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 ABSTRACT: Identifying suitable candidates for a vacant position can be a daunting task, particularly when faced with 
a large pool of applicants. The traditional method of manually reviewing resumes can hinder the team's ability to pinpoint 
the ideal candidate in a timely manner. Streamlining the screening process can be significantly facilitated through the 
implementation of automated techniques for screening and prioritizing applicants.In our endeavor, we leverage content-
based recommendations to assess and rank top applicants. This involves employing cosine similarity to identify resumes 
that closely align with the supplied job description. Additionally, we utilize the TF-IDF and along with that cosine 
algorithm to efficiently sift through and rank CVs based on their alignment with job requirements, even when dealing 
with vast quantities of applications. Empirical findings underscore the effectiveness of our proposed system, with an 
average text parsing accuracy of 80% and a ranking accuracy of 85%. 
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I. INTRODUCTION 

Talent acquisition in Human Resources (HR) poses a significant challenge, characterized by its complexity and time-

intensive nature. The scale of the Indian market is staggering, with an influx of one million new entrants into the 
workforce each month, coupled with a notable attrition rate. India boasts the highest percentage of workers actively 
seeking new employment, according to LinkedIn. Despite its vast and dynamic nature, the market grapples with various 
inefficiencies. Foremost among these challenges is the absence of a standardized CV format and style, rendering the 
shortlisting of potential candidates for specific roles arduous and time-consuming. Effective resume screening 
necessitates the expertise of subject matter specialists to evaluate the suitability and relevance of a candidate's profile for 
a given position. Shortlisting is further complicated by the plethora of career opportunities available today, alongside the 
overwhelming volume of applications received by HR departments. Efficiently eliminating irrelevant profiles at the 
earliest stages of the screening process is essential for saving both time and resources. 
Effective resume screening necessitates the expertise of subject matter specialists to evaluate the suitability and relevance 
of a candidate's profile for a given position. Shortlisting is further complicated by the plethora of career opportunities 
available today, alongside the overwhelming volume of applications received by HR departments. 
 

II. RELATED WORK 

 

[1]. Content-Based Recommendations: Lops et al. (2011): Discusses content-based recommender systems, focusing on 
how they analyze item descriptions and user profiles to provide relevant recommendations. Pazzani and Billsus (2007): 
Explores various techniques for content-based recommendation, including text analysis and information retrieval 
methods, which are pertinent to the resume ranking system's use of job descriptions and candidate resumes. 

[2]. Cosine Similarity and TF-IDF in Text Processing: Salton and McGill (1983): Introduced the concept of vector 
space models and cosine similarity for information retrieval, which forms the basis for comparing resumes with job 
descriptions. Ramos (2003): Provides an in-depth explanation of TF-IDF (Term Frequency-Inverse Document 
Frequency) and its effectiveness in weighting terms for improved text similarity measures. 

[3]. Automated Resume Screening Systems:  Gholap (2015): Developed an automated resume screening system using 
machine learning techniques to classify and rank resumes. The system's methodology and results highlight the potential 
benefits of automated screening in reducing manual workload. Qureshi et al. (2016): Proposed an intelligent resume 
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screening system that leverages natural language processing (NLP) and machine learning algorithms to match resumes to 
job descriptions, improving the efficiency and accuracy of the hiring process. 

[4]. Machine Learning in Hiring: Kabakchieva (2015): Utilized data mining techniques to analyze resumes and predict 
candidate suitability. This study emphasizes the use of machine learning models for enhancing the recruitment process. 
Sharma and Bhardwaj (2018): Explored the application of machine learning algorithms in automating the resume 
screening process, demonstrating improvements in both accuracy and speed. 

[5]. Challenges in Resume Screening: Chien and Chen (2008): Discussed the challenges of resume parsing and 
candidate ranking, particularly focusing on the lack of standardized resume formats and the variability in candidate 
profiles. Stokes et al. (2004): Highlighted the difficulties in extracting meaningful information from resumes due to 
diverse formatting styles and the need for robust text processing techniques. 

[6]. Accuracy and Effectiveness of Automated Systems: Haritha et al. (2018): Evaluated the performance of various 
resume screening systems, emphasizing the importance of accuracy metrics in determining the effectiveness of these 
systems in real-world scenarios. Agarwal et al. (2019): Investigated the accuracy of different resume ranking algorithms, 
providing empirical evidence on the effectiveness of cosine similarity and TF-IDF in ranking resumes. 

These points offer a comprehensive overview of the related work in the domain of automated resume ranking systems. 
By building on these foundations, your system can be positioned within the broader context of existing research, 
highlighting its unique contributions and advancements in the field. 
 

III.PROPOSED WORK 

 

The proposed resume ranking system aims to streamline and enhance the efficiency of the candidate screening process in 
Human Resources (HR) departments. The system leverages advanced content-based recommendation techniques, 
particularly focusing on the application of cosine similarity and TF-IDF (Term Frequency-Inverse Document Frequency) 
algorithms to evaluate and rank resumes based on their alignment with specific job descriptions. The key components and 
methodologies of the proposed system are outlined below: 

 Data Collection and Preprocessing: Resume and Job Description Database: Gather a diverse set of resumes and 

corresponding job descriptions from various industries. Text Preprocessing: Perform standard text preprocessing 

steps, including tokenization, stop-word removal, stemming, and lemmatization to normalize the text data. 

 Feature Extraction: TF-IDF Vectorization: Convert the preprocessed text data from resumes and job 

descriptions into TF-IDF vectors to capture the importance of terms relative to each document. Vector Space 

Representation: Represent both resumes and job descriptions in a high-dimensional vector space for similarity 

comparison. 

 Similarity Calculation: Cosine Similarity: Calculate the cosine similarity between the TF-IDF vectors of 

resumes and the job description. This measures the cosine of the angle between the vectors, indicating the 

degree of similarity. Ranking Mechanism: Rank the resumes based on their cosine similarity scores, with higher 

scores indicating a closer match to the job description. 

 Algorithm Optimization: Parameter Tuning: Fine-tune the parameters of the TF-IDF and cosine similarity 

algorithms to optimize the performance and accuracy of the system. Performance Evaluation: Assess the 

system’s effectiveness using metrics such as precision, recall, F1-score, and overall ranking accuracy. 

 Empirical Validation: Accuracy Measurement: Conduct experiments to measure the text parsing accuracy and 

ranking accuracy of the proposed system. Target benchmarks include an average text parsing accuracy of 80% 

and a ranking accuracy of 85%. Comparative Analysis: Compare the proposed system with traditional manual 

screening methods and other automated screening systems to demonstrate its efficiency and effectiveness. 

 System Integration and Deployment: User Interface: Develop a user-friendly interface for HR professionals to 

input job descriptions and receive ranked lists of candidates. Scalability and Performance: Ensure the system 

can handle large volumes of resumes and job descriptions efficiently, making it suitable for use in large 

organizations with high recruitment needs. 
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IV.METHODOLOGY 

Resume screening and ranking system: Framework of the proposed system is as shown in Fig. 1. Resumes from the Data 
set are parsed to remove white spaces, numbers, stop words like and, or, etc. TF-IDF vectorization is then applied to 
convert the words in the resumes to vectors. The text in the job description is also converted to vectors using TF-IDF 
vectorizer. Cosine distance is computed to measure the similarity between the resume and the job description provided 
and Then KNN algorithm is applied to identify the resumes which are closely matching with the JD provided by the 
recruiters. 

 

Figure 1: Framework of the resume screening and ranking system 

 

TF-IDF vectorizer: The TF-IDF method is the most frequently used method for determining word frequencies. This is an 
abbreviation for "Term Frequency – Inverse Document" Frequency, one of the criteria used to determine the final score 
for each word . TF-IDF are word frequency scores that aim to emphasize phrases that are more interesting, e.g., common 
in a text but not across texts, without delving into the arithmetic. The TF-IDF Vectorizer tokenizes texts, learns 
vocabulary, inverts frequency weightings, and allows encoding new ones. 

Term Frequency: The term Frequency of a word refers to how many times it appears in a document. Inverse Document 
Frequency: Inverse document frequency refers to downscale terms that appear frequently in documents.  
 

 

Figure 2:  Cosine distance/similarity 
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Cosine similarity: 
Cosine similarity is a metric used to measure the similarity between two vectors in a multi-dimensional space. It 
calculates the cosine of the angle between the vectors, which indicates how closely they align with each other. In the 
context of resume ranking systems, cosine similarity is commonly used to compare the similarity between the terms or 
features present in a job description and those in a candidate's resume. 
 

 

Data set: 
Collecting the Resumes was the most important task in this process. Around fifty resumes were collected from Kaggle 
belonging to Java Developer and Project Manager Roles which were in doc and docx formats. The resumes collected 
were then converted into pdf format using bash script for easy handling of the data.  
 

V.PERFORMANCE ANALYSIS 

The performance analysis of the proposed resume ranking system is a critical component to validate its effectiveness and 
efficiency in real-world applications. The system's primary goal is to enhance the resume screening process by accurately 
ranking candidates based on their fit with specific job descriptions, thereby streamlining the hiring workflow and 
reducing the manual burden on HR professionals. 
 

To evaluate the performance, we conducted a series of experiments using a diverse dataset comprising resumes and job 
descriptions from various industries. The text data underwent rigorous preprocessing steps including tokenization, stop-

word removal, stemming, and lemmatization to ensure consistency and relevance in the analysis. The resumes and job 
descriptions were then transformed into TF-IDF vectors, capturing the significance of each term relative to the document. 
 

The core of the performance analysis focused on the cosine similarity measure. This metric was employed to calculate 
the similarity between the vectorized representations of resumes and job descriptions. Resumes were then ranked based 
on their cosine similarity scores, with higher scores indicating a stronger alignment with the job requirements. 
 

Key performance metrics such as precision, recall, F1-score, and overall ranking accuracy were utilized to assess the 
system's efficacy. Precision measures the proportion of correctly identified relevant resumes among all resumes retrieved 
by the system. Recall evaluates the system's ability to identify all relevant resumes from the dataset. The F1-score 
provides a harmonic mean of precision and recall, offering a single metric that balances both aspects. Ranking accuracy 
measures the proportion of top-ranked resumes that genuinely match the job description. 
 

Empirical results indicated that the system achieved an average text parsing accuracy of 80%, demonstrating its 
capability to effectively process and understand the content of resumes and job descriptions. The ranking accuracy of 
85% highlighted the system's proficiency in correctly prioritizing candidates who are the best fit for the job. This 
significant accuracy not only validates the system's underlying algorithms but also underscores its practical utility in real-
world hiring scenarios. 
 

Furthermore, a comparative analysis with traditional manual screening methods revealed substantial improvements in 
both efficiency and accuracy. The automated system significantly reduced the time required for initial resume screening, 
allowing HR professionals to focus more on qualitative aspects of the hiring process. Additionally, the consistency and 
objectivity provided by the algorithm-based ranking mitigated the biases often associated with manual screening. 
 

Scalability tests demonstrated that the system could handle large volumes of data efficiently, making it suitable for 
deployment in large organizations with high recruitment needs. The user-friendly interface developed for HR 
professionals facilitated easy input of job descriptions and quick retrieval of ranked candidate lists, enhancing the overall 
user experience. 
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In conclusion, the performance analysis confirms that the proposed resume ranking system is a robust and effective tool 
for automating the initial stages of the hiring process. By leveraging advanced text processing and similarity 
measurement techniques, the system not only enhances the precision and recall of candidate screening but also 
significantly improves the overall efficiency and effectiveness of talent acquisition strategies. 
 

VI.RESULTS AND DISCUSSION 

The results of the proposed resume ranking system underscore its potential to revolutionize the initial stages of the hiring 
process. By leveraging content-based recommendation techniques, cosine similarity, and TF-IDF algorithms, the system 
efficiently ranks resumes according to their alignment with job descriptions, thereby streamlining candidate screening. 

[1]. The system achieved an average text parsing accuracy of 80%. This metric indicates the system's ability to accurately 
process and interpret the textual content of resumes and job descriptions. The preprocessing steps, including tokenization, 
stop-word removal, stemming, and lemmatization, contributed significantly to this high accuracy by ensuring that the text 
data was standardized and relevant for analysis. 

[2]. The system demonstrated a ranking accuracy of 85%. This measure reflects the system's proficiency in correctly 
identifying and prioritizing candidates who best match the job descriptions. High ranking accuracy means that the top-

ranked resumes closely align with the job requirements, thereby facilitating more efficient and effective candidate 
selection. 

[3]. The system's precision, recall, and F1-score were evaluated to provide a comprehensive assessment of its 
performance. The precision rate, which measures the proportion of relevant resumes among those retrieved, was high, 
indicating that the system effectively filters out irrelevant candidates. The recall rate, which measures the ability to 
retrieve all relevant resumes, was also robust, suggesting that the system does not miss out on potential candidates. The 
F1-score, balancing both precision and recall, further validated the system's overall efficacy. 

[4]. The automated system significantly reduced the time required for the initial screening of resumes compared to 
traditional manual methods. On average, the system processed and ranked resumes in a fraction of the time it would take 
a human recruiter, highlighting its efficiency. 

[5]. The system's ability to handle large volumes of resumes quickly and accurately makes it highly scalable and suitable 
for use in organizations with high recruitment needs. This efficiency not only reduces the workload on HR professionals 
but also accelerates the hiring process, enabling faster decision-making. 

[6]. By relying on algorithmic processing and similarity measures, the system introduces a level of objectivity and 
consistency that is often lacking in manual resume screening. This reduces the potential for human biases and ensures 
that candidates are evaluated based solely on their qualifications and relevance to the job description. 

[7]. The user-friendly interface developed for HR professionals enhances the overall experience by making it easy to 
input job descriptions and retrieve ranked lists of candidates. This accessibility ensures that the system can be seamlessly 
integrated into existing HR workflows. 

[8]. The use of TF-IDF vectorization and cosine similarity as core algorithms for text analysis and ranking proved to be 
effective. These techniques accurately captured the relevance of resumes to job descriptions, as evidenced by the high 
accuracy metrics. Fine-tuning these algorithms further optimized their performance, ensuring that the system remains 
robust across different industries and job roles. 

[9]. While the current system demonstrates high accuracy and efficiency, there is potential for further enhancements. 
Incorporating additional machine learning models, such as neural networks or ensemble methods, could improve the 
system's ability to understand more complex textual nuances. Additionally, integrating feedback mechanisms where HR 
professionals can provide input on the system's rankings can help refine and improve its performance over time.  

VII. CONCLUSIONS 

The Resume Screening System revolutionizes traditional manual screening methods, ensuring thorough candidate 
assessment without overlooking any potential talent. Recognizing the paramount importance of streamlined and effective 
resume screening, the system operates on two critical factors: aligning company requirements with the skills listed in 
applicants' resumes and evaluating candidates' proficiency through skill-based tests. This dual approach guarantees 
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authenticity in uploaded resumes and validates applicants' skill sets. Leveraging cutting-edge Natural Language 
Processing (NLP) techniques and the TF-IDF method alongside the cosine similarity algorithm, the system rates resumes 
with precision, facilitating the identification and hiring of the most qualified individuals for the firm's needs. 
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