Briefing for HR Professors: Introducing dJobWorld EDU

Introduction
Dear Colleagues,

We are pleased to present dJobWorld EDU, a platform designed to give HR students hands-
on experience in modern recruiting and selection practices. This briefing provides insight into
how dJobWorld complements traditional HR education and enhances student learning—
without altering the broader principles and responsibilities of the HR profession.

The platform emphasizes two key aspects of recruiting and selection:

1. The Art of Questioning through Scorelists
dJobWorld allows students to design and implement intelligent scorelists that evaluate
candidates based on targeted, structured, and value-driven questions. Students learn
how precise questioning can differentiate strong candidates from others, providing a
fair and efficient assessment framework.

2. Branding Companies to Attract Talent
The platform also introduces students to the concept of employer branding, enabling
them to help companies present themselves authentically through text, images, and
video. Students gain practical experience in highlighting what makes working for a
company attractive, and in advising organizations on small, meaningful adjustments
that can strengthen their appeal to top talent.

It is important to note that dJobWorld EDU focuses solely on recruiting and selection. All
other areas—such as training and development, compensation and benefits, employee
relations, and organizational strategy—remain unchanged and continue to be taught through
your existing curriculum.

After this introduction, students explore the practical side of dJobWorld, interacting with
screens and Al to see how their input translates into real-world recruiting tools.

The Art of Questioning in dJobWorld EDU

Selecting the right candidate begins with asking the right questions. In dJobWorld, this
process is elevated by a unique collaboration between students and OpenAl. Together, they
design intelligent scorelists that go far beyond traditional CVs or scripted interviews.

Students define the role specifications: what skills, experiences, and qualities matter most.
OpenAl then transforms these specifications into well-crafted, targeted questions. The result
is a scorelist that evaluates candidates in a structured, unbiased, and efficient way.

Key principle: the quality of input determines the quality of output. Clear, precise, and
thoughtful specifications generate questions that truly differentiate strong candidates from the
rest. This principle applies both to question design and to evaluating responses.



Case Example: Poor vs. Quality Specifications

To illustrate the importance of precision, consider two approaches to writing a specification
for a Customer Service Representative:

1. Poor Specification

e Specification: “The candidate must be good with people.”

e Resulting Question from OpenAl: “Do you like working with people?”’

e Problem: This question is too vague. Almost every candidate will answer “yes,” but it
reveals little about their actual skills or behavior in real situations.

2. Quality Specification

e Specification: “The candidate should demonstrate strong problem-solving skills in
handling customer complaints, with clear examples of resolving conflicts under
pressure.”

e Resulting Questions from OpenAl:

o “Can you describe a time when you had to resolve a difficult customer
complaint? What steps did you take, and what was the outcome?”’

o “How do you prioritize empathy and efficiency when handling multiple
customer issues at the same time?”

o Strength: These questions target real-world behavior, invite detailed answers, and
allow evaluators to distinguish between candidates with shallow versus deep
experience.

Takeaway: The clarity and specificity of input enable Al to generate sharper, more revealing
questions that truly help select the right candidate.

Case Example: How Company Values Shape Questions
Consider two companies hiring for the same role: Customer Support Specialist.
Company A: Efficiency-focused

e Core Value: Speed and productivity.

e Question Style: “Describe a situation where you had to resolve multiple customer
issues under time pressure. How did you prioritize and ensure quick responses?”’

e Outcome: Candidates who thrive under pressure and value efficiency stand out.

Company B: Empathy-focused

e Core Value: Human connection and customer satisfaction.

e Question Style: “Tell us about a time you dealt with a frustrated customer. How did
you handle the situation to ensure they felt heard and valued?”

e Outcome: Candidates who prioritize empathy and communication shine.



Insight for Professors: Even when hiring the same role, value-driven questioning results in
different candidate selection outcomes. This reinforces the importance of teaching students
how to design questions aligned with organizational identity.

What Are Scorelists?
A scorelist introduces an entirely new way of evaluating candidates:

o Candidates answer targeted questions rather than submitting CVs or attending
preliminary interviews.

o Scorelists provide structured evaluation frameworks, including tailored questions,
scoring criteria, and weighting factors.

e Only candidates who perform well on the scorelist progress, allowing recruiters—and
students—to focus on analyzing required skills in depth.

Benefits for students:

o Fair and unbiased assessment.
« Efficient evaluation, focusing on meaningful responses.
e Opportunity to learn how clear specifications translate into actionable insights.

Collaborating on Scorelist Design
dJobWorld supports collaboration during scorelist development:

e Students can invite peers, subject-matter experts, or instructors to contribute
insights on required skills.

o Collaborative editing allows suggestions, comments, or approvals to ensure scorelists
reflect a well-rounded understanding of the role.

o Benefits include improved accuracy, shared learning, and reduced need for major
revisions.

Real-world relevance: This mirrors professional HR practice, where expertise often resides

with operational teams. Students gain experience working collaboratively to create precise
and informed assessments.

Employer Branding

Recruitment is not only about selection—it’s also about attraction. dJobWorld EDU teaches
students how to:

o Highlight a company’s culture, values, and benefits through text, images, and video.
e Advise companies on meaningful changes that make them more attractive to talent.



o Understand how company branding affects candidate decisions and aligns with
scorelist outcomes.

Key point for professors: Branding is taught as a complementary skill within recruiting and
selection. It does not replace broader HR teaching but enhances students’ understanding of
how employer identity affects talent attraction.

Practical Application
After learning the theory, students work hands-on within dJobWorld:

« Navigating the dashboard and project screens.

o Creating, reviewing, and refining scorelists with OpenAl.
« Inviting collaborators to contribute expertise.

o Building and previewing company branding.

This approach strengthens analytical and practical skills in recruitment, providing
experience with Al-assisted processes while reinforcing the value of structured, collaborative
decision-making.

Key Takeaways for Professors

e Complementary Learning Tool: dJobWorld EDU supplements HR curricula by
focusing on recruiting and selection; it does not replace fundamental HR principles.

o Hands-On Skill Development: Students gain experience in designing structured
evaluations, collaborating with experts, and applying employer branding strategies.

e Modern HR Perspective: Exposure to Al-assisted recruitment prepares students for
evolving professional practice while reinforcing traditional HR knowledge.

o Reassurance: Only the recruiting and selection domain is affected; all other HR
teaching areas remain fully relevant.

Conclusion: dJobWorld EDU offers students a safe, controlled environment to practice
modern recruitment techniques, strengthen decision-making, and understand the role of
questioning, collaboration, and branding in attracting and selecting talent. It is designed to
complement, not replace, your existing HR instruction.



