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ABSTRACT :

This will make it possible to shortlist applicant resumes from a large number of candidates more efficiently and provide a consistent, equitable CV rating system
that is reasonably justified. The system will rank the experience and critical skills required for a specific job role. The system will rank the resumes based on the
student's goals, strengths, weaknesses, or the system's 15-16 questions for personality testing, experience, and other critical skills required for a specific job profile.
Based on the CV ranking policy, this approach will assist the HR department in smoothly shortlisting the applicant. This system will focus on other crucial factors
required for the specific employment role in addition to experience and qualifications. The association will have an expert pool thanks to this approach, which will
assist the human resources department in choosing the best candidate for a given job profile. After that, the seeker will register herself with all the necessary
information. Additionally, candidates can complete an online questionnaire that asks about their resume, goals, strengths, weaknesses, or our side. 15-16 questions
with analysis The director, who assesses the top employees based on their work effectiveness and fluidly shortlists the company's hand of the time, is presented
with the work done by the hand after the complete effects system shortlists the top campaigners and sends bus communication shoots to campaigners.
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INTRODUCTION :

The development of the Job Characteristics Model (JCM), which is based on the universality of ultramodern job design, is said to have supported and
provided further opportunities for the global Smart TPO tools that were influenced by electronic technology and the Internet. Thankfully, the approach
is now more applicable due to the growth of digital technology, ultramodern information systems, and universal access to HRM. In keeping with the
current trend, the suggested system looks for a new model of efficient human resource management in the Internet Age by designing a plan to include
the Job Characteristics Model into the HR system. At the time, the association is becoming increasingly interested in a seeker's personality features in
order to better analyze and comprehend how the seeker reacts to similar situations. This system automatically evaluates candidates based on all of the
criteria that HR adds, such as personality demanded, places and arrears, etc. To ascertain the seeker's personality traits, the system administers a
personality validation test.

The novice then reviews the top candidates and shortlists the seeker after seeing the contestants' outcomes. We will register him or her with all of the
basic facts, interests, strengths, and weaknesses, as well as 15 to 16 questions for personality testing, so that HR can evaluate the candidate. According to
the Big Five personality proposition, openness (O), meticulousness (C), extraversion (E), and affability (A) are among the five personality traits. A person
who scores highly on a personality test for affability is typically gregarious, political, and warm.

They typically get along well with people and have an optimistic outlook on mortal nature. One of the Big Five advanced-order personality traits in
psychology is neuroticism (N). The system will use these traits to shortlist their resume or candidates. Individuals with high neuroticism scores are more
likely than average to be temperamental and to experience similar emotions as anxiety, solicitude, fear, outrage, frustration, covetousness, guilt, depressed
mood, and loneliness. The top ten or more shortlisted candidates have machine correspondence after finishing the think. We offer a number of strategies
that improve the overall efficacy of the rehabilitation process. We have a mechanism in place that ranks the top hand based on suggestions and the work
feedback criteria. This approach will focus on other crucial factors that are required for the specific employment role in addition to credentials and
experience. This technology will assist the human resources department in selecting the best candidate for a specific job description, thereby providing
the association with an expert pool.

LITERATURE SURVEY :

1. "Hand waste vaticination Using Deep Neural Networks" by Salah Al-Darraji et al. (2021). In this paper, a deep neural network (DNN) model
for hand waste prediction is presented. The authors create a prophetic model based on machine literacy and investigate the use of colorful
elements that influence hand growth. The study illustrates how associations might proactively manage hand retention by connecting with at-
risk workers before they decide to quit, and it also shows how well DNN handles complicated, nonlinear connections in hand data.

2. 2) "Automated vaticination of hand waste Using Ensemble Model Based on Machine Learning Algorithms" by Fahad Kamal Alsheref et al.
(2022). This investigation uses an ensemble model of machine literacy algorithms to predict hand waste. The authors hope to improve the
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delicacy of waste vaticination by mixing arbitrary timbers with colorful models that resemble decision trees. In order to help associations take
remedial action to improve hand retention, the study offers a comparative analysis of various machine literacy methodologies and emphasizes
the importance of connecting important elements that contribute to waste.

METHODOLOGY AND MATERIALS :

The system manages human resources in an organization effectively by using a role-based strategy. With the highest degree of access, the administrator
can create, edit, and remove the profiles of managers, HR associates, and HR staff. In order to maintain efficient organizational operations, the
administrator can also monitor high-performing staff members and examine grievances, comments, and recommendations. By posting job openings that
are suited to particular personality traits, positions, and responsibilities, the HR associate plays a critical role in talent acquisition and streamlines the
hiring process. In order to increase workforce productivity, HR staff also assess and shortlist applicants for interviews, automate email alerts, and monitor
high-performing workers.To ensure a better fit between candidates and job responsibilities, candidates utilize the system to research job openings, apply
for employment, and input personal information such as strengths, shortcomings, and answers to a personality profile. By adding, changing, or deleting
employee profiles, approving finished work, and evaluating employee performance, managers control the employee lifecycle. After being onboarded,
staff members complete activities with clear start, end, and deadline dates, guaranteeing organized workflow management. Along with having access to
the highest employee rankings to encourage motivation and healthy competition, they may also file grievances or provide feedback, which helps the
organization grow.

SYSTEM ARCHITECTURE :
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RESULTS AND DISCUSSION :
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CONCLUSION :

E-commerce websites, competitive exams, psychometric testing, marriage websites, and government agencies such as the army, navy, and air force can
all use this personality prediction model. After the user attempts the survey, the system automatically classifies their personality using the data set supplied
at the back end. More personality traits might be included in the future because personality analysis and prediction have grown recently. Any further
enhancements to improve accuracy and enhance the career advising module can be made using the algorithms and data collecting. This procedure would
assist the human resources department in selecting the most qualified applicant for a specific position, providing the company with an informed worker.
This approach would facilitate the process of selecting which resumes to utilize by ranking each one. Where they rank depends on a number of factors,
including their qualifications, experience level, and test scores. The human resources department's workload would be reduced under this proposal.
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