Smart Competency Diagnostic and Candidate Profile Score Calculator 
                     
                  Abstract
· Project Concept: Comprehensive Employment Platform/Portal The current employment portal lacks a personalized and adaptive approach to job matching and skill development. There is a need for an intelligent system that not only matches job seekers with potential employers but also identifies and suggests training courses to bridge skill gaps.
·  We wish to design a competency diagnostic which would ask a series of questions to students to test their competence and based on their scores in the test, recommend jobs to them and also appropriate training courses to them to cover the gaps in their skill curve. Requirements: 1. AI-Powered Job/Training Recommendation System: 
· Implement an AI-based recommendation system trained on multiple data points (e.g., skills, experience, preferences) to analyze job seekers' profiles and recommend suitable job opportunities. 
·  Training Course Recommendations: Suggest relevant online courses, workshops, and training programs based on the desired job roles. 2. Skill Gap Analysis and Recommendations
· Personalized Suggestions: Provide tailored recommendations for online courses, workshops, and training programs to help job seekers upskill and close identified gaps. 3. Adaptive Learning Pathways:  Personalized Learning: Develop adaptive learning pathways based on the job seeker's progress and feedback. 
·  Content Variety: Offer a mix of micro-courses, webinars, and hands-on projects relevant to the job market to enhance learning and skill development. 4. Real-Time Job Market Insights based on candidate’s skills and competencies:  Dashboard: Create a dashboard displaying real-time data on trending jobs, skills in demand, and salary benchmarks.
·  Data Analytics: Use data analytics to provide insights into job market trends and forecast future skill requirements. 5. Skills Verification and Certification: Skill Assessments: Implement a system for verifying skills and certifying competencies through assessments and tests.\
·  Badges and Certifications: Offer badges and certifications that candidates can display on their profiles and share on social media platforms like LinkedIn. 6. Resume Wizard • Automated Resume Building: Develop a resume wizard to help candidates automatically build their resumes based on their profiles, ensuring a professional and comprehensive presentation of their skills and experiences.
· Community and Peer Support  Automated Resume Building: Develop a resume wizard to help candidates automatically build their resumes based on their profiles, ensuring a professional and comprehensive presentation of their skills and experiences.
· Community Forum: Integrate a community forum where individuals can share experiences, ask questions, and receive support from peers and mentors.  Virtual Events: Organize virtual events, workshops, and webinars focused on employment and career development, including special sessions for people with special needs.
·  Expected Outcome: The system will facilitate a personalized job matching process and offer targeted skill development recommendations, helping job seekers become more competitive in the job market. NOTE : This is an innovation opportunity and students are encouraged to think out of the box to develop solutions which can be presented in newer ways + which can address the needs in out of the box ways for a certain industry OR makes the platform generic.
· Above description serves as a guide to specify essential needs that can be satisfied for the developed solution and is not limited only to the scope described.











CHAPTER-1
INTRODUCTION

· Currently, organisations must be able to identify competent personnel, provide them with the training and experience they need, and recruit and consequently retain the human resources required (Rutledge et al., 2016). 
· Recruiting competent human resources has recently become one of the biggest challenges for organisations; organisations, both private and public, regard the development and retention of their talented employees as vital. 
· Human resources (HR) are considered as the capital of organisations; it is evident that humans are the main factor in survival of organisations in competition. With complexity of environment and diversity of cultures and occupations in organisations, the role of human resources has also gradually changed. 
· Current organisations need creative, flexible and responsive forces, who can bring great wealth to the organisation by giving a plan and idea. On the other hand, it is more difficult than before to identify, attract and retain these talents in the organization.
· Human resource management (HRM) is defined as identification, selection, recruitment, training and development of human resources in order to achieve organisational goals (Gholipour, 2013).
·  Currently, organisations consider their employees as an important strategic resource to achieve their goals; thus, investment in activities which empower employees, improve their skills and motivate them will increase ability of the organisation to deal with these challenges (Noe, 2002; Wudhikarn, 2015).
·  According to Martin (2006), it is essential to identify and develop managerial competencies under these circumstances, because various industries, particularly service industries such as banks, are strikingly faced with problems such as labour shortages, high quit rates, inadequate skills, and competency gap, particularly at managerial levels. 
· Moreover, strong relationships and overlaps between different HR sub-systems require reciprocal reinforcement of each of these subsystems for systematic and dynamic structure of HR system. One of the best approaches to achieving this is to apply a competency approach in HRM and planning. 


CHAPTER 2
2. SYSTEM ANALYSIS
2.1 EXISTING SYSTEM

· One of the challenges of current organisations is the demand for qualified and talented employees as it puts the labour market environment and increasing competition in the bottleneck to be more flexible to rapid environmental changes, because new products are quickly copied and profit market is threatened (Hughes and Weisbrod, 2016; Nazari-Shirkouhi et al., 2013, 2015, 2017). Therefore, highly skilled and high-quality human resource is the only thing that is almost impossible to copy and repeat. 
· Thus, organisations focus on treasury of talents to provide a source of competitive advantage over other competitors. With the loss or retirement of managers and professionals and consequently a severe shortage of talents, organisations will face many problems (Talukdar, 2017). Over the past decade, talent retention problem has increased in all organisations. At present, talent management and prevention of talent migration is one of the most problematic issues for organisations (Narwal and Yadav, 2017).
·  In fact, the ability to recruit, hire, retain, train, develop and utilise capabilities of people at all levels of the organisation can be considered as one of the sustainable competitive advantages of an organisation. 


2.1.1 DRAWBACKS OF EXISTING SYSTEM ARE 
· Subjectivity in Scoring: Competency assessments often rely on subjective judgments from evaluators. Different assessors might have varying interpretations of competencies, leading to inconsistent scores and potentially biased evaluations.
· Over-Simplification: Reducing complex skills and behaviors to numerical scores can oversimplify the richness of human competencies. Important nuances may be lost in the process, leading to incomplete assessments.
· Limited Contextual Understanding: Competencies are often context-dependent. A candidate may excel in one environment but struggle in another. The calculator may not adequately capture these contextual factors, leading to misinterpretations.
· Potential for Misuse: If used inappropriately, the calculator could lead to decisions based solely on scores without considering other important factors, such as cultural fit, motivation, and potential for growth.
· Focus on Deficits Rather than Strengths: The diagnostic approach may highlight weaknesses more than strengths. This could negatively impact candidate morale and lead to a lack of focus on development opportunities.


2.2. PROPOSED SYSTEM
· This proposed system integrates multiple modules, including a comprehensive competency framework, robust assessment criteria, and an intuitive candidate profile interface, enabling evaluators to effectively gauge the skills and competencies of potential hires. 
· The scoring and evaluation module automates the calculation of competency scores, providing clear visual analytics to illustrate candidate strengths and weaknesses.
·  Furthermore, the system generates detailed reports that offer actionable insights and tailored development plans for candidates, fostering a culture of continuous improvement. 
· With user-friendly interfaces and seamless integration capabilities with existing HR systems, the calculator ensures that organizations can make data-driven hiring decisions while aligning candidate competencies with strategic business objectives.


2.2.1. ADVANTAGES OF PROPOSED SYSTEM
· Standardized Assessment: The calculator provides a standardized method for evaluating competencies, ensuring that all candidates are assessed against the same criteria, which promotes fairness and consistency in the hiring process.
· Objective Data: By quantifying competencies with scores, the tool offers objective data that can help reduce biases that often come with subjective evaluations. This can lead to more informed decision-making.
· Clear Competency Framework: It helps organizations define and articulate the competencies that are critical for success in specific roles. This clarity can guide both hiring and employee development processes.
· Identifying Strengths and Weaknesses: The assessment allows organizations to identify candidates’ strengths and areas for improvement, enabling targeted development plans and tailored training programs.
· Enhanced Recruitment Process: Using a competency-based approach can streamline the recruitment process by allowing employers to focus on candidates who possess the necessary skills and behaviors, improving the overall quality of hires.






2.3 FEASIBILITY STUDY
The feasibility Analysis is an analytical program through project manager determines the project success ratio and through feasibility study project manager able to see either project. The key considerations involved in the feasibility analysis are:
· Economic Feasibility
· Technical Feasibility
· Operational Feasibility
· Environmental Feasibility
2.3.1 ECONOMICAL FEASIBILITY
Hence this project is economically feasible there is no need to involve any cost for this project. 
2.3.2 TECHNICAL FEASIBILITY
Software Technologies used are PHP and MySql. In the educational institutions, it is possible to update the system in future. No special hardware is required for the purpose of using this system. Hence it is declared that this project is technically feasible.
2.3.3 OPERATIONAL FEASIBILITY
As the admin work mainly to maintain the Patient and Doctor .Doctor will predict patient cancer disease. Hence it is easy to operate with training. Therefore it is operationally feasible for implementation.




2.3.4 ENVIRONMENTAL FEASIBILITY
This project environment is correct as a admin has developed this system and no expenditure is involved under any head and this process is part of admin document management, this project environment is accessible.   


2.4 SYSTEM REQUIREMENTS
· System	:  Pentium IV 2.4 GHz.
· Hard Disk	: 40 GB.
· Monitor	: 15 inch VGA Color.
· Mouse	: Logitech Mouse.
· Ram		: 512 MB
· Keyboard	: Standard Keyboard

2.4.1 HARDWARE REQUIREMENTS
             The Hardware of the computer consists of physical component such as Input Devices, Storage Devices, Processing & Control units and Output Devices.  Computer includes external storage unit to store data in programs.
           The Hardware Configuration involved in this project
· System	:  Pentium IV 2.4 GHz.
· Hard Disk	: 40 GB.
· Monitor	: 15 inch VGA Color.
· Mouse 		: Logitech Mouse.
· Ram		: 512 MB
· Keyboard	: Standard Keyboard

2.4.2 SOFTWARE REQUIREMENTS 
 	Software is a group of programs that computers need to do a particular task.  It is an essential requirement of Computer System. The Software used to develop the project is
· Operating System	: Windows XP.
· Platform		: DOT NET TECHNOLOGY
· Front End		: ASP.Net 3.5
· Back End		: SQL SERVER 2005










2.5 MODULE DESCRIPTION
· Competency Framework Module
· Assessment Criteria Module
· Candidate Profile Module
· Scoring and Evaluation Module

Competency Framework Module
· Purpose: Define the competencies relevant to the organization or specific roles.
· Components:
· List of competencies (e.g., communication, leadership, teamwork).
· Definitions and descriptions of each competency.
· Competency levels (e.g., novice, intermediate, advanced).

Assessment Criteria Module
· Purpose: Establish criteria for evaluating competencies.
· Components:
· Scoring rubrics (e.g., numerical scale, descriptive ratings).
· Behavioral indicators for each competency at different levels.
· Examples of positive and negative behaviors related to each competency.

Candidate Profile Module
· Purpose: Gather and organize candidate information.
· Components:
· Candidate demographic information (name, position, date of assessment).
· Sections to input scores for each competency.
Space for comments and qualitative feedback from assessors



Scoring and Evaluation Module
· Purpose: Calculate and analyze scores based on assessments.
· Components:
· Automated scoring calculation based on input data.
· Visual representation of competency scores (e.g., graphs, charts).
· Overall competency score and breakdown by individual competencies.






CHAPTER 4
TESTING AND IMPLEMENTATION

0. TESTING
 Implementation is the stage of the project when the theoretical design is turned into a working system. This is the final and important phase in the system life cycle It is actually the process of converting the new system into a operational one.

 4.1.1Unit Testing
	Unit testing comprises the set of tests performed by an individual programmer prior to integration of the unit into a larger system. The module interface is tested to ensure that information properly flows into and out of the program unit. The local data structure is examined to ensure that data stored temporarily maintains its integrity during all steps in an algorithm’s execution. Boundary conditions are tested to ensure that the module operates properly at boundaries established to limit or restrict processing. All independent paths through the control structure are tested. All error-handling paths are tested.

4.1.2 Block Box Testing
Black-box testing is a method of software testing that examines the functionality of an application without peering into its internal structures or workings. This method of test can be applied virtually to every level of software testing: unit, integration, system and acceptance. It is sometimes referred to as specification-based testing.




4.2 SYSTEM IMPLEMENTATION
Implementation is the stage of the project when the theoretical design is turned into a working system. This is the final and important phase in the system life cycle It is actually the process of converting the new system into a operational one. 


















CHAPTER 5
CONCLUSION 
CONCLUSION
· To improve competency-based recruitment system, it is suggested to conduct studies to develop a competency-based recruitment model by using grounded theory. This approach can provide HR managers with a process and local model based on which they can implement and use the competency-based recruitment system. 
· In addition, future studies are suggested to identify proper criteria for recruiting alternative forces using succession studies to meet the competency-based recruitment and provide HR managers with executive plans. These studies can help optimise succession programs in the organisation. 
· On the other hand, future studies are suggested to provide HR managers with a clear image of barriers to implementation of competency-based recruitment system.
·  A limitation of this study is that findings cannot be generalised to organisations other than financial or banking institutions, because data of this study was analysed in the context of financial and banking institutions and cannot be generalised to other organisations. 


































