment has a beneficial link. This study established the beneficial effects of e-recruitment on

staff hiring and growth in the telecom industry.

Kaur (2015) centered on the requirements for efficient e-recruitment, procedures, e-recruitment
trends, and advantages and disadvantages of the e-recruitment. Exploratory and qualitative

research methods were used. Various publications, articles, and research papers served as
secondary sources for the data. E-recruitment should complement and cover the traditional
approach, not replace it, according to the author's suggestion. This will speed up and save time
during the hiring process. There has undoubtedly been a paradigm shift in how firms approach

hiring, and the value, effectiveness, and usability of career sites.
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ST et o deg Csnanapement positions for which 1

voruiinent, dentified the benetiis wost frequently ceperienced by Pokistani SMLs in

(1 gevtor oy vontrstied the Opitions of wale snd female recraiters, noted disparities, and

pinpeinted e drawbacks of MUy iy 1he Il sector on the resulis of e-recruitment in Pakistan,
Phe s=huad

soveredthat the mnjority of firms in Pakistan were currently employing both

Fittairse i 1Y% !‘-.\‘, \ . it L J y & 3 - oy - —
{raiion ' CIECIrOme  reoritment methods  tor  thelr hinng needs, while [T-based

eyt PRI ECREYY i <ty LY M ¢ ® Lt ' tan -
argantzations are stll hesitant (o totally rely on clectronie hiring. Additionally, it was discovered
'brespondent husinesses use all three avenues of recruitment to fill all top,

wer fevel roles (own websites, commercinl jobsites and socinl networking sites).

wln {(2010) examined the many e-recruitment sources available to the

stmplieity of use for the company, speedier hiring, staying ahead of the
compelition, cost savings, convenience of use for candidates, and a huge candidate pool. This
study included o number of in-depth analyses of e-recruitment in order to understand both its
advantapes and disadvantapes. The tirm could track and manage applicant applications using an
mternet-hased system, which would have a substantial positive impact on the effectivencss, cust,

and ability to keep an eye on the hiring process.

Sherkar (2015) recognized the different e-resources that are available to help with the hiring and
firing process in hotels, their benefits, and their effectiveness. There was a simple random
sumpling. The survey included the [ive-star, four-star, three-star, and low-cost hotels in the
hospitality sector. According to the author, HR should identify qualified candidates for hiring in

the top management cadre, und e-resources should be primarily employed to draw in talent and
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aongs L4 examined the orpanization’s current e-recruitment practices, these
AVe ab impact on the orpanization’s e-recruitment process's organization, efficiency,
Tbe HR division oversees the diversity of the workforce with regard to culture,

e vl AR e u':\»-g';.’-‘l'.‘..’.Il\.\[)& benefite and salarv. The Rfudy‘.“» foundation was SE:COndElfY data,
» wes gathered through scholarly journals, the internet, and books. According to this study,
em to more concerned about hiring a qualified, quality-oriented candidate over one
oncerned with price. The recruitment process involves active participation from

- head hunters and recruitment agencies. E-recruitment promotes organizational
rmance, efficiency, and effectiveness. Particular internet recruitment techniques
rbute to organizational advancements.
(2017). presents a new e-recruitment system based on MOOC as the main
recruitment. The system was intended to aid recruiters in the hiring process by giving them

sizable profile database with numerous selection criteria. The system aims to

»
[34]

two things: first, recruiters may use the system to help them locate the finest

" I
arrarTiiIch
S SSETDEE Y a2

m into their organizations, and atiact a lot of young people and jaob

3

candidates, integrate the
searchers 1o their MOOC platform.

Rzmadhani and Zarlis (2018) researched on analysis of E-recruitment system design. The writers

discussed online hiring platforms like LinkedIn, Reed, and Indeed as resources for potential

emplovees looking for jobs. Employees must register their email address, name, preferred

hachelor's degree, and desired pay on this website. After that, the system will provide candidates

2 link 0 the company's job postings so they may quickly and easily register with the system. But
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ST : at least
'ge of a software development paradigm and ¢
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‘ . g w] + Techknigies
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Th~

. . ) ) ety 3 ive model.
.:\~\*:\{\‘\i t\” !hl'\ "‘“l('}' 18 1}11\ ‘I"][,_r)()‘,‘/n DCSlgn approach W]th ][CT&U
i T2 T . . : 2] 1% lin Of a
yocording to Nath (2018), the Fop-Down Desjen technique is essentially the dismantling
LI | - . - 3 kL -‘ (_it‘.Si
sysiem 10 00l msight into jts compositional sub-systems. It is also known as stepwise gn,

T FANTATIIN O
VT SO i

. " -down method
casoning, or used as g synonym of analysis or decomposition. A top-do mn

: : - : ) . . ification is
Verview without providing any specifics. Then, until the entire specification

Y oy e

fents, each subsystem js improved in even more detail, perhaps at numerous

It

mple to track down a specific section of code inside a software program. the
Jesign technique

is built on the use of modules, which further divide the program

' ¥ 1
into smaller module

nodules. Based on its own functions and processes, each module.
Module 1
Module 2 Module 3
Module 4 Module 5 Module 6

Figure 3.1: The Top-Down Structure,
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wan IBM enuineers Harl: : ‘ . i A aracli !

when {BM engineers Harlan Mills and Niklaus Wirth created the top-down paradigm for
aware development in the 19705, it hecame widely used Structured programming, which
\l.'fl\ \‘.‘“\ .‘E\‘-PL"L{. hl..‘li‘('(l to i]l’lpl’(\\'(f tll')f_'. qudh[‘;’ (H]j HEMJY{:H Lh.: mnunt ()f‘ Tir,'m- r\;up.('.:ag‘ i~

H ~(YIYITY e ) L | - [ - i = "
arpjuce 8 COmIM ter program. Once more, Wirth created a programming language called "Pascal

gt utilized the top-down methodology. Top-down T rogramming has the following advantages

>r pperational errors.
‘ime (each programmer is only concerned in a part of the big project).
ent method of processing (each programmer must usc their expertise to their
cnts. or modules), resulting in an efficient project).
eintain (if an output error oceurs, it is simple to determine which module of the

comp wgram caused the error).

,| Design& Testing Implementation
Development ki
. Design & Testing .
Requirements »| Development o Implementation
Design & > Testing > Implementation
¥ Development

Figure 3.2: Iterative Model Structure.
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ative Model: In (N i
qrerative | € N (Nwachukon e d Tatesia ‘ souaht aboot using the Iterative

~remental) model whien e
(incremental) model, which diyides software into lier modules and has each module go
ueh the Seps of reauirerm e ) , ) .
throug I TeqQuirements, design, testing, and implementation.
cording to Mwar: . . 1.
Accorcing chukwu& Igbajar [4], the fallowing situstions frequently employ this model:

11 g | Pr——— *
1. The system's requirements are well-defined and wundersood.
i P34 S QERER. 0 S

iie certain needs may che . : : . <
p 00 i needs may chunge over time, the majos ones must be outlined.

[ye)

. The market limitation has jtg place and time
. a2 Lidik

2

4. The development team is utilizing and learning 2 new t=chnology.

5. The required skill set is not currentiv available and wili omiy be employed on a contract basis
for a limited number of cycles

Some high-7i5k abjectives and teatures could change 1n the future.
3.2 Analysiz of the Existing Svatem
The  exist ~vstems  enables jobseekers to search through print media like poster
advertisemness newspapers and visual media like television or company websites for
emploviment opportunities. This is a tedious task as it takes a lot of time and energy o scaicii fui
the ripht job position, learn about the position and about the company. Job search for proper
match of skill set and salary is challenging. Job seekers can also find jobs through job fairs where
they must first make it possible to attend the fairs which might be sometimes impossible with
their schedules and if they visit the fairs they must hand over paper printed resumes. The more
the number of candidates the more the number of papers for the company which is a lot of
manual effort. Again, jobseekers might get job offers through placement cells in respective

colleges but getting hold of the right opportunity =t the night time is always challenging. On the

other hand, the same goes for employers who are fooking for candidates who are best fitted [ui
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1.3 Analysis of the Proposed Svstem

Thee arfrmesed Savemintment

M mplements astomussd candidate ranking based on a set of

crodible Crvera which w B . , ' ; ¢t
B WET Wl be eany for companies w fegrate with their existing Human

e < s O > e
HaBoUILes SRainapEne

Al intrastructure. In this study we focased on four complementary selechion

=iy bducation (in years of formal academic training), Work Experience, Lovalty
{sverage mumabar of years spent per job) and Extraversion. The svstern architecture, which is

shown n Fig. 3.5, consists of the following components:

iy Applicants Application module: It implements the input forms that allow the candidates
to apply for a job position. The candidate is given the option to log into our system using his
Lmkedin account credentials, which allows the sysiem 1o automatically extract all objective

- sclection criteriadirectly from the user’s Linkedln profile.

g 2) Personality mining module: The applicants” personality traits are critical for their
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In the Web 2.0 era, there are large amounts of textual data

31 13 by <
for MUIIODS WEO vsers, that haveheee 1 .
j cbeen shown 1o be reliable predictors of user's personality.

propased SYStem  automead e i
t lomates the task of personality mining using text analysis. Thetext

these WwWorks ie i
'S performed with I'WC(Linguistic Inquiry and Word Count) system,

¢uich extractslinguistic f - )
whiCil CARAL guistic features that get as markers of the author’s personality. LIWC uses a

enonary of word stems sified i : . sce . A
Jichonary Ol stemsclassified in certain psycholinguistic semantic and syntactic word

#€S written text samples by counting the relative frequencies of words that fall

Pennebak er ;s 5 e . e
fennebakerand King have found significant correlations between these

guency < ¢ and theauth

or's personality traits as measured by the Big-Five personality

" the candidate's blog TIRL is provided, it applies linguistic analysis tohis blog

—f

posts to dentive features reflecting the author’s personality.

3) Applicant Grading module: It combines the candidate’s selection criteria to derive the

candidate’s relevance score for the applied position. The grading function is derived through

supervised learning algorithms.

Each applicant’s qualifications, as well as his relevance score, are stored in the system’s

dalzoase. At the end of the recruitment process, the top candidates are called toparticipate in the
interview process. It must be noted here that during the job application process, the applicant is
not required to manually enter information or participate in time-consuming personality tests.

Thus, the user friendliness and the practicality of the system are maintained.

33.1 Advantages of the Proposed System
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Figure 3.6: Input form of the proposed system
34.1 High level process design

In the software Development Life Cycle, the output of the system requirement analysis phase can
be considered as an input to the system design phase. The architectural description of a System
with details about its components and sub comporents is called System design. The pictorial
description of the system, modules, and sub systems gives a proper overview of the system and
its design details. Through UML diagrams we specify and visualize various aspects of a System
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o2 W of the system. Use Case diagrams models the system and the

obsystems ol an applicati ——
DS pplication. There are some external and internal factors that marks the
jvnami

¢ nature of the Use Case dj : .

Use Case diagram. We call them actors. While Use case diagrams can be
~ansidered as a high- L : : ;
const a high-level requirement analysis of the system, they give a clear notion of the

wors and their roles (use . . . . . : \
S les (use cases) and hence is an important pictorial representation 10 understand

~etem spectiications

ons 2arly in the project. Use case diagrams are a clear visualization of actors

cxiernal factors), their roles (use cases) and relationship amongst these actors and

v :-1' Y S Y fi‘ 1< SYr ot/ . - e -
their roles.In this system there are 5 actors namely admin, new user, registered user, new

employer, registered employer. The different use cases are:

View Jobs-The admin can view all the jobs on the portal.

Register — If there is a new User or a Company they first must sign up to the job portal.

Login- Once the new company or the new user signs up they can sign in to the portal. Retrieve
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Figure 3.7 A Use-Case Model of the Proposed System
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34.3 Sequence diagram of the proposed

pictorially represented by the

The sequential flow of a system along with its sub system is
diagram is an overall system sequence diagram, sequence

sequence diagram. As the following
drawn at the modular level for every component in the system. Sequence

diagrams can also be
irements than on the system design. It focuses more

diagrams emphasize more on the system requ
s delivered just after a sequence of activity occurs. Overall a

on the sequence of message
n modelling and documenting how a system should behave and helps in

sequence diagram helps i
cal behavior of complex operations and functions. . Once the appliCaul waiios
self/herself to the portal, then reach his homepage. There the

ad his resume to the

validating the logi

to login, he first should register him
an advanced search for the desired jobs, uplo

user can view all jobs, make
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Figure 3.10 Output design of the proposed system

1.5 Database Design of the proposed System

A good database design is the backbone of a good web application. We used MySQL

Workbench as the database tool and MySQL as the database language. We also created four

tables in the database which was identified to make the application work well: exam

question,applicant’s registration table, login, successfully candidate table and admin table. The

other field is called the password. Here password has been encrypted by AES encryption strategy

5o build a secure and robust database, such that at no point of time any user can get hola ol e

password except the admin and there is never a security breach. Job: This table contains details

about the jobs that are posted by the company and both approved/disapproved by the admin by a

special flag column called status.
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Figure 3.11 Logical Data Model

3.6 Security mechanism of the proposed system

After the security requirements have been identified, we proceed to the design ﬁhase of the

security engineering process. Data cryptography is required for the prevention of the intrusion of
party post on the social media. In cryptography, encryption is the process of encoding
information. This process converts the original representation of the information, known as
plaintext, into an alternative form known as ciphertext. Iceally, only authorized parties can

decipher a ciphertext back to plaintext and access the original information.
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Interface testing

database server. And they all passed the test cases.

Compatibility and performance Testing



ihon variety of
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| m ook great i al
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14 1ast irried out performance testing
% 30K A \WHTCIM 1« i
AN sSeals .
i 1-\““ :1C'|'.|i,.i,"i"-| ithist {
ub] tnstand multiple uscrs
g It AanG LRYSCuNsion
thoy §
\{ .‘wH\\'\\i‘uP:(fjg_uh .
" 0¢ recruitment Svstem
" web base online jol

D exXam svstem - ]
‘ m System and result display.

‘-:-ir\"—"’ .
itliOmateg et

ited applics iob rankino . . . T
pplicants job ranking system using machine learning Algoritio...
e ismg a heh level programming language called PHP.

pew system i an develop an e-recruitment model for teachers using Machine Leamine
Algorithm. The new system with the help of Machine Learning Algorithm compared to other
model of employment or employee management system is positively impacting productivity,
jcation, creativity, relationships and problem solving in terms of employment

AOTTITIIIITIA $
COmMnUnIalIVil,

manzgement system. The system works as a standalone, where employee gets feedbacks on any

activity he performs rather than other system that requires human effort to send feedback.

The svstern made use of one database called the employes table with different tables to hold

zpplicant and admin information, this database will be able to store millions of data compare to

tha

Ladine

existing system database. In this system the criteria used in measuring the competence ot

employment status is the immediate online exam that the applicant will participate to determine
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the result will & system, the applicant knows his stand af )
socause (tne resutt wy be dis ppiicant knows his stand alter the cxam
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played after the exam ; 3
o - CXam immediately ¢ ave » hig ¢
ore the system was hoste diately and saved on s dashboard.

»
ot

v

d {0 ﬂ "

: ware te
WAare testing wa
£ Wa

s carried out to check if there is any bugs. Unit

can find more def

+ing 1s IMportant because we
dclects at the unit test level.

s
ool
W

(4 Documentation

I arnmn ot
' e

. all the job a fi A
” pp, the following steps are required:

Extract the main job zip file.
Qaarch tor the folder s : )
carch tor the folder main files in the main theme folder.
1 ANty ~AamMmnrags . . . .
~nress the main files folder and upload the main_files.zip file into your server

using FTP or Cpanel. Extract this and use. Or user Xampp local server

4 Create mysql database using cpanel or your hosting providers' system. Then import

ine job.sql file (that you got into the job folder) into your created database.

5. Now you will have to edit the configuration file. And to do this go to: admii

n it with a text editor. Change the information to your loc:

>inc>config.php and ope
e, user, password and database name

configurations. Such as server-Name/hostnam

45 System Setup and User Manuel
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amlin < Dl Witre and woliw

are legiures of the system

¢ ardware Reguivementy
i

Vil

T

 following are hardware requirements for the

ill\“l'."“l'.'n“,'ll system;

Naal Core Processor:

: . . - 04 ike
1'or best performnnee ve recommend a dual core process yw |

! ey ¥ .
Are 13, Core 1o
CcOf

as mintmum requirement

metl C© 1) ( \ . wnde jnt ot
I‘themet connection (LAN) or a Wirelesc Adapter (Wi-Fi): The system neade inter
connection to work,

N A sy ey
CIMOD

HAM)2ZGB RAM capacity and above will enable the system run smoothly

vessar sneed: 2.0 GHz and above
eriis 32-bit or 64bits
Hard disk: Size of 60GB and above

file system: NTFS file system is required for the hard disk.

152 Software Requirements

Ti

e
i~

L

ii.

fil.
Iv.

W

following are the software requirements of the system;

window 7 and higher or Mac 0OS X 10.3 Panther and above
MYSQL Server

Text Editor such as Visual studio code

Xamp/Wamp

Google Chrome web browser 15 recommended

4.6 Interface design of the proposed system
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Figure 4.1 index Page

jon page provides the user an interface to register or

The registration page: The registrat

1 the application. it contain a single form that contain the

subscribe as one of the applicant i
following details Firstname, gender, username, password, email and phone numbei. Tue syswiu

generate €xam number to every applicant after registration.

works in as an expert human it
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Figure 4.3 Registration Page

The Profile page This page contain four major component that lead to the information of the
gpplicant s of her profile, educational background, employment eligibility status and

employment status also a link to take a test or exam.
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i ; - icati i i
_éixam login page: the exam login page is another level of authentication to check if the applicant

.o exam earlier, if it finds out that the user has already taken the exam, the system will

T NN

¥
t

somatically logout the applicant no matter how many times he tries.
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The List of Applicant: this is the list of applicant from the admin viewing page after a

eossidlwpin. The page some function buttons for admin to view and update the entire process

of employment by clicking on the profile button of his choice
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Figure 4.6 Result Page

43



ST inagns
UMMaAg

mary
¢ :.sifﬂ
sht

i
e s
o i a5
-
2
=
-
e,
-
{
e

;chieved the fo)
Gquady ca e “hlnwinh

I‘Oxnhf}“

i o4, i

~celop an online recryj
\evelo] < 1€ feCruitmen, Syst
Syslem.

L s e 3

A web hase ‘
web base online jol (.}

~2 1)
i
§ XS
i

am syste
ystem and regylt display

.A«",!\!’."};\,Ji~ an a C ’1 i I) E
- ™ 1 I \.n. )[il( tﬁ (1 an “( ( I (™
‘djllS &.‘\‘ "i”“‘l
J L I NP sv '("‘{ an IIXI .
Vil SYS i d pl

Y |
eIV

e A M4 v g

. lavel nrooran :
 level programming 1211121\.1&?,& called p
- - LAilCC k 1‘1;

- ?';-&w;v!_:::—-_w_ '...\ an dc\re‘lop
’P an e-recrui
tment model for teachers. It has been observed that the
1t DTOCess 1Ny Q‘“"C‘i tl )
IVEes the stapeg g , . )
ges such as searching the job folder, assessing and short
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- - the e-recruitment process have also been reviewed, which include
ced recruitment costs (includi : . '
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