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Abstract 

Artificial Intelligence (AI) is the belief that one cannot fully substitute human competencies with 

Technology. Rather, AI proposes to create Technology to enhance human factors and efficiency in 

the recruitment process. In today’s competitive era, Organizations are facing a hard time finding the 

right fit for their Company, evaluating the skills and capabilities of the potential candidates, ensuring 

they match the requisites of the profile so that, both, Organizational and individual goals are aligned. 

This paper aims to bridge the gap between conventional and novel methods of recruitment in 

Organizations using AI, increasing the quality of hiring and eliminating the human bias, but at the 

same time blending AI and Human Emotional Quotient to make the recruitment process more 

efficient and acquire the right candidate for the right job profile. The AI-powered recruitment 

process would reduce time, cost, and repetitive tasks that are functioned by the HR professionals, 

preferably which could be put to use for a more productive and meaningful purpose. This research 

derives responses from the HR professionals of various Organizations, but majorly from IT/ITES 

industries in Bangalore, and based on which, analysis is performed and interpretation has been 

drawn. With modern talent acquisition Technology empowered by AI, Organizations will be able to 

reach a desirable, viable, and feasible outcome that increases their profitability and efficiency. 

 

Keywords: Artificial Intelligence (AI), Talent Acquisition (TA), Intelligent Quotient (IQ), Emotional 
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Introduction 

Artificial Intelligence (AI) is defined as “Making a machine behave in ways that would be called 

intelligent if humans were so behaving” (McCarthy J, 1955). Over the recent years, the adoption of 

Artificial Intelligence has emerged as one of the most encompassed trends among recruitment 

professionals. Hiring the best talent keeping in mind the diversity present in the workforce becomes a 

huge challenge. With the growth of AI, whose power can be used to empower the recruitment 

process the use of AI can replace 16% of recruitment by 2029. 

AI is replacing all the repetitive and traditional tasks that were once performed by HR professionals. 

AI is changing the roles that the recruiters play in an Organization and eradicates mundane tasks with 

innovation, creativity, precision, and effectiveness.  

Emotional Quotient (EQ) is nothing but the capability of individuals to identify and analyze their 

own emotions and be self-aware which helps them to understand and empathize with others. 

Intelligent Quotient (IQ) is a measuring scale to assess human intelligence. 

AI in 2020 

Artificial intelligence advancements are occurring at an unprecedented rate. The trends from the past 

decade will only continue moving upward in the years to come. A few things that trended in 2020 

are; 

 Chatbots 

 Virtual Assistants 

 Natural Language Processing 

 Machine Learning 

 Automated Machine Learning 
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 Autonomous vehicles 

 Virtual Reality 

AI in 2020 looked farfetched yet was achievable by most of the sectors in the industry but the 

domain of Human Resources continued traditional methods in process of selection and recruitment to 

keep the “human” factor alive.  

Expectations: 
In recent times, the human resource department has witnessed a lot of changes in its functional level 

as well as its core level. All the major functions of the HR department such as recruiting, training, 

and retentions are being now automated with the help of AI and as a result, the overall cost and time 

are reduced. Additionally, the HR tasks are now handled and completed more effectively than before 

(McDonald K, 2017). Besides, there is a strong possibility that the adoption of AI in the talent 

acquisition process may help the HR managers in improving the TA functions and performance for 

the department. There already exist many AI applications that are used in recruitment today like, 

Automated Candidate sourcing, Candidate Rediscovery, and Facial Expression Analysis, etc. 

Adoption of AI for Talent Acquisition becomes vital in terms of cost-cutting, efficiency, candidate 

attraction, etc.  

 

Problem Statement 

In a competitive job market in the year 2021, the organizations must leverage Artificial Intelligence 

to ensure to find the right candidate for the job which in most cases, the Organizations are finding 

difficult to implement. AI is an evolving technology and keeping up with its complexities is a major 

challenge for organizations who are aspiring adopters. The scarcity of AI skillsets hinders a 

successful business adoption of AI solutions. This paper aims a blend of Human EQ with Machine 

IQ and how a collaboration of both can lead to a desirable, feasible, and viable outcome for the 

organization during the recruitment process across all levels so hiring can be done with almost zero 

human bias and to ascertain that the candidate matches the competencies and requisites of the 

organization so the goals of both entities can be aligned which will thus lead to increase in 

productivity of the workforce, further in the profitability of the organization. 

 

Research Questions 

Although there are considerable benefits of AI for TA, still the usage and adoption of this technology 

are low by HR Managers in the Organizations, although this would give them a competitive 
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advantage in this technology-driven market. The application and implementation of AI, balanced 

with the human element in place can lead to a better outcome that is in this case, efficient and 

effective recruitment for the better future of the workforce as well as the organization. This research 

investigates the effectiveness of the adoption and application of AI technology for TA. 

 

Literature Review: 

AI has the potential to transmute how the industries do their recruitments. But, the department needs 

to ensure that whatever insights are followed by the decisions taken with the usage of AI, are well 

informed to the employees so that a better performance is achieved. Various workforce challenges 

are being faced by the industries across verticals such as high employee turnover rates and related 

costs of maintaining and recruiting new employees. Therefore, the adoption and usage of AI in the 

HR processes especially in selecting the right and competent candidate helps in increasing retention 

and optimizing the whole process (Johnson, 2020). 

In recent years, AI applications have tremendously improved the efficiency and effectiveness of 

operations in organizations. The majority of the employees have witnessed that the usage of new 

technology has shown positive effects on their performance and characterized it as user-friendly, 

productive, and robust. Many employees that were not yet using the technology, also shown interest 

in using the technology with some reservations and doubts about its influence on their ability to 

perform a job. This shows that the employees are open to AI adoption and have a positive attitude 

toward AI adoption in HR functions (G, 2020). 

Human resource managers are now using artificial intelligence (AI) to accomplish human resource 

management tasks including the planning of the manpower till the exit of the employee. AI is also 

very much widely used for talent development and management in organizations. Following the 

discussion above, the present study attempts to explore the influential strength of AI technology in 

managing talents in an organization. To achieve this primary objective, the study used Technology-

Organization-Environment (TOE) framework and Task-Technology-Fit (TTF) framework as its 

theoretical support. These frameworks have been used to devise a structural model that would help 

investigate the AI technology adoption for talent acquisition in organizations. PLS-SEM was used to 

complete the data analysis. The exploration of the literature revealed that the factors that provide the 

HR managers crucial information on how to benchmark the AI technology for talent acquisition are: 

cost-effectiveness, top management support, relative advantage, HR readiness, competitive pressure, 

and AI vendor supports. Marketers should evolve their marketing strategy based on acceptance 

factors. It will aid designers in comprehending acceptance variables and designing AI technology 

algorithms and software for talent acquisition. (B, 2020) 

Workplace across the organizations are blooming because of the use of AI and only a few understand 

how it will disturb the jobs and be a hindrance or a threat? Rather, can it be the solution to the 

present productivity dilemma? Just like any other novel technology, AI carries both advantages and 

disadvantages that one needs to be aware of. It becomes the responsibility of HR, to help pilot 

Business leaders in making efficient business decisions in terms of Recruitment, Negotiation, etc., 

with the use of this technology. (Hogg, 2019) 

There have been many instances of challenges faced by the senior HR managers on the 

implementation of AI throughout the organization across different industry verticals. Still, the 

benefits of the implementation of AI surpass the challenges in the short run. There are measurable 

multiple benefits for the organizations’ overall success and productivity improvements. Artificial 

intelligence (AI) along with robotics is already present in the business domains and is influencing 

almost every business activity. The use of AI to unleash the business potential in enhancing the 

workforce becomes vital. (Gulliford, 2019) 

The HR mechanism is facing an uphill battle in a world of rapid technological innovation over 

industries. How can HR professionals ensure that their enterprise is digitally evolving at the right 

pace without losing the vital human touch? This article analyses the logic for integrating artificial 

intelligence (AI) and automation technologies into HR, and it also delves into some of the main 

aspects in which these innovations are starting to alter HR as we know it. The opportunities are 

numerous – and they are just over the horizon – in everything from operations to recruitment and 
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interviewing to onboarding employees and maintaining performance. Many organizations around the 

world are integrating AI and automation into HR. However, we should expect to see software not 

only automating back-office processes but also increasingly taking over the more "human" aspects of 

HR responsibilities in the near future. Although these innovations will maximize productivity, reduce 

prejudice, and increase the importance of HR in companies, human interaction will still be the secret 

to success. (J, 2019) 

The purpose of the present study is to understand the ongoing applications of AI in the processes of 

recruitment and selection in organizations. The study attempts to understand the present degree and 

pace of AI tools in the recruitment process and future possibilities for AI tool adoptions as well. A 

two-step approach has been used to achieve this goal. First, a thorough analysis of the literature was 

conducted to classify possible AI-application areas for the recruitment and selection (R&S) process. 

Second, primary research was conducted in the form of semi-structured thematic interviews with a 

variety of R&S experts, including HR administrators, contractors, and scholars, to determine how 

many of the AI-applications areas found is covered and used in practice. A wide range of results is 

presented in this report. To begin, it defines 11 places in the R&S Process where AI can be used. 

Second, the majority of businesses that use AI tools are broader, tech-focused, and creative. Despite 

drawbacks, this thesis opens the door to a wide range of qualitative and quantitative academic 

research resources. (Albert, 2019) 

This paper aims to examine the use of artificial intelligence (AI) in the recruiting process, as well as 

its functional consequences. The adoption of AI in the recruiting process has triggered a competitive 

shift in the recruitment industry, according to this article. The effect of AI advances on the recruiting 

process and the recruitment industry is discussed in this article. The use of artificial intelligence (AI) 

to manage the procurement process is resulting in increased reliability and quality for both clients 

and applicants. This study provides strategic insights into recruitment process automation and 

practical ideas for AI implementation in the recruitment industry. It also looks at the technical 

ramifications of AI in the recruiting sector. (K., 2018) 

To enhance the end-user and consumer experience, learn how to keep staff motivated, compensated, 

and retained. Using the author's expertise at Genesys, this study offers realistic guidance about how a 

company should attract, hire, maintain, and grow skilled workers to enhance customer service. The 

challenges companies face when seeking to ensure workers are involved in their own company are 

explored in this report, which includes Coleman Parks' results. (C., 2018) 

Most Organizations face a difficult time when designing and validating selection processes for the 

candidates especially in the Information Technology (IT) Industry. The antiquity of this industry, its 

nature, and its characteristics make it even more challenging. The advantages offered by AI that 

facilitate information relevant to creating job-relatedness and business readiness are huge. Hence the 

implementation of AI particularly in this industry becomes vital easing the entire selection procedure 

to source the right candidates. (Snyder L.A, 2015) 

 

Research Methodology 

The research methodology used for this research was extensive and based on primary data, 

secondary data was used only for reference purposes and as a guideline for what exactly needs to be 

done and obtained from this paper. With the help of a questionnaire, primary data was obtained 

which was further used for analysis. 

Quantitative method – In this research, we aimed to quantify the opinions and attitudes of various 

HR professionals across different industries mainly focusing on IT/ITES in Bangalore and make 

generalizations from a larger population. It allowed us for a broader study, also enhancing the 

generalization of the results. Hence quantitative method has been used for the responses received to 

perform the statistical analysis and interpret the same. 

T-test and Correlation techniques were used to interpret the data. 

Descriptive method – In this research, we aimed to find the characteristics, frequencies, trends, etc. 

of the HR professionals and do an in-depth analysis of the same before concluding. The level of 

detail that that descriptive research provides is enormously valuable. Hence, this was useful when we 
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intended to find the gap between the existing and potential adaptable application of AI in the 

recruitment process. 

 

Objectives of the study: 

1. To evaluate the prospective candidate’s competencies and requisites in the recruitment 

process of an organization with the help of Artificial Intelligence. 

2. To bridge the gap between traditional and modern methods of recruitment. 

3. To eliminate human bias in the process. 

Research Design 

A structured questionnaire was prepared and floated across the HR professionals engaged in the 

services of IT/ITES industries, to understand the process and functions of the HR department. Data 

was collected with the help of a structured questionnaire that was circulated among HR professionals 

in the field of IT/ITES mostly.  

 Sampling frame 

The sample size was segregated from IT/ITES industries working in Bengaluru, Karnataka. The 

random sampling technique was used for the collection of data, that is selection of purely HR 

professionals from the IT/ITES industry for our research. The sampling done was selective and 

exhaustive at the same time.   

Sampling Plan: 

The Study assumed a 95% confidence level and equal responses from all the respondents and an 

error of 5% of the true value. 

As statistical tools, T-test and correlation analysis was done to objectify our findings in 

quantitative aspect for the research. 

 

Need for the study 

HR professionals need to be increasingly looking at AI to automate and optimize the recruiting 

workflow, which will allow recruiters to focus their time on more value-adding tasks. AI in 

recruitment will increase efficiencies and lead to better job matches in terms of Resume Screening, 

improving the candidate experience, removing implicit biases, etc. In upcoming years, one particular 

use of AI will play a prominent role in Organizations – the application of AI in recruitment. Thus, 

with the help of this research, we aim to revolutionize the entire recruitment process in the 

organizations by equalizing the quotients which are, Machine IQ and Human EQ which will be a 

blend of AI and Human element. 

 

Statement of Problem:  

In Organizations, the candidate’s competencies and the requisites in the recruitment process are not 

accurately evaluated and the reasons can be many such as, human bias in the process, lack of usage 

of AI in the adopted methods of recruitment, etc. With the help of AI in the recruitment process, our 

objective is to bridge the gap between the conventional and the novel methods of recruitment to 

eradicate the obvious errors which will, in turn, help the organization to function efficiently and meet 

its objectives and goals. 

Questionnaire Design: 

With the help of a literature review, the questionnaire was framed focusing on three main factors 

which are; Sources of recruitment, the effectiveness of the application of AI in the recruitment 

process, and the attitude towards adopting AI in the future. Collective responses in the questionnaire 

were measured on a five Likert scale ranging from 1 to 5 with 1 indicating strongly agree and 5 

indicating strongly disagree, 1 indicating highly satisfied and 5 indicating highly dissatisfied, 1 

indicating never and 5 indicating every time, 1 indicating highly effective and 5 indicating highly 

ineffective. The questionnaire also consists of a ranking scale and other categorical scales. The 

collected data were statistically processed subsequently findings were inferred. 
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Descriptive Analysis 

Recruitment and its sources 

From the responses received, it is visible that almost 80% of the sample size says that recruitment in 

their organization is an iterative activity carried out at a higher frequency. The means for their 

recruitment process are mostly done under Referrals, Walk-ins, Headhunting, and campus drives 

which take on a higher ratio when compared to other means like Social media references, online 

portals, internal postings, etc. 

Human bias in recruitment - Organizational Perspective 

The majority of the HRs believe that misjudgment of a candidate or interference by biasedness of a 

recruiter can lead to loss of the organization in productivity, costs, and time as well. In some cases, 

neutrality has also been observed as the candidate somehow manages to get the work done and stays 

on the brim and unidentifiable losses on a very minimal scale have occurred in terms of time or cost. 

Almost 72% of the HR professionals believe that these misjudgments and human biases could be 

removed if Machine IQ is introduced with the help of the introduction of Artificial Intelligence and it 

could be bridging the gap between organizational requirements and individual expectations in an 

organization.  

 

Artificial Intelligence: Effectiveness 

The majority of recruiters still use traditional methods of recruitment instead of applying AI tools 

and techniques for meeting the potential candidate as per the Job Description. Very few professionals 

are using AI often for their recruitment processes and some cases have also been recorded where 

they are blending modern techniques along with traditional methods for recruiting a potential 

candidate. Organizations using AI and modern techniques often for recruitment, the majority of them 

observed effective recruitment process results and recruitment of the right candidate for the right 

position. Rarely there has been a displacement of the recruited. 

Sourcing Candidate via AI 

With the majority of recruiters still using traditional methods of recruitment, they believe from their 

experience that with the effective usage of AI tools, organizations can source a potential candidate 

suitable perfectly for the role and responsibility in an organization. Around 55% of the recruiters feel 

that the use of AI in recruitment can increase and align candidate interests and goals concerning the 

organizations. 

While some are disagreeing to a certain extent, but they believe that there should be a limit to the 

application of AI in recruitment to maintain the human element in the recruitment process. Almost 

45% of the recruiters feel that AI should be in all levels of recruitment whereas the majority feel that 

there should be a balance of AI and human elements and instincts.  

AI Initiation 

The majority of organizations have introduced and applied AI in their recruitment processes. But 

some of them are not that well versed in using these and applying them on a day-to-day basis for the 

task-oriented process. 

Some organizations are using them often whereas some organizations are still in process of 

acknowledging and adapting these in their work routines. Among the recruiters, the majority of them 

(almost 80%) believe that AI can resolve issues related to recruitment in organizations and the 

remaining believe that to some extent they may or may not. Human Bias has been an issue in many 

cases within organizations for a long time now, but recruiters believe that AI can help overcome this 

challenge and have a clearer and better recruitment process. Majority of the organizations are willing 

to update their recruitment process by integrating the application of AI in their process whereas 

there’s a minimal number who believe that old school recruitment technique is more effective and 

have better hiring ratio. 

 

AI application 

Around 60% of the recruiters believe that in comparison to human judgment or software, AI can 

evaluate better and more accurately. A test conducted in Harvard’s Tech Fest’20, AI is the new state-

of-the-art mechanism that can outrun and outlive any other form of technology by constantly 
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upgrading itself based on the domain. It is at that edge, where the effective and amiable application 

will open doors to the future. 

So, it is accurate and good at what it does, and here we are using its capabilities to evaluate and 

ascertain a potential candidate. There’s also a majority of quorum and tested evidence that with the 

application and use of AI, cost-cutting and improved efficiency can be achieved at all management 

levels for selection and recruitment.  

Impact of AI 

Around 20% of the HR professionals believe that AI can undermine the human concept at a 

workplace in the recruitment division, while the other 20% disagree on the same. The majority of the 

recruiters and organizations believe that with the right sourcing of AI and bridging the disadvantage 

in the sole usage of AI with the human factor at required places, it can prove to be a boon for an 

organization by showing an increase in productivity and profitability. With the right balance, AI can 

revolutionize a workplace and its processes taking the organization a step closer to the future. 

Machine IQ and Human EQ thus is a dream which is viable, feasible, and desirable in a time that we 

live in and the time to look ahead for. 

Balancing the Act 

As discussed above, Human EQ and Machine IQ, a blend of man and machine, is a boon when we 

can bridge the gap which is putting both of these strengths together to achieve a combination that is 

profitable for organizations and recruiters. The majority of the quorum believe that Human EQ can 

balance out the Machine IQ that is, AI evaluations and the human presence will make the process 

smoother and more effective in understanding the candidate’s characteristics and personality traits. 

Yes, the process of recruitment will be cost-efficient, time-saving, and more accurate with an 

increase in efficiency of the recruitment process and its goal. In the long term, the majority of the 

recruiters think that the application of AI will be a game-changer for organizations concerning 

sourcing and placing the required candidate for the job he/she is suitable for. Hence, the AI which is 

Machine IQ will evaluate and source the candidate based on his/her skills and aptitude and the 

human factor which is EQ will evaluate the candidate’s competencies as a human, stating whether or 

not a person’s thinking abilities and emotional sense could be a right choice for the Organizations. 

The majority of recruiters believe that this in the application could be a turnaround in the world of 

recruitment and revolutionize the whole recruitment process. 

 

Statistical Analysis & Interpretation 

As the sample in Likert scale and objective (one) is to know that competencies and requisites in the 

recruitment process synthesizing Machine EQ with Human IQ: 

1) H10: the difference between the true mean (\mu) and the comparison value (m_0) is equal to zero 

2) H1a: the difference between the true mean (\mu) and the comparison value (m_0) is not equal to 

zero 

 

 

Interpretation: 

Since the P-value is less than 0.05, (sig 0.000), the null hypothesis is rejected, and accepting the 

alternative hypothesis. Thereby, one can conclude that there is a strong and statistical observation 

that the results will be robust once a better combination of Machine EQ and Human IQ. 

One-Sample Statistics 

  N Mean Std. Deviation Std. Error Mean 

VAR00001 42 1.8571 .64662 .09978 

One-Sample Test 

  

Test Value = 0 

t df 

Sig. (2-

tailed) 

Mean 

Difference 

95% Confidence Interval of the 

Difference 

Lower Upper 

VAR00001 18.613 41 .000 1.85714 1.6556 2.0586 
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To achieve the third objective, and based on analysis the following hypothesis is drawn to 

better insight to validate. 

 

H2o: There is no positive and significant correlation among factors such as elimination of human bias,  

misjudgment, cost-cutting in implementation of AI in the recruitment process 

H2a: There is a positive and significant correlation among factors such as elimination of human bias,  

misjudgment, cost-cutting in implementation of AI in the recruitment process 

**Correlation is significant at the 0.01 level (2-tailed). 

Interpretation:  

From the above test result, it could be concluded that there exists a positive and significant correlation  

among the said factors for implementing AI in the recruitment process. As the p-value is less than  

0.05 (sig 0.000), the null hypothesis is rejected and accepting the alternative hypothesis. 

 
 

  

Findings 

 Adoption of AI would affect the organizations positively in cost-effectiveness, acquiring 

competitive advantage, HR readiness for talent acquisition, reduced hiring time, etc., and 

build a much more optimized Recruitment Process. 

 AI technology reduces the repetitive tasks and automates tedious manual tasks that are 

performed by HR professionals eradicating the mundane ones with innovation, creativity, and 

precision. 

 AI allows recruiters to be more personal in their communications, focusing on being a true 

talent relationship builder. It acts as a relationship enhancer. It also enhances the Candidate 

experience and Employer Brand. 

 AI can fuel the HR professionals to understand the human intent of the candidates more 

effectively and to be able to produce an improved quality of candidates. 

 AI dominantly reduces the time taken in the overall recruitment process which will permit the 

recruiters to focus on other value-adding tasks and it also aids the Organization to ensure no 

more ‘Talent Waste’. 

Correlations 

  

As far as 

recruitment is 

concerned, 

human bias and 

misjudgments in 

the process can 

lead to loss to the 

organization. 

AI is the key to 

revolution of workforce 

in an Organization. 

Cost-cutting and 

improved efficiency, AI 

can do that both with its 

implementation at the 

management level for 

selection and 

recruitment 

As far as recruitment is 

concerned, human bias 

and misjudgments in the 

process can lead to loss to 

the organization. 

Pearson 

Correlation 1 .681
**

 .499
**

 

Sig. (2-tailed)   .000 .001 

N 42 42 42 

AI is the key to the 

revolution of the 

workforce in an 

organization. 

Pearson 

Correlation 
.681

**
 1 .674

**
 

Sig. (2-tailed) .000  - .000 

N 42 42 42 

Cost-cutting and 

improved efficiency, AI 

can do that both with its 

implementation at the 

management level for 

selection and recruitment 

Pearson 

Correlation 
.499

**
 .674

**
 1 

Sig. (2-tailed) .001 .000   

N 
42 42 42 
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 The application of AI attracts the right candidates and receives fewer irrelevant applications. 

It can help recognize what type of a candidate would fit the team and what skills the team 

lacks or suggest how good a fit a candidate is for a certain position. 

 AI generates a candidate profile, upon hiring, this can be utilized and stored in the existing 

employee databases in the Organization which will further increase the efficiency in the 

overall hiring process. 

 Once employees are hired, AI can track their entire journey and use that information for 

better decision-making about the future hiring process. 

 AI eases the screening process and helps in turning quantity into quality. Using this 

technology, the recruiters will be able to invest more time in the resumes that warrant more 

attention, rather than deal with the unqualified ones. 

 

Conclusion: 

With the Global talent war at its peak, organizations are now looking at harnessing AI capabilities, to 

use tools in talent mapping to reach out to the right talent for crucial job roles. Technology has been 

revolutionizing the way recruitment works with the entire process now being automated with many 

talent management software. This saves time and costs involved in the recruitment process whilst 

allowing them to do away with the traditional recruitment methods. With modern talent acquisition 

technology empowered by AI the time taken for recruitment is halved and search narrowed to reach 

out to only the best talent that matches job requirements. To avoid unconscious human bias that may 

already exist, AI takes steps to remove these clear patterns of potential bias. 
 

Future outlook: 

The step-change in recruitment is AI. The application of AI in the recruitment process could make 

organizations smarter and more efficient. And that a future without AI is unthinkable. After 

successful recruitment of a potential candidate with the blend of Machine IQ and Human EQ, it’s 

time to make the application of AI up a notch and look for its prospect and advanced application in 

an organization. When the act is balanced, which is when the Human EQ and Machine IQ are 

balanced and applied in organizations regularly, an organization can increase the dependency on AI 

in the entire employee life cycle starting from onboarding to the exit interview. When the candidate 

skills and competencies are evaluated by AI considering the essence of the human factor, it will 

automatically design the induction, training program, etc., to develop and refurbish the skills of that 

candidate, aligning more of his/her goals with organizations thus making training programs more 

effective, efficient and time saver for the Human Resources Department. 
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