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MATCH-BASEDEMPLOYMENT SYSTEM AND METHOD

FIELD

[0001] The present application relates to a match-based employment system and

method. More specifically, the present application relates to an employment system in

which job seekers and potential employers are matched, the databases used in the

matching are protected against unauthorized mining, attributes to be matched are

gathered from job seekers using a series of questions, and/or standard form resumes

are composed and presented to employee seekers for a set of job seekers based at least

in part on a matching score.

BACKGROUND

[0002] An employment system is any electronic system which facilitates those looking

for a position (i.e., employment seekers, or job seekers) in finding a position and/or

which facilitates those seeking to fill a position (i.e., employee seekers, or employers)

in finding someone to fill the position. Typical employment systems enable employers

to post available positions, and further enable job seekers to search available positions

for positions that meet some search criteria. Some employment systems enable job

seekers to post a resume, and further enable employers to search for resumes that

contain certain keywords. However, traditional employment systems are inefficient

for many reasons.

[0003] Employers have difficulty finding desirable candidates for positions by

searching resumes on an employment site because information is not necessarily

presented in a uniform manner for each resume. Typically, an employer enters one or

more keywords and the database of job seeker resumes are searched to determine

which resumes contain the keywords. Similarly, job seekers enter keywords upon

which the database of available jobs are searched. Thus, if an ideal job seeker leaves

pertinent information (e.g., language experience, a certification, security clearance

level, etc.) out of a resume or even puts the information into the resume without using

the keywords searched upon (e.g., using synonyms or containing a typo), the employer

may never find the ideal job seeker's resume. Boolean searches (searches using

keywords and/or strings that can be resolved to truth values in addition to Boolean



operators such as AND, OR and NOT) may provide improved search results, but still

suffers from the same problem. Further, a keyword and/or Boolean search may

generate many false-positive results because the keyword is present in a resume but

not in the correct context. Such false-positive results waste the potential employer's

time.

[0004] Further, if a potential employer finds a resume that appears ideal, the first

indication the employer may receive that information in the resume is inaccurate is

when the employer contacts or interviews the job seeker, or even after the job seeker is

hired. By the time the potential employer discovers the inaccuracy, considerable time

and effort has been wasted.

[0005] In employment systems in which potential employers post available positions,

potential employers are often inundated with resumes from unqualified job seekers.

Some job seekers submit their resume to any position they find desirable, regardless of

whether they meet any specified required qualifications on the hope that they will

either be the most qualified applicant or that they will be qualified enough to get an

interview and perhaps gain employment as a result.

[0006] Because unqualified job seekers submit their resumes, potential employers

must sift through the submitted resumes to find the qualified applicants, which is an

inefficient use of their time. Further, if the ratio of resumes from qualified

applications to resumes from unqualified applicants becomes small, the potential

employer may disregard all resumes from the employment system and discontinue

further use of the employment system.

[0007] Another inefficiency of many employment systems is that they do not offer

guidance to both job seekers and potential employers on improving their use of the

employment system. As a result, an employer may be unaware that a much broader

pool of qualified job seekers may be available if some conditions of the position were

altered. Similarly, a job seeker may be unaware that a broader pool of positions may

be available if they alter the conditions of their job search.

SUMMARY

[0008] A method of operating an employment system is provided. The method

includes generating a score for each of a plurality of possible results compared to



information associated with a user, enabling the user to access a result of the plurality

of possible results if the score generated for the result meets a threshold condition,

enabling the user to adjust the threshold condition and preventing the user from

adjusting the threshold condition beyond a minimum threshold condition. The score

can be a bi-directional matching score. The minimum threshold condition can include

a minimum score. The minimum score can be determined based on the percentage of

the plurality of possible results that would be accessible to the user.

[0009] Another method of operating an employment system is provided. The method

includes presenting a user with a first question, receiving an answer to the first

question, presenting a user with one or more subsequent questions, receiving an

answer to each of the subsequent questions, wherein at least one subsequent question

is selected based on an answer provided to a previous question, setting match criteria

for the user based at least partly upon at least one of the subsequent questions or the

first question and generating match scores using the match criteria.

[0010] Another method of operating an employment system is provided. The method

includes generating match scores between a plurality of employment seekers and a

plurality of open positions, determining a set of match results associated with an open

position wherein the match results in the set are each associated with match scores that

meet a threshold value and sending information to an employee seeker associated with

the open position automatically, wherein the information includes data about at least

one match result in the set. The data can include a formatted document associated

with an employment seeker of the at least one match result in the set. The information

can include a list of fixed size of the highest scoring match results in the set. The

method can also include enabling the employee seeker to modify a notification

configuration wherein the notification configuration effects the step of sending. Also,

the method can include waiting a minimum time period after the step of sending before

sending additional information to the employee seeker associated with the open

position automatically, wherein the additional information includes data about at least

one match result in the set not previously sent to the employee seeker.

[001 1] Additional features and advantages are described in, and will be apparent from,

the following Detailed Description and the figures.



BRIEF DESCRIPTION OF THE FIGURES

[0012] Fig. 1 is a flow diagram of a preferred process for matching employment

seekers with positions in accordance with one embodiment.

[0013] Fig. 2 is a flow diagram of a preferred process for an employment seeker to

seek to fill a position in accordance with one embodiment.

[0014] Fig. 3 is a flow diagram of a preferred process for factoring attribute recency

when matching in an employment system in accordance with one embodiment.

[0015] Fig. 4 is a flow diagram of a preferred process of providing feedback to system

users in accordance with one embodiment.

[0016] Fig. 5 is a diagram of different search results, such as the results generated by

the process of Fig. 4, displayed in parallel lines in accordance with one embodiment.

[0017] Fig. 6 is a diagram of different search results, such as the results generated by

the process of Fig. 4, displayed in intersecting lines in accordance with one

embodiment.

[0018] Fig. 7 is a flow diagram of a preferred matching process in accordance with

one embodiment.

[0019] Fig. 8 is a block diagram of an attribute unit in accordance with one

embodiment.

[0020] Fig. 9 is a preferred process for entering an attribute unit, in particular a work

unit, in accordance with one embodiment.

[0021] Fig. 10 is the process of brokering user profile in accordance with one

embodiment.

[0022] Fig. 11 is a preferred process for providing feedback about removal from a

favorites list in accordance with one embodiment.

[0023] Fig. 12 is a diagram of a graphical depiction of the strength of components of a

match score in accordance with one embodiment.

[0024] Fig. 13 is a diagram of multiple graphical depictions, such as the one in Fig. 12,

being displayed concurrently in accordance with one embodiment.

[0025] Fig. 14 is a flow diagram of a preferred process for obtaining contact

information for a shy seeker in accordance with one embodiment.

[0026] Fig. 15 is a flow diagram of a preferred process for entry of employee seeker

desires in accordance with one embodiment.



[0027] Fig. 16 is a flow diagram of a preferred process for managing an employment

system human resources information database in accordance with one embodiment.

[0028] Fig. 17 is a diagram of different search results, such as the results generated by

the process of Fig. 4, displayed in parallel lines with larger values corresponding to

larger circles in accordance with one embodiment.

[0029] Fig. 18 is a block diagram of a general purpose computer for use in accordance

with one embodiment.

[0030] Fig. 19 is a flow diagram of the process of a seeker adjusting a threshold value

while being prevented from adjusting the value beyond a minimum threshold value in

accordance with one embodiment.

[0031] Fig. 20 is a flow diagram of the process of a seeker specifying a desired

distance relationship between a potential position and a classification of object,

resource, service and/or business associated with one or more locations in accordance

with one embodiment.

[0032] Fig. 2 1 is a diagram of a daily match list in accordance with one embodiment.

[0033] Fig. 22 is a diagram of a first page match list in accordance with one

embodiment.

[0034] Fig. 23 is a diagram of a summary view of information presented in an e-mail

message in accordance with one embodiment.

[0035] Fig. 24 is a diagram of a file containing a candidate's more detailed

information in accordance with one embodiment.

[0036] Fig. 25 a diagram of additional detailed information about a candidate in

accordance with one embodiment.

[0037] Fig. 26 is a diagram of a portion of a question tree in accordance with one

embodiment.

[0038] Figs. 27A and 27B are diagrams of portions of one design of a webpage used to

enter seeker information using questions and answers in accordance with one

embodiment.

[0039] Fig. 28 is a diagram of a similar series of questions to those presented in Fig.

27.

[0040] Fig. 29 is a diagram of a view of a formatted document similar to one which

will be presented to an employee seeker in accordance with one embodiment.



[0041] Fig. 30 is a diagram of a view of a formatted document similar to one which

will be presented to an employee seeker in accordance with one embodiment.

[0042] Fig. 3 1 is a diagram of the information shown in Figs. 29-30 as it can be

displayed to an employee seeker in accordance with one embodiment.

DETAILED DESCRIPTION

Match-Based Employment System Overview

[0043] Referring now to Figs. 1-18, in one embodiment, a match-based employment

system is provided. Fig. 1 shows a preferred process for matching employment

seekers with positions. Preferably, at step 100, an employment seeker (i.e., a system

user searching for a full or part time job, independent contractor position, volunteer

position, etc.) enters relevant qualifications information (e.g., skills, experience,

education, etc.) by entering one or more attribute units; however relevant qualifications

information can be entered into fields in any suitable manner. Similarly, at step 105,

the employment seeker preferably enters attributes that the employment seeker desires

in a potential position. It should be noted that steps 100 and 105 can be performed in

any order, including simultaneously.

[0044] At step 110, an employee seeker (i.e., a system user searching for an

employment seeker to fill a job/position) enters relevant information about itself and a

position as well as attributes the employee seeker desires in a good match for the

position. Then, at step 115, a matching system compares the attributes desired by the

employment seeker with the open positions on the system to generate a match level for

each position for the employment seeker.

[0045] Next, at step 120, the match results are presented to the employment seeker.

Preferably, only positions with a match level that satisfies a threshold condition are

presented to the employment seeker. Alternatively, a specified number of positions

are presented to the employment seeker at one time, ranked by match level and with

the highest ranking positions being presented first. It should be noted that matching

results can be presented to the employment seeker in any suitable manner.

[0046] At step 125, the matching system also compares the attributes desired by the

employee seeker with attributes of the employment seekers on the system to generate a

match level for each employment seeker for the position. Preferably, the comparison



of steps 115 and 125 are performed simultaneously and return the same value to both

the employment seeker and the employee seeker for a pairing of employment seeker

and job opening (i.e., two-way matching); however, the comparisons can be performed

in any suitable order and the results from one comparison can be used to modify the

results of the other comparison.

[0047] Then, at step 130, the match results are presented to the employee seeker.

Preferably, only employment seekers with a match level that satisfies a threshold

condition are presented to the employee seeker. Alternatively, a specified number of

employment seekers are presented to the employee seeker at one time, ranked by

match level and with the highest ranking employment seekers being presented first. It

should be noted that matching results can be presented to the employee seeker in any

suitable manner.

[0048] Fig. 2 shows a preferred process for an employment seeker to seek to fill a

position; however other suitable processes can be followed. Instead of submitting a

resume when interested in a position as is common in traditional employment systems,

employment seekers can indicate their interest in positions presented to them. After

matching results are presented to an employment seeker, at step 200, an employment

seeker indicates his or her interest in one or more of the positions that are presented to

the employment seeker (e.g., the match results of step 120. At step 205, it is

determined whether the employment seeker is displayed to the employer seeker for the

indicated position. Preferably, the employment seeker is displayed to the employee

seeker if the employment seeker is one of the top matches for a position and the match

is strong enough to satisfy the threshold condition; however the employment seeker

can be displayed to the employee seeker under any other suitable conditions.

Similarly, the employment seeker is preferably not displayed to the employee seeker if

the employment seeker is not one of the top matches, the match is not strong enough to

satisfy a threshold condition, or any other suitable reason for the employment seeker to

not be displayed.

[0049] If the employment seeker is displayed, at step 210, the employment seeker's

interest is also displayed to the employee seeker. Then, the employee seeker

determines whether it is interested in the employment seeker at step 215. It should be

noted that the employment seeker's interest is not necessarily displayed to the



employee seeker before step 215 or at any other time. If the employee seeker is

interested in the employment seeker, preferably the employee seeker initiates contact

with the employment seeker at step 220; however any suitable process for initiating

contact (e.g., the employee seeker indicating interest, paying a fee and then being put

into contact with the employment seeker or any other suitable process) can be

followed. If the employee seeker is not interested in the employment system,

preferably, at step 225, the employee seeker indicates its disinterest and the

employment seeker is notified; however, it is not necessary for the employee seeker to

indicate disinterest or for the employment seeker to be notified. The employee seeker

can remove an employment seeker from its display, ignore the employment seeker, fill

the position without reviewing the employment seeker, or take any other suitable

action. Further, the employment seeker may be notified that a position is filled,

notified when an amount of time following his or her indication of interest has passed,

notified of changes in the position, provided with no notice at all, or provided any

other suitable notice.

[0050] If the employment seeker is not displayed to the employer seeker, at step 230,

the employee seeker remains unaware of the employment seeker's interest. Thus,

unqualified employment seekers (e.g., those whose match scores rank low and/or do

not match strongly enough to satisfy a threshold condition) are not displayed to

employee seekers, and the employee seeker's time and effort is not spent weeding out

interested, but unqualified, employment seekers.

[0051] Preferably, changes to an employment seeker's attributes and/or a position are

not tracked; however, such changes can be tracked, if desired. In an example

embodiment, changes to an employment seeker's attributes are recorded, and when an

employment seeker is displayed to an employee seeker for a position, the employee

seeker is also able to view changes the employment seeker made to his or her

attributes. Since an employment seeker can be tempted to exaggerate attributes when

few employee seekers are interested, the tracked changes can provide employee

seekers with an indication that some attributes may be inaccurate or exaggerated.

Similarly, in another example embodiment, changes to a position are recorded and

presented to an employment seeker when the employment seeker views the position.



[0052] Preferably, the recency of attributes (e.g., work or skill experience) is taken

into consideration during matching without the need for an employee seeker or

employment seeker to specify a desired recency value; however, the recency of

attributes can be taken into consideration during matching or excluded from

consideration in any suitable manner. In one embodiment, matching calculations

automatically account for recency by weighing more recent attributes differently than

older attributes. For example, a year's experience of C++ programming may be

weighted 100% if it was during the past year, 90% if it was a year old, 80% if two

years old, 70% if three years old, and so on. The relationship between the weight of an

attribute and the attribute's recency can be expressed by any suitable function and

preferably will not result in any recency value being associated with a negative weight

(e.g., in the progression described above, anything over nine years old would still be

weighted 10% or 0% or any other suitable non-negative percentage); however the

relationship between recency and weight can be any suitable continuous or

discontinuous function.

[0053] Fig. 3 shows a preferred process for factoring attribute recency when matching

in an employment system; however, any suitable process can be used. At step 300,

employment seekers enter their attributes into the system. The attributes are associated

with one or more fixed times or time periods. For example, some employment seeker

may have experience programming in Perl from June of 1997 to December of 2003

and from November of 2004 to January of 2005. At step 305, an employee seeker

enters a desired value or amount associated with a particular attribute for an open

position. For example, the employee seeker can specify that 5 years of experience

programming in Perl is desired for a Senior Perl Programmer position. It should be

noted that steps 300 and 305 can occur in any order or simultaneously and can be

repeated.

[0054] At step 310, the desired value associated with a particular attribute is modified

to account for recency. Preferably, the resulting modified value is equal to the value

derived by adjusting the attributes of a hypothetical employment seeker who has the

desired amount of that attribute continuously up to the current date for recency;

however, any suitable modification can be made. For example, a hypothetical

employment seeker who has programmed Perl for the most recent five years would



have the most recent year counted as 1 year of experience, the year before that as 0.9

years of experience, and 0.8, 0.7 and 0.6 years of experience for the three years before

that, respectively. Thus, the total recency-adjusted value of the hypothetical

employment seeker's Perl programming experience is 1 + 0.9 + 0.8 + 0.7 + 0.6, or 4.0

years of Perl programming experience. As a result, when the employee seeker's desire

for 5 years of Perl programming experience is modified to account for recency, it

becomes 4 years of Perl programming experience.

[0055] At step 315, the attribute values entered in step 300 are adjusted for recency.

For example, in the case of the employment seeker discussed above who had

experience programming in Perl from June of 1997 to December of 2003 and from

November of 2004 to January of 2005, assuming it is now March of 2005, the

November 2004 to January 2005 experience counts as 0.25 years. The March 2003 to

December 2003 experience counts as 0.675 years (i.e., 90% of 0.75 years). Similarly,

March 2002 to February 2003 counts as 0.8 years, March 2001 to February 2002

counts as 0.7 years, March 2000 to February 2001 counts as 0.6 years, March of 1999

to February 2000 counts as 0.5 years, March 1998 to February 1999 counts as 0.4

years and June 1997 to February 1998 counts as 0.225 years (i.e., 30% of 0.75 years).

As a result, the employment seeker has 0.25 + 0.675 + 0.8 + 0.7 + 0.6 + 0.5 + 0.4 +

0.225 = 4.15 years of recency-adjusted Perl programming experience.

[0056] At step 320, the recency-adjusted desired attribute values for employee seekers

are matched with the recency-adjusted attribute values of employment seekers.

Continuing the examples above, the employee seeker's recency-adjusted desired Perl

programming experience value of four years would be satisfied by the employment

seeker's recency-adjusted Perl programming experience of 4.15 years. However, the

effect of recency becomes clearer when observing that had the employment seeker not

programmed in Perl from November 2004 to January 2005, the employment seeker's

Perl programming experience would not be sufficient to satisfy the employee seeker's

experience desires even though the employment seeker had over five years of Perl

programming experience earlier in his or her career. The recency adjustments of the

above examples are for illustrative purposes, and it should be noted that any other

suitable adjustments can be made.



[0057] Preferably, an employee seeker and/or employment seeker does not need to

specify any recency value or calculation and recency is automatically factored into

matches; however, in various embodiments an employee seeker and/or employment

seeker can specify a recency value or calculation or manually cause recency to be

factored into matches in any suitable manner, or recency can not be factored into

matches. In one embodiment, an employee seeker can specify a desired attribute and a

desired recency for the attribute. For example, an employee seeker may specify that a

good candidate for a position will have at least three years of C++ experience within

the last 7 years. Similarly, in another embodiment, an employment seeker may specify

a recency condition for a desired position. For example, an employment seeker may

desire that the position be with a relatively new company and could specify that the

company be one that started within the past three years. Alternatively, the

employment seeker may desire a company with a mature casual dress code and could

require that the initiation of the casual dress code be no more recent than the last 5

years.

[0058] Preferably, the match-based employment system does not make individually

determined recommendations for changes to employee seeker, position and/or

employment seeker attributes; however, an alternative match-based employment

system can provide individually determined change recommendations to employee

seeker, position and/or employment seeker attributes or any other suitable user-

controlled data. For example, the alternative match-based employment system can

periodically and/or occasionally prompt a seeker to provide additional and/or

alternative information, thus improving the seeker's use of the system. Specifically,

for an employee seeker that has failed to provide dress code information for a position

and is offering $50,000 in compensation, the match-based employment system can

prompt the employee seeker to enter dress code information to potentially improve

match scores. The alternative match-based employment system can also determine

that employment seekers (who possess the attributes desired by the employee seeker)

specify an average desired compensation of $100,000 and/or that employment seekers

with the specified skills have accepted positions offering an average of $80,000 in

desired compensation. The information is provided to the employee seeker, and the



employee seeker is given the opportunity to alter his or her match profile for the

position.

[0059] Similarly, for an employment seeker who has entered several programming-

related skills, but not some others that the system has determined are frequently

associated with one or more of the entered skills and who is seeking $80,000 in

compensation, the alternative match-based employment system can prompt the

employment seeker to provide the missing associated skills to potentially improve

match scores. The alternative match-based employment system can also determine

that recently filled positions that possess the attributes desired by the employment

seeker had a compensation level of only $65,000. The information is provided to the

employment seeker, and the employment seeker is given the opportunity to alter his or

her match profile.

[0060] Preferably, the match-based employment system supplies feedback to users to

provide them with information on how their matching results would change if they

changed their own attributes and/or their desired attributes; however, the match-based

employment system can provide other suitable kinds of feedback or no feedback at all.

Fig. 4 shows a preferred process of providing feedback to system users; however,

feedback can be provided by any other suitable process. The system alters one or

more attributes of the matching profile for a user and generates alternative matching

results for the altered profile. At step 400, the system determines the attributes that

will be altered. It is preferred that the system determine the attributes to be altered at

one time; however, the system can determine the attributes individually and at any

suitable time during the feedback process or in any other suitable manner.

[0061] At step 405, the system selects an attribute that has not yet been altered. At

step 410, the attribute is altered. The attribute can be altered by adding or subtracting

a value, multiplying or dividing by a value, applying a function, selecting fixed points

on a scale of possible values for that attribute, entirely or partly randomly or pseudo-

randomly, or in any other suitable manner. At step 415, the matching profile with the

altered attribute is matched by the system. At step 420, an indicator of the quantity

and/or quality of the matching results for the altered profile is recorded. Preferably,

the indicator is the number of results that have a matching value greater than a



threshold value; however, the indicator can be any suitable indication of match result

quantity and/or quality.

[0062] At step 425, it is determined whether the selected attribute is to be altered and

matched again. If the selected attribute is to be altered and matched again, the process

repeats at step 410. If not, at step 430, it is determined whether another attribute is to

be altered and matched. If another attribute is to be altered and matched, the process

repeats at step 405. If not, at step 435, the recorded indicators are displayed to the

user.

[0063] Figs. 5 and 6 show preferred display configurations of feedback provided by

the process of Fig. 4; however, the feedback can be displayed in any suitable

configuration. The displays are based on a hypothetical employment seeker who, in

addition to having other attributes, desires a casual work environment within twenty

miles of his home that pays $100,000 a year. Based upon those attributes, the system

in the hypothetical example generates five results that satisfy a threshold matching

level. The system then generates an alternative matching profile in which all attributes

are the same except that the work environment is casual only on Fridays. That

alternative matching profile results in ten matches that satisfy the threshold. Similarly,

a matching for which the desired distance is five miles yields one match, and when the

desired distance is forty miles, the system yields thirty matches. Further, a desired

compensation level of $75,000 yields fifteen matches, and a desired compensation

level of $150,000 yields zero matches. As shown in Figs. 5 and 6, Each of these

alternative matching profile results are presented to the employment seeker by

displaying the attribute alteration (i.e., the difference between the matching profile

entered by the employment seeker and the alternative matching profile) and the

number of matches the alternative matching profile would generate.

[0064] In Fig. 5, the user entered a matching profile and two alternative matching

profiles generated by altering the same attribute are displayed co-linearly, and a

separate, non-intersecting line is displayed for each altered attribute. Thus, line 500

displays the results of modifying the work attire attribute, line 502 displays the results

of modifying the distance attribute and line 504 displays the results of modifying the

desired contribution level attribute. The indication of results for the unaltered

matching profile 506 is displayed on line 500, line 502 and line 504. Similarly,



indications of results for altered matching profiles 508 are also displayed on line 500,

line 502 and line 504.

[0065] As shown in Fig. 6, when multiple attributes are modified to produce multiple

alternative matching profiles, alternative matching profiles based upon the same

attribute being modified can be displayed co-linearly, such that the user entered

matching profile is a common intersection point for the different co-linearly displayed

matching profiles. Thus, line 500, line 502 and line 504 are arranged such that they

intersect at the results indication for the unaltered matching profile 506, creating a star

or asterisk shaped display. The display of Fig. 6 can have the advantage over the

display of Fig. 5 of being more compact; however, the display of Fig. 5 may be easier

to read when a large number of attributes are altered. It should be noted that feedback

can also be displayed using a combination of the displays of Figs. 5 and 6 or any other

suitable display configuration.

[0066] In one alternative embodiment, human resources information is determined or

mined from the employment system's activity and/or a database of transactions or

other suitable data based on the employment system's activity (e.g., positions being

filled by employment seekers, position and employment seeker match profiles, etc.)

and made available to the employment system's users. For example, system users can

determine which employee seekers, or which type of employee seekers (e.g., web-

based programming consultant firms, Fortune 500 companies, Pharmaceutical

companies, political consultants, etc.), are hiring, which regions (e.g., Southern States,

Chicago-area, Alaska, etc.) or fields (e.g., JAVA programming, truck driving, security,

toxic mold litigation, etc.) are hiring, what compensation rates are being offered, the

common attributes of employment seekers that are being hired (e.g., education level,

certificates held, age, experience level, desired compensation level, etc.), the common

attributes of employee seekers and/or positions that are generating interest (e.g.,

benefits, work environment, compensation level, type of work, etc.), the compensation

level being sought by employment seekers with particular skills, or any other suitable

information. System users can use the human resources information when generating

their own matching profiles, when deciding whether to modify their matching profile,

when just investigating the marketplace, or for any other suitable reason. Users can

mine or query the human resources information by constructing custom database



queries (e.g., an SQL query), using standard, system-provided queries, using query

wizards or in any other suitable manner. If desired, the queries can be read-only; thus,

preventing a user from altering the information stored in the database.

[0067] Preferably, matching is performed by a matching engine on one or more

servers; however, matching can be performed by any suitable custom matching engine,

suitable commercially available matching engine, or by any other suitable mechanism.

As shown in Fig. 7, a matching engine compares matching profiles, attribute/field by

attribute/field to determine a matching value for the profiles. Each attribute or field of

a profile is compared with a corresponding attribute or field in another to determine

how well the two match. Using compensation level as an example, the compensation

level specified by an employment seeker could be $100,000 while the compensation

level specified by the position is $50,000. When comparing the two, the match engine

can assign a value of 0 to indicate it is not an exact match (returning 1 only when the

values match exactly or within some threshold error). Alternatively, the matching

engine can not assign values in an all-or-nothing manner and assign a value of 0.5 to

indicate that the offered compensation is only half of the desired compensation.

Similarly, if the position offered $135,000, the matching engine can assign a value of 1

to indicate the offer meets or exceeds the desire, 1.35 to indicate by how much the

offer exceeds the desire, or any other suitable value assignment.

[0068] The determination process can be the same for each attribute pair; however the

determination process can also vary from one pair of attributes to another pair. For

example, the matching engine may assign values in an all-or-nothing manner for work

attire preferences, but assign values in a percentage satisfaction manner for salary and

distance from a location. In the matching process shown in Fig. 7, the matching

engine is supplied with not just attribute values, but also information on how to

perform comparisons. At step 700, a list of attributes from two profiles are provided to

the engine along with information on how to perform individual attribute comparisons.

It should be noted that the information on how to perform individual attribute

comparisons could alternatively be programmed into the engine, provided at a

different time than profile information, or provided in any other suitable manner. At

step 705, each attribute from the first profile is compared with its corresponding

attribute in the second profile and the comparison produces a value in accordance with



the information on how to perform that particular individual attribute comparison.

Preferably, if an attribute is not provided, the comparison produces a value of zero;

however, the matching engine can produce any suitable value.

[0069] At step 710, each value is weighted. Preferably, each attribute is associated

with a weight value that is multiplied by the value generated in step 705; however,

weighting can be accomplished by any other suitable weighting process or formula.

At step 715, the weighted values are combined to produce a combined value.

Preferably, the weighted values are combined by summing all of the weighted values;

however, the weighted values can be combined by multiplying the weighted values

together or any other suitable process or formula. Preferably, the combined value is

scaled to a range of 0 to 100% to produce a match score or value, with 100% being an

ideal match on each attribute; however, the combined value can be scaled to any

suitable range, including ranges with maxima in excess of 100%. Further, the

combined value can be the match score or value without scaling, or any other suitable

operation can be performed on the combined value to produce the matching score or

value.

Employment seeker Match Profile Collection and Management

[0070] In one embodiment, an employment seeker match profile comprises an

employment seeker background profile and an employment seeker preference profile.

Preferably, the match-based employment system enables the collection of background

profile information and one preference profile; however, an alternative match-based

employment system can enable collection of more than one preference profile, more

than one background profile, or any other suitable information. Li such an alternative

match-based employment system, a template for generating additional profiles can be

based upon an existing preference profile.

[0071] Preferably, the match-based employment system enables editing and/or

deletion of existing preference profiles and/or background profiles; however, editing or

deletion of preference profiles or background profiled can be disallowed, if desired.

An audit trail (e.g., which element was changed, old value, date changed) is preferably

not generated or stored; however, an audit trail for background data changes or

preference data changes can be generated, stored and made available to employee

seekers viewing the employment seeker's details. The audit trail can provide an



indication to employee seekers when an employment seeker may be exaggerating

about his or her background. If desired, no audit trail is maintained when missing data

is supplied, under the assumption that such data is less likely to be exaggerated.

[0072] Preferably, the match-based employment system prompts a user to enter a

majority or substantially all of the user's information before any matching results are

presented to the user; however, an alternative match-based employment system can

present initial matching results to a user after the user enters only a subset of the user's

information or at any other suitable point in the information gathering process. The

alternative system can prompt the user to enter missing criteria throughout the

remainder of the user experience.

[0073] Preferably, one or more attributes included in the matching criteria are

provided by entering an attribute unit; however, attributes can be provided in any

suitable manner. As depicted in Fig. 8, an attribute unit 800 is comprised of a duration

802 and one or more attributes 804 associated with that duration 802. It should be

noted that the graphical representation of an attribute unit 800 in Fig. 8 is intended

only to illustrate the concept and that attribute unit 800 can be represented virtually

using a table, a structure, an array, an object, a class, or any other suitable virtual

representation. An attribute associated with a duration may be associated with a

portion of the duration (e.g., 10%) or the entire duration.

[0074] Types of attribute unit include, but are not limited to, work units or

employment attribute units (e.g., employment skill units and/or employment exposure

skill units), educational background units and status units.

[0075] In one embodiment, employment seekers enter their work experience in work

units (i.e., blocks of time that represent a particular job or assignment wherein the

employment seeker applied a set of skills and held a particular title and had a particular

set of responsibilities). For example, an employment seeker who worked as a sales

representative for four years at IBM and then worked as a manager at IBM for four

more years may enter two work units, one for the sales representative experience and

one for the manager position experience. Within each work unit, employment seekers

apportion how much of their time at the position represented by the work unit that they

spent on each skill therein (i.e., C++ 90%, Java 10%, Internet applications 45%, game

platforms 68%, operating systems 5%, PDA applications 15%, etc.).



[0076] A preferred process for entering an attribute unit, in particular a work unit, is

shown in Fig. 9; however, an attribute unit can be entered in any suitable manner. At

step 900, a time period is entered. The time period is preferably entered by specifying

a beginning point (e.g., a specific date, a year and month, etc.) and an ending point

(e.g., specific date, year and month, current/present, etc.); however, the time period

can be entered in any suitable manner. At step 910, an identifier for the unit is entered.

Preferably, the identifier is a combination of an organization (e.g., an employer) and a

descriptor (e.g., a job title); however, the identifier can be any suitable identifier for

distinguishing the unit from other units. Preferably, an indication of whether the unit

involved management activities and, if so, an indication of the quantity, quality or

character of the management activities are also entered; however, it is not necessary to

enable entry of this information.

[0077] At step 920, a high level skill set is selected. Preferably, the high level skill

sets are categorized by industry, wherein the skills in a high level skill set are the skills

associated with that industry; however, the high level skill sets can be categorized in

any other suitable manner. Preferably, the high level skill sets include one or more

skills; however, the high level skill set can also, or instead, include a trait of the unit

(e.g., the industry to which the unit relates). Also, when the high level skill sets

include one or more skills, those skills are preferably organized hierarchically;

however, the skills can be organized in non-hierarchically or in any other suitable

manner.

[0078] At step 930, a flavor bucket is selected. Preferably, the flavor bucket is part of

the top level of a hierarchy of skills in the high level skill set; however, the flavor

bucket could be any suitable set of skills. Also, the flavor bucket is preferably

associated with a profession, wherein the skills associated with that profession are

included in the flavor bucket; however, the flavor bucket can be associated with any

other suitable categorization of skills.

[0079] At step 940, the skills associated with the flavor bucket are displayed.

Preferably, the skills are organized hierarchically; however, the skills can be organized

non-hierarchically or in any other suitable manner. At step 950, the skills to be

associated with the unit are selected. If the skills are organized hierarchically, it is

beneficial for the user to enter as specific of skills (i.e., low on the hierarchy) as



possible because when matching is performed, if the unit's skill is included in the

hierarchy below the desired skill, preferably, the desired skill is met. However, if the

unit's skill is above the desired skill in the hierarchy, the desired skill is preferably not

met. However, the effect of the hierarchy on matching can follow any suitable

protocol.

[0080] Preferably, a user can search for a skill to associate with the unit outside of the

high level skill set and/or flavor bucket; however, employment systems can disable

searching for skills outside of the high level skill set and/or flavor bucket. Thus, if a

user misjudges the hierarchy, he or she can still find the appropriate skill for the unit if

it is available.

[0081] At step 960, the user assigns weights to one or more of the selected skills.

Preferably, the user has a limited number of points (e.g., 10) to apportion between the

skills; however, the weights can be assigned in any other suitable manner. If the user

does not apportion any points to a skill, that skill is preferably not considered in the

matching calculations, but is still visible to potential matches viewing the user's

profile. However, skills that are not apportioned any points can be included in the

matching calculations in any suitable manner.

[0082] Preferably, the user can also associate other information (e.g., text) with the

unit that is not used in the matching calculations; however, employment systems are

not required to enable users to associate such information with the unit.

[0083] A work unit may be independent of any particular position. For example, an

employment seeker who worked as a programmer for four years, but who spent two

years of that time devoted to one project, one month in an intensive training program,

and the remainder of the time working on various different projects may enter one

work unit for the two year project, one work unit for the training month, and one or

more work units for the remainder of the time.

[0084] Preferably, the recency of an attribute is figured into the match calculation in

the manner described above; however, recency can be figured into the match

calculation in any suitable manner. For example, a duration can be recorded for a

attribute unit (e.g., a work unit) as part of the attribute unit's creation. A duration can

be entered indirectly by specifying a beginning and ending date. Alternatively, a

duration can be entered directly and may be accompanied by either a beginning or



ending date. The recency of a skill can be determined by comparing the time period of

an attribute unit with another duration that ends at the present time. For example, an

attribute unit having a duration of two years beginning five years ago and ending three

years ago would be counted as recent in its entirety if a recency requirement is "within

five years." However, only the most recent one year of the same attribute unit would

be counted as recent if the recency requirement is "within four years."

[0085] Preferably, employment seekers are not able to specify an importance level for

their attributes; however, if desired, an employment system can enable employment

seekers to specify an importance level for their attributes. Such an importance level

can be used when associating employment seekers and employee seekers to enable an

employment seeker to emphasis or de-emphasis any of their attributes. Thus, a

programmer who has five years of Cobol experience but does not wish to use Cobol in

any new position can specify a low importance level to the Cobol experience. As a

result, that programmer will match better to open jobs that require some Cobol

experience than if the programmer left that experience out of his profile. At the same

time, that experience will be de-emphasized so that his match results are not

dominated by his Cobol experience. Similarly, an attorney with experience in patent

interference matters and who is more interested in positions that involve that area of

the law than any other area can specify a high importance level to the patent

interference experience.

[0086] Preferably, employment seekers are not able to enter and/or match upon

exposure skills (i.e., skills seekers have picked up over time but have not applied

seriously in a professional capacity); however, if desired, and employment system can

enable employment seekers to enter exposure skills in employment exposure skills

units. For matching purposes the duration of an employment exposure skill unit is a

time period less than or equal to the smallest granularity for job-related work units.

Thus, the weighing of employment exposure skills tend to be small when associating

employment seekers and employee seekers. The recency of these exposure skills can

vary or can be assigned a fixed value (e.g., now or current).

[0087] Preferably, employment seekers enter their education history in the form of a

list of one or more degrees/diplomas received. For each entry, employment seekers

can preferably specify the type of diploma, the issuing institution, the date received



and/or a description of the educational experience; however, if desired the employment

system can enable employment seekers to specify any other suitable information.

Preferably, the description of the educational experience is not used to associate

employment seekers with employee seekers; however, the educational experience can

be part of the matching calculation in any suitable manner. Preferably, the description

is displayed to employee seekers who match with the employment seeker. Preferably,

educational degrees/diplomas/certificates are ordered, and the highest ordered

educational entry for an employment seeker is used as the "highest degree attained"

education attribute when associating employment seekers and employee seekers;

however, education history information need not be ordered and can be figured into

the match calculation in any suitable manner.

[0088] Alternatively, employment seekers can enter their education history using

educational background units in a manner similar to entry of employment history in

work units. Educational history units can correspond to the duration of a degree

program, a semester or quarter of a degree program, individual courses, and/or units of

courses. Attributes included in educational background units can include subjects or

skills taught, project types, degrees or certificates earned, evaluation of performances,

etc.

[0089] Preferably, a brokerage of user background details and preference profile is

maintained (e.g., as part of one or more match-based employment systems or as a

separate, dedicated system). As employment seekers or employee seekers move from

one match-based employment system site to another, it is determined (e.g., via cookie,

etc.) whether they have background data and/or matching profiles available in the

brokerage. If such data is present in the brokerage, the seeker is able to transfer their

information to the new site. Thus, seekers are spared the need to re-enter data.

Preferably, the transfer is automatic; however, the transfer could require the user to

acknowledge the transfer or be performed in any other suitable manner. Preferably,

changes to background data and/or other seeker information on any site is propagated

to all sites.

[0090] Fig. 10 shows the process of brokering user profile in accordance with one

embodiment. At step 1000, a user enters a profile (i.e., background/attribute

information and preferences) on a match-based employment system. At step 1010, the



user is provided with a means for indicating that he or she has created a profile.

Preferably, the means is a cookie that includes information about upon which match-

based employment system the profile was created; however, the means can be a user

identifier, a match-based employment system identifier or any other suitable means.

At step 1020, the user visits a second match-based employment system. At step 1030,

the second match-based employment system is provided with an indication that the

user created a profile on another match-based employment system. At step 1040, the

second match-based employment system retrieves the user's profile.

[0091] Alternatively, match-based employment systems can interact to perform the

function of the brokerage without the need for a separate, dedicated brokerage. For

example, when a user visits a site for the first time, there may be an indication (e.g., a

cookie or input from the user) that the user has a profile at another match-based site.

The profile can then be retrieved from that site. Alternatively, after the site collects

sufficient identifying information, it can query other match-based sites to determine

whether any of them contain a profile for the user. Preferably, both background

information (e.g., attribute units) and preference profiles (i.e., attributes of a desired

position, employer or employee) are brokered; however, if desired, only one or the

other can be brokered.

[0092] Preferably, a seeker is prompted to enter a substantial amount of information

before any matching occurs; however, matching can be performed after the seeker

enters a minimal amount of data or at any other suitable time. For example, a seeker's

(either employment seeker or employee seeker) profile (i.e., background and

preferences) can be entered and/or edited iteratively. After matching is performed, the

seeker can be prompted to provide additional information or alter existing information

in response to various conditions. For example, an employment seeker may not match

well with any position displayed to him or her, causing the system to prompt the user

to enter missing attributes that might improve the employment seeker's match level for

the positions. Alternatively, an employment seeker may match well with a position,

but the position is not displayed to the employment seeker because of his or her

preferences, causing the system to prompt the employment seeker to augment or

modify his or her preferences. Answering iterative data collection questions causes the

search/match results to be quickly updated to reflect the new match criteria.



[0093] Preferably, seekers (employee seekers or employment seekers) can specify an

importance level only for the preferences that they enter (i.e., what they desire in a

match; not their own attributes); however, if desired, an employment system can

enable seekers to specify an importance level to any match criteria that they enter. The

importance level may default to a some value (e.g., a neutral value), thus making it

unnecessary for a seeker to enter the importance level for every match criteria.

However, if a seeker wishes to raise or lower the relative importance of any criterion

in the match, he or she may do so. Preferably, seekers are able to specify importance

levels using five levels of granularity for importance; however, any suitable

granularity can be used. For example, the granularity of the importance scale can be

limited only by the granularity to which the system can differentiate values.

[0094] Preferably, the importance weighting acts to adjust the relative importance of

the criteria. As a result, marking each criteria as having the highest importance will

have the same effect on the match scores as marking each criteria as having the lowest

importance. However, if desired, the importance weighting can have an absolute

effect on the matching scores (i.e., marking all criteria as having the highest

importance will have a different effect on the match scores than marking each criteria

as having the lowest importance).

[0095] Preferably, an employment seeker is not able to weigh positions by which

company is offering the job; however, if desired, an employment system can enable an

employment seeker to weigh positions by what company is offering the job. In such a

system, if an employment seeker has a strong desire to work for a specific company,

that company can be specified as part of the preference information with a high

importance weighting. Alternatively, if an employment seeker has a strong desire to

not work for a specific company, the company can be specified as part of the

preference information with a "not" indication and/or a strongly

negative/adverse/anchoring importance level. A hierarchy of company information

can be maintained to track which companies are related by being subsidiaries,

affiliates, divisions, parents, etc.

Seeker Match Execution and Results

[0096] Preferably, employment seeker can have only one preference profile and

employee seekers can have only one preference profile for each position being offered;



however, if desired, seekers (employee seekers or employment seekers) can have more

than one preference profile (i.e., the set of attributes they are seeking). In such

systems, when a seeker who has more than one profile views matches, the system

displays the match results for the current profile. However, seekers may view match

results for any of their preference profiles. Similarly, when an employee seeker views

a matching employment seeker who has multiple preference profiles, the matching

employment seeker is only displayed once in the result set (e.g., for the best matching

score for that employment seeker's profiles).

[0097] For employment seekers, match results can contain the company name

(perhaps being the most prominently displayed element), the position location,

position title, the match element contributing the most to the overall score and/or any

other suitable information. In embodiments in which the match-based employment

system is controlled by or contains only one employee seeker, the results can

emphasize an element other than the company name (e.g., department or job title).

[0098] In one embodiment, whenever search/match results are visible on the screen,

the match criteria used to produce the results are also displayed; however, the match-

based employment systems are not required to enable display of match criteria

simultaneously with match results. The match criteria can be arranged to indicate

whether they are background or preference profile information. Alternatively, the

matching criteria can be arranged to indicate whether they are company or current

position profile information.

[0099] Preferably, for each match result displayed, the match-based employment

system displays a score that reflects the quality/strength of the bi-directional match

between the employment seeker and the position; however, a score reflecting a uni¬

directional match or any other suitable score can be displayed or the system can

display no score, as desired. Preferably, the bi-directional match score is calculated

such that how well the employment seeker meets the job's desires accounts for 70% of

the score and how well the job meets the employment seeker's desires accounts for

30% of the score; however, the score calculation can use any suitable weighting of uni¬

directional matches. Preferably, the score is expressed as a percentage; however, the

score can be expressed in any suitable manner.



[00100] Preferably, the match score is computed on the basis of all employee

seeker criteria, regardless of whether the employment seeker has supplied

answers/attributes specified by the employee seeker's preference criteria. Similarly,

the match score is preferably computed on the basis of all employment seeker criteria,

regardless of whether the employee seeker has supplied answers/attributes specified by

the employment seeker's preference criteria. Preferably, such missing

elements/attributes are scored as 0; however, the missing elements can be accounted

for or left out of the matching calculation in any suitable manner.

[00101] In an alternative embodiment, seekers are able to provide feed back for

a matching score. For example, a mechanism (e.g., a link, a button, etc.) is provided in

the user interface of the match results listing to enable seekers to indicate that they

disagree with the match score for a given listing. If a seeker believes that a match

score is out of place (e.g., above or below what the seeker believes is a better

candidate, or 100% when the match is not what the seeker envisioned, etc.), then the

seeker can enter a dialog with the match-based employment system about the

perceived mismatch.

[00102] The seeker is presented with a number of common reasons for the

perceived mismatch (e.g., signal strength, in which case the system begins iterative

data collection; or importance/recency weighting, in which case the system queries the

seeker about which skills/attributes seem out of proportion and then collects

appropriate weighting; or inappropriate expectations, in which case the system

automatically performs additional matches based on alterations of the current matching

criteria and provide information about the results and/or suggestions based on the

additional matches to the seeker), hi this manner, seekers can be prompted to enter

importance/recency weighting when the seeker was not forced to enter it initially

and/or without presenting the seeker with a large matrix of settings, etc.

[00103] Further, signal strength can be used in determining the priority of

iterative data collection questions. For example, missing criteria/attributes that would

likely have the greatest impact on the results (e.g., the match element question whose

weight has the biggest potential sway on the match) can be asked first. Weights can be

based on the seeker's industry.



[00104] Preferably, the user interface indicates the general quality of the match

result set with visual cues; however, the interface is not required to indicate the quality

of match results or can indicate the general quality in any suitable manner. For

example, results with scores including and over a certain threshold (e.g., 90%) are

bolded and/or highlighted, scores including and over another threshold (e.g., 60%) but

below the higher threshold are in a normal style, and scores below that are grayed out

or otherwise visually deemphasized.

Seeker Match Feedback

[00105] In an alternative embodiment, a visual indication is provided (e.g., on

the match results display where the profile summary is displayed) of the completeness

(i.e., signal strength) of the profile criteria. A separate indicator can be provided for

the background and preference portions of the match profile. Alternatively, a separate

indicator can be provided for the company and position portions of the match profile.

The indicator indicates to the seeker that the current state of the match profile may be

inadequate to provide accurate matches. Thus, poor scores may indicate incomplete

data rather than a lack of good matches in the database. The weights used in the signal

strength calculation can be based on the seeker's industry.

[00106] As described above and shown in Figs. 4-6, a seeker is preferably able

to view indications of the quality and/or quantity of match results for modifications of

the specified match criteria. However, feedback of the quality and/or quantity of

match results can be provided in any suitable manner. For example, the match-based

employment system can provide a visual indication (e.g., a histogram, etc.) of how

much of the candidate pool (i.e., possible matches) falls within reasonable matching

bounds (e.g., within the current match profile or within some acceptable

error/alterations of the current match profile) given the current match profile data.

Thus, a seeker receives an indication of whether the current matching criteria are

effectively limiting (i.e., neither too limiting nor insufficiently limiting) the result set.

[00107] Preferably, the match-based employment system queues and delivers

messages and alerts to seekers; however, employment systems are not required to

deliver such feedback. The messages and alerts are preferably accessible from the

initial screen the seeker is provided upon logging into the system (e.g., via a web

interface); however, the messages and alerts can be accessible in any suitable manner.



Alerts can inform seekers of changes that occurred since the seeker's last login (e.g.,

new matches available, status of employer/seeker contact attempts, etc.). Further, new

incoming alerts delivered to a seeker during a session can be revealed to the seeker no

matter what page he or she is currently viewing.

[00108] Preferably, as shown in Fig. 11, when a seeker removes a possible

match from the seeker's favorites list, the seeker is prompted to enter a reason for the

removal (e.g., need to make space on favorites list, salary demand too high, better

candidate appeared, etc.). At step 1100, a seeker places a candidate on his or her

favorites list. Preferably, the candidate is notified of being placed on the favorites list;

however, the system is not required to notify the candidate of being placed on the

favorites list. At step 1110, the seeker removes the candidate from the favorite list. At

step 1120, the seeker is prompted to enter a reason for the removal. Preferably, the

seeker is presented with a list of standard reasons; however, the seeker can be

prompted to enter the reason in free text or in any other suitable manner. At step 1130,

the candidate is notified of the removal and provided with the reason.

[00109] Preferably, a periodic (e.g., weekly) e-mail similar communication is

sent to seekers, containing a summary of the current information for a given profile

(e.g., preference criteria, matches, etc.); however, an employment system is not

required to send such a communication. The e-mail preferably contains a link which

enables seekers to jump directly to match-based employment system's user interface

for the seeker for more details; however the e-mail can contain any suitable

information and is not required to contain a link. Preferably, an alert (e.g., an e-mail,

an instant message, a phone call, a notice on the user interface login screen for a

seeker, etc.) is sent to a seeker when candidates with a match score above a threshold

have indicated interest in the seeker (or a position offered by the seeker). Preferably,

the threshold is seeker-specified and/or seeker-adjustable; however, the threshold can

be a fixed value set by the system or any other suitable value. Further, the default for

the match-based employment system can be to not contact the seeker, requiring the

seeker to specifically request being alerted before alerts are sent.

[001 10] As shown in Fig. 12, a graphical depiction of the strength of

components of the match score are preferably displayed when a user views a

candidate; however, the graphical depiction can be displayed at any other suitable



point or not at all, as desired. Components 1202 are displayed as wedges in a pie chart

1200, with component strength being indicated by both the size of the wedge (i.e., the

length of the radius) and a color or pattern. Matching elements can be grouped

together into one component (e.g., Skills 1204); however, components can also be

individual match criteria (e.g., Salary 1206). The components 1202 can also be

displayed textually in a list 1208, and preferably the text for each component appears

over the color or pattern corresponding to that component's strength. Also, a legend

1210 is preferably provided to better quantify the strengths being indicated by wedge

size and/or color or pattern.

[00111] Preferably, as shown in Fig. 13, seekers can compare candidates by

displaying side-by-side information similar to the information displayed in Fig. 12 for

two or more candidates. Preferably, information for a maximum of three candidates is

displayed at one time; however, information for any suitable number of candidates can

be displayed at one time. By presenting the information for the Software Engineer

position 1300, the Sr. Software Engineer position 1302 and the Lead Software

Engineer position 1304 in this manner, the seeker can quickly perceive differences, if

any, between the positions.

Seeker Keeper Management

[00112] Preferably, seekers (both employee seekers and employment seekers)

indicate up to a fixed number of matches (e.g., 20) as keepers or favorites, thus,

forming a favorites list (or keepers list); however, employment systems are not

required to enable seekers to indicate favorites. Preferably, employee seekers have a

favorites list for each of the positions posted by the employee seeker. The indicators,

or bookmarks, help the seeker to remember the matches for future reference. Further,

the seeker may enter and record notes for matches on the favorites list. In one

embodiment, if a match is removed from a favorites list, any notes recorded by the

seeker are lost.

[001 13] If the seeker wishes to bookmark an additional match once the limit on

favorites is reached, the seeker must first remove another match (e.g., a less desirable

match) from their existing favorites list. Preferably, the favorites limit is configurable

by the match-based employment system administrator; however, the favorites limit can

be unconfigurable or configurable by any other suitable entity as desired.



[001 14] In an alternative embodiment in which seekers can have multiple profiles,

employment seekers are preferably limited to only one set of favorites, regardless of

their number of profiles, to discourage/disable seekers from creating dummy profiles

to get more favorites. Further, all favorites display the match score for each preference

profile of the seeker. Thus, a seeker can easily compare a favorite's match score

between various preference profiles.

[00115] Preferably, seekers can only indicate interest in matches that are first placed in

their favorites list; however, if desired, the system can enable seekers to indicate

interest in matches not on their favorites list. Thus, a seeker is limited in the number

of matches for which it can show interest at any one time by the maximum number of

favorites allowed on the favorites list.

[001 16] When a match is removed from the favorites list, the seeker is preferably

asked to provide feedback explaining the reason for removing the match (e.g., interest

was not returned, space was needed for a better match, etc.) as discussed above.

Similarly, if a match is removed from the system (e.g., the employee seeker unposts a

position or indicates that job is now filled, the employment seeker accepts another job

or ends his or her use of the system, etc.), all seekers who have the match in their

favorites list are notified through the alert system. Further, the favorites slot occupied

by the match is preferably automatically vacated.

Position Details and Application Process

[001 17] Preferably, detailed information for a match is only one click (or enter or other

input means) away from the displayed match results; however, detailed information

can be any suitable number of clicks away from the displayed match results. For

example, when an employment seeker is presented with matching positions, the

employment seeker can click on a link for a position to retrieve additional details about

the position such as the graphical information described above for Fig. 12.

[001 18] Preferably, employee seekers are not e-mailed when an employment seeker

indicates interest in a position posted by the employee seeker; however, if desired,

employee seekers can be e-mailed when an employment seeker indicates interest in a

position posted by the employee seeker. Preferably, the employment seeker shows up

flagged as "interested" if they show up (i.e., are displayed) in the employee seeker's

search/match results for that position. Thus, the system avoids the inefficiencies



associated with sending notices and/or resumes to employee seekers when an

employment seeker is interested. The employee seeker is no longer flooded with

unqualified or lesser qualified applicant information. Further, wherever keepers are

displayed for the employment seeker, keepers to which the seeker has indicated

interest can be marked to so indicate.

[00119] Preferably, as shown in Fig. 14, the match-based employment system enables

a seeker to enter a mode whereby a match (e.g., an employee seeker for a matching

position or a matching employment seeker) must be authorized to view the seeker's

contact information; however, employment systems are not required to provide a shy

seeker option. At step 1400, a seeker enters a shy seeker mode. At step 1410,

matching candidates are not able to view the seeker's contact information without the

seeker's permission. At step 1420, a matching candidate requests to view the seeker's

contact information. At step 1430, it is determined whether the seeker has indicated

interest in the candidate. If the seeker has indicated interest in the candidate, at step

1440, the candidate is provided with the seeker's contact information. If not, at step

1450, the seeker is asked whether he or she grants permission to view the contact

information to that candidate. If the seeker grants permission, the process continues at

step 1440. If not, at step 1460, the candidate remains unable to view the seeker's

contact information.

[00120] As a result, when an employment seeker (it is expected that shy seekers will

typically be employment seekers rather than employee seekers) indicates interest in a

position, preferably, this also authorizes the employee seeker that posted the position

to view the employment seeker's contact information. If an employment seeker has

not indicated interest in any open position posted by an employee seeker, that

employee seeker must request authorization to view the employment seeker's contact

info. The match-based employment system mediates the transaction, and contact

information is only released to the employee seeker if the shy employment seeker (i.e.,

an employee seeker who does not want his identity and/or use of the system to be

generally knowable) authorizes it. Thus, employment seekers can use the system with

less fear of being discovered by their present employers.

Employee Seeker Match Profile Collection and Management



[00121] Employee seekers are able to create and edit a profile of their company and/or

an available position. Preferably, there is only one company profile per employee

seeker; however, an employment system can enable a company of have multiple

profiles, if desired. The profile can include a breakdown of departments or divisions

for which the human resources account (i.e., HR account) entering the profile has

hiring oversight, and this information can be used in organizing position profiles.

[00122] Employee seekers are able to create, edit, and delete job match profiles. Each

job match profile includes the matching criteria specific for the particular available

position. Further, employee seekers can preferably create new job match profiles by

duplicating existing profiles.

[00123] Preferably, an employee seeker enters a substantial amount of information

before any matches are performed; however, an employment system can perform

matches after an employee seeker enters an initial minimal set of information or any

other suitable amount of information, if desired. The employee seeker can be

iteratively prompted to provide additional and/or modifying information. Answering

iterative data collection questions causes search/matching results to be immediately

updated to reflect new match criteria.

[00124] Similar to employment seekers, employee seekers can preferably specify an

importance level for only their desires and not their attributes; however, if desired the

system can enable employee seekers to specify an importance level for any of the

match criteria they enter. The importance level can have a default value (e.g., a neutral

value), making it unnecessary for an employee seeker to enter an importance level for

every match criterion. However, if an employer wishes to raise or lower the relative

importance of a criterion in the match, he or she may do so by entering an appropriate

importance level.

[00125] As described above, there are preferably five levels of granularity for

importance choices available; however, the granularity can be limited only by the

ability of the system to differentiate between values or to any suitable granularity. It is

preferred that all importance levels have positive values; however, if desired, negative

importance levels can be used to indicate the importance of a criterion not being

matched. Preferably, certain match elements (e.g., "authorized to work in the US")

may be associated with another level of importance (a deal-killer or anchor importance



level), which may or may not be mutually-exclusive with the above mentioned

importance level. When the deal-killer criterion importance level is selected the

importance weight becomes an anchor which drags anything that fails the match to the

bottom of the listings.

[00126] The following example helps differentiate between the importance level and

the deal-killer importance level. If an employee seeker assigns a high importance level

to "having a top secret security clearance level," an employment seeker who does not

match that criteria (i.e., does not have a top secret security clearance level as one of his

or her attributes) does not receive an increase in his or her match score for the position,

but also does not receive a decrease. The lack of the criterion is essentially neutral.

However, if the employee seeker assigns a high deal-killer importance level, the

employment seeker's match score would be decreased. The match score can be

decreased by subtracting a value or by multiplying by a factor that is equal to or near

zero.

[00127] Preferably, employee seekers are presented with a user interface, similar to the

user interface presented to employment seekers, that enables them to easily navigate

and select skills required for their job posting; however, any suitable user interface can

be presented. Further, employee seekers can preferably specify a duration of

experience or attribute required and an importance of that experience to the job;

however, in addition, in combination with or alternatively, the employee seeker can

specify how recent the attribute (e.g., skill, education, training, experience, etc.) must

be and an importance of recency or any other suitable desires or requirements. As

discussed above, recency is preferably automatically figured into matches by adjusting

both the employment seeker's experience and the employee seeker's desires for

recency; however, recency can be figured into matches in any suitable manner.

[00128] Preferably, as shown in Fig. 15, an employee seeker specifies a number of

years of experience desired and specific skills selected from the same hierarchy of

skills used by the employment seekers to create their profiles. At step 1500, the

employee seeker selects a flavor bucket (e.g., a profession) and enters a number of

years of desired experience with that flavor bucket. At step 1510, the employee seeker

selects one or more skills from the flavor bucket. At step 1520, the employee seeker

allocates points among the selected skills. Preferably, the number of points available



is equal to the number of years experience desired; however the number of points can

be any suitable amount. Optionally, the employee seeker can make a skill mandatory

(i.e., the anchor or deal-killer described above).

[00129] In an alternative embodiment, employers can specify skills/attributes as "nice

to have" or "exposure a plus" rather than requiring extensive time on the job. For

matching purposes, the recency for such attributes is optionally given no importance

for the employee seeker's matching profile.

[00130] Preferably, employee seekers can specify a company from which they like to

see candidates (e.g., marketing execs from a well-known company with a good

marketing program, an innovative competitor, etc.); however, a system is not required

to enable employee seekers to specify companies from which they like to see

candidates. In an alternate embodiment, a company from which the employee seeker

does not want to recruit (e.g., a company that the employee seeker believes trains its

employees poorly, a competitor from which the employee seeker has already recruited

a large portion of that competitor's employees, etc.) can also be specified. Candidates

matching the criterion (i.e., candidates having experience with the specified company)

are weighted accordingly and, thus, are differentiated from similar candidates from

other companies. In one embodiment, only the most recent work unit is used when

matching an employment seeker for former/current employer. In another embodiment,

a recency criterion and/or recency importance are also associated with the

former/current employer(s) matching criterion or recency is figured into the matching

score.

Employer Candidate Details and Contact Process

[00131] Preferably, before employee seekers establish a financial trust relationship

with the match-based employment system (e.g., by successfully paying some threshold

amount for candidate placements, etc.), they are untrusted and they must pay a

nominal fee, credited toward placement fees, for candidate contact information;

however, payment can be made in any suitable manner. Trusted employers are

preferably not required to pay for contact information, and instead are only charged for

the placement fee. Further, private-company-board mode employer accounts (i.e.,

match-based employment systems having only one employee seeker) are preferably

trusted initially.



[00132] Preferably, new employers may join the system in an untrusted mode with a

valid credit card; however, the system can include new employers in any suitable

manner. Thus, the employer may purchase contact details as they move towards

becoming trusted by the match-based employment system.

[00133] Preferably, an employee seeker is able to access detailed candidate

information for available candidates (e.g., an employment seeker who matches for a

position posted by the employee seeker) within one click/selection of the search/match

results list. Candidate details preferably display as much information as possible

without revealing contact information for the candidate, and contact information is

only available for candidates stored in the favorites list; however, a system can provide

contact information for candidates not stored in the favorites list, if desired.

[00134] In one embodiment, the match-based employment system preferably provides

the employer with a skill summary view of a candidate. If an employer selects a skill

in the skill summary view, a list of instances of that skill for the candidate are

displayed (e.g., the experience for that skill for each of the candidate's work units

containing that skill are displayed). If an employer selects an instance, the associated

work unit in the candidate resume is displayed. Thus, employers may quickly examine

exactly how the candidate's attributes arose from the candidate's work experience.

[00135] Preferably, employers can view contact information for a given candidate

under consideration from the favorites list either directly or indirectly. Doing so

preferably initiates a purchase transaction for untrusted employers. Trusted employers

preferably have free access, but the match-based employment system still records that

the trusted employer requested contact info so the relationship can be tracked. If the

candidate has indicated that he or she does not want his or her identification

information (information typically included in contact information) revealed to

unauthorized entities, and if the employer is not on the candidate's authorized list, the

match-based employment system mediates the contact process as described above or in

any other suitable manner. For example, the candidate may be informed of the

employer's identity and that the employer desires their contact information. If the

candidate approves the release of his or her contact information, the contact

information is released to the employer.



[00136] Preferably, the employee seeker is provided an incentive to inform the match-

based employment system when a job profile is filled (e.g., the employee seeker has

hired one of the matching employment seekers); however, employer systems are not

required to offer such an incentive. For example, if an employer informs the match-

based employment system of a hire, the system creates an invoice and sends a message

to the employee seeker (if they are on the system) and asks them to confirm that they

were hired. If both sides confirm, the system rewards the employer by removing the

employment seeker's profile from the market (e.g., making the profile inactive and

unviewable/unmatchable). The system may also reward the employment seeker by

making the position no longer available. Alternatively, the system may provide some

financial compensation to the employment seeker.

Hiring Manager Interface

[00137] Preferably, employee seekers have an HR administrator that manages overall

policies and account details for a company on the match-based employment system;

however, if desired, employee seekers are not required to have a single HR

administrator perform those tasks. The HR administrator can also approve

transactions (e.g., hiring or viewing contact information for untrusted employee

seekers). The HR administrator can also grant rights to hiring managers. Preferably,

the hiring managers' authority is more limited than the authority of the HR

administrator, and hiring managers manage individual job profiles.

[00138] The HR administrator can alter company/employee seeker settings, approve

transactions, create temporary accounts and assign rights to hiring managers. The HR

administrator can also create and delete job/position profiles. Additionally, the HR

administrator can function as a hiring manager, enabling it to work with individual job

profiles and candidates.

[00139] Preferably, a hiring manager is provided a limited user interface and can work

only with job profiles assigned to it by the HR administrator; however, if desired, a

hiring manager can be provided any suitable interface and responsibilities. A hiring

manager can edit profile settings for a position and review candidates. In one

embodiment, a hiring manager is not able to delete position profiles, but a hiring

manager can perform all candidate/favorites management functions. In one

embodiment, a hiring manager can not directly initiate a purchase transaction. For



example, if the employee seeker is untrusted, to obtain candidate contact information,

a hiring manager can flag the candidates he or she wants to contact and request that the

HR administrator perform, or authorize, the purchase.

Human Resource Information Capture And Presentation

[0014O] In an alternative embodiment, human resources information is determined

from an employment system. The employment system can be a match-based

employment system or another type of employment system. Human resources

information includes, but is not limited to, data about the users of the system (e.g., user

attributes and preferences) and/or transaction data (e.g., employers viewing matched

employment seekers, employment seekers viewing matched employers, hires,

positions being unposted without hires, etc.). The human resources information can be

stored in a database which may be analyzed for human resources trends using various

data mining/pattern discerning techniques.

[00141] As shown in Fig. 16, preferably, each transaction (e.g., a profile creation or

edit, interest indications, favorite list additions/subtractions, contact information

requests, etc.) is stored in the database; however, the database can store any suitable

subset of transactions, if desired. The database is preferably a relational database

queriable by SQL queries; however, the database can be any suitable database type and

can be queried with any suitable database query language.

[00142] At step 1600, it is determined whether a new transaction has occurred. A

transaction can be, but is not limited to, the addition of a user, a change in the user's

profile, the user adding or removing a candidate from a favorites list, the user

indicating interest in a candidate and/or the user taking a job or filling a position. If a

new transaction has occurred, at step 1610, the new transaction is added to the

database and the process continues as step 1620. If not, the process continues at step

1620. At step 1620, it is determined whether there is a query for the database. If there

is, at step 1630, the query is run on the database and the process repeats at step 1600.

If not, the process repeats at step 1600. It should be noted that any suitable scheduling

scheme can be used to handle database additions and queries and that additions are

frequently treated as another type of query.

[00143] Human resources information (including any information mined or patterns

discerned from the human resources information) can be presented to system users



upon request. Preferably, users can query the database directly using a database query

language; however, the users can also query by selecting a pre-defined query, by

submitting a question and having an expert design an appropriate query or in any other

suitable manner. Thus, employment seekers can determine which industries, fields

and/or geographic location are hiring, what skills, experience and/or other attributes

are desired and what level of compensation is typical. Similarly, employers can

determine what competitors within their industry are doing with regard to hiring, what

attributes employment seekers desire, what compensation levels are typical, and what

skills, experience and/or attributes are common or uncommon among employment

seekers on the current market.

Near Space Searching In Employment Systems

[00144] In an alternate embodiment, when a search is performed in an employment

system, one or more near space searches are automatically performed as well. The

employment system may be a match-based employment system or another type of

employment system. Figs. 4-6 show the performance and results display of a near

space search in a match-based employment system. To perform a near space search,

the system introduces an error into the original search specification. For example, if

an employment seeker specified that he or she wants a position that is within 25 miles

of his or her home, the near space search may expand that limiting condition to be

within 50 miles. Preferably, only one search condition is varied per near space search.

As a result, the number of searches to be performed grows linearly with the number of

search conditions. However, more than one search condition can be varied, in which

case the number of searches could grow exponentially with the number of search

conditions.

[00145] After the original search and one or more near space searches are performed,

information about the results (e.g., size/number of results for each search) is displayed.

Preferably, one or more near space searches that are each based upon introducing error

into the same search criterion are displayed colinearly; however, the results can be

displayed in any suitable manner. If more than one search criterion is varied to

produce different colinearly displayed near space results, the results are preferably

displayed as parallel lines as shown in Fig. 17; however, the results can be displayed as

intersecting lines that intersect at the original search's result information. Preferably, a



visual indication other than or in addition to text is provided to distinguish larger

results from smaller results; however, employment systems are not required to provide

such an indication. As shown in Fig. 17, searches that yield a large number of matches

with scores above a threshold (e.g., 90%) are displayed as large circles 1700.

Similarly, searches with a medium number of such matches are displayed as medium

circles 1702, and searches with a small number of such matches are displayed as small

circles 1704.

Recency In Employment Systems

[00146] The methods of figuring in recency when searching described above (e.g., in

Fig. 3) are not limited to match-based employment systems and substantially similar

methods can be used in non-match-based employment systems. Adjusting both

desired experience and actual experience for recency and then comparing is the

preferred strategy; however, as described above, recency can be figured into the search

using any suitable strategy.

[00147] For example, in an alternative embodiment, an employment system enables an

employment seeker and/or an employee seeker to associate a recency requirement with

a search criterion. The employment system can be a match-based employment system

or another type of employment system. When searching/matching, the system only

counts attributes (or portions of attributes) that satisfy the recency requirement. Thus,

an employer may specify that a desired candidate will have four years of musical

theater experience within the past seven years. System users associate a time period

with attributes/skills/experience contained in their profile, and that time period and the

current date are used by the employment system to determine whether (or what

portion) of the attribute/skills/experience satisfies the recency requirement.

Audit Trail In Employment Systems

[00148] In another alternative embodiment, an employment system records changes

made by a user to his or her background information and/or desires. The employment

system can be a match-based employment system or another type of employment

system. If an employment seeker enters an attribute and later modifies that attribute,

the modification is recorded. When an employer views the employment seeker, the

employer is able to view the recorded modification. Thus, an employer is made aware

of situations in which the employment seeker may be exaggerating/lying about his or



her attributes in order to appear more attractive to employers. The change may be

innocent, but providing the employer with notice of the change enables the employer

to investigate the change further to confirm that the candidate's information is

accurate.

Attribute Units In Employment Systems

[00149] In still another alternative embodiment, an employment system enables users

to enter information about themselves in attribute units. The employment system can

be a match-based employment system or another type of employment system. An

attribute unit (e.g., a work unit, employment unit, skill unit, employment skill unit,

employment exposure skill unit, education background unit, status unit, etc.) is a

duration and at least one attribute associated with at least a portion of the duration.

[00150] The duration can be entered directly or indirectly (e.g., by specifying a

beginning and ending point). If a duration is directly entered, a beginning and/or

ending point is preferably still be entered for the duration so that recency calculations

can be made; however, employment systems are not required to enable entry of a

beginning or ending point. More than one attribute may be associated with an attribute

unit. For example, an employment seeker may enter previous job experience by

specifying a duration from January of 2001 to November of 2003, and associate a job

title of "senior programmer" with 100% of the duration, a responsibility of managing

other programmers with 25% of the duration, programming in C++ with 75% of the

duration, and UNIX operating system experience with 100% of the duration.

However, the preferred method of entering attribute units is illustrated by Fig. 9 in the

context of a work unit.

[00151] Preferably, a taxonomy of attributes is used to ensure attribute units are

correctly and/or precisely entered. For example, if the user is a programmer seeking

an employer, the user may be prompted to enter which languages were used in the

user's attribute units. Further, sub-categories of attributes may be specified in a

hierarchy. For example, a programmer that specifies that he or she programmed in

C++ may be prompted to enter the specific platform(s) or compiler(s) used. Also, if a

user enters a very specific attribute, the system can also associate related attributes

with the duration. For example, if a user enters that he or she programmed in C++ for

three years, the employment system may also associate the more general



"programming" with the duration. Similarly, in an alternative embodiment, an

attribute that shares a common more general ancestor in the hierarchy may be

associated with the duration. For example, the duration associated with C++ at 100%

may also be associated with C at 95%, C# at 98% and Java at 75%.

[00152] Examples of taxonomies for a match-based employment system are found

below at Tables A, B and C.

General Purpose Computer

[00153] Embodiments can be implemented as computer software in the form of

computer readable program code executed in a general purpose computing

environment such as environment 1800 illustrated in Fig. 18. A keyboard 1810 and

mouse 1811 are coupled to a system bus 1818. The keyboard and mouse are for

introducing user input to the computer system and communicating that user input to

central processing unit (CPU) 1813. Other suitable input devices may be used in

addition to, or in place of, the mouse 1811 and keyboard 1810. I/O (input/output) unit

1819 coupled to bi-directional system bus 1818 represents such I/O elements as a

printer, A/V (audio/video) I/O, etc.

[00154] Computer 1801 may include a communication interface 1820 coupled to bus

1818. Communication interface 1820 provides a two-way data communication

coupling via a network link 1821 to a local network 1822. For example, if

communication interface 1820 is an integrated services digital network (ISDN) card or

a modem, communication interface 1820 provides a data communication connection to

the corresponding type of telephone line, which comprises part of network link 1821.

If communication interface 1820 is a local area network (LAN) card, communication

interface 1820 provides a data communication connection via network link 1821 to a

compatible LAN. Wireless links are also possible, hi any such implementation,

communication interface 1820 sends and receives electrical, electromagnetic or optical

signals which carry digital data streams representing various types of information.

[00155] Network link 1821 typically provides data communication through one or

more networks to other data devices. For example, network link 1821 may provide a

connection through local network 1822 to local server computer 1823 or to data

equipment operated by ISP 1824. ISP 1824 in turn provides data communication

services through the world wide packet data communication network now commonly



referred to as the "Internet" 1825. Local network 1822 and Internet 1825 both use

electrical, electromagnetic or optical signals which carry digital data streams. The

signals through the various networks and the signals on network link 1821 and through

communication interface 1820, which carry the digital data to and from computer

1801, are exemplary forms of carrier waves transporting the information.

[00156] Processor 1813 may reside wholly on client computer 1801 or wholly on

server 1826 or processor 1813 may have its computational power distributed between

computer 1801 and server 1826. Server 1826 symbolically is represented in Figure 18

as one unit, but server 1826 can also be distributed between multiple "tiers". In one

embodiment, server 1826 comprises a middle and back tier where application logic

executes in the middle tier and persistent data is obtained in the back tier. In the case

where processor 1813 resides wholly on server 1826, the results of the computations

performed by processor 1813 are transmitted to computer 1801 via Internet 1825,

Internet Service Provider (ISP) 1824, local network 1822 and communication interface

1820. In this way, computer 1801 is able to display the results of the computation to a

user in the form of output.

[00157] Computer 1801 includes a video memory 1814, main memory 1815 and mass

storage 1812, all coupled to bi-directional system bus 1818 along with keyboard 1810,

mouse 1811 and processor 1813. As with processor 1813, in various computing

environments, main memory 1815 and mass storage 1812, can reside wholly on server

1826 or computer 1801, or they may be distributed between the two.

[00158] The mass storage 1812 may include both fixed and removable media, such as

magnetic, optical or magnetic optical storage systems or any other available mass

storage technology. Bus 1818 may contain, for example, thirty-two address lines for

addressing video memory 1814 or main memory 1815. The system bus 1818 also

includes, for example, a 32-bit data bus for transferring data between and among the

components, such as processor 1813, main memory 1815, video memory 1814 and

mass storage 1812. Alternatively, multiplex data/address lines may be used instead of

separate data and address lines.

[00159] In one embodiment, the microprocessor is manufactured by Intel, such as the

80X86 or Pentium-type processor. However, any other suitable microprocessor or

microcomputer may be utilized. Main memory 1815 is comprised of dynamic random



access memory (DRAM). Video memory 1814 is a dual-ported video random access

memory. One port of the video memory 1814 is coupled to video amplifier 1816.

The video amplifier 1816 is used to drive the cathode ray tube (CRT) raster monitor

1817. Video amplifier 1816 is well known in the art and may be implemented by any

suitable apparatus. This circuitry converts pixel data stored in video memory 1814 to a

raster signal suitable for use by monitor 1817. Monitor 1817 is a type of monitor

suitable for displaying graphic images.

[00160] Computer 1801 can send messages and receive data, including program code,

through the network(s), network link 1821, and communication interface 1820. In the

Internet example, remote server computer 1826 might transmit a requested code for an

application program through Internet 1825, ISP 1824, local network 1822 and

communication interface 1820. The received code may be executed by processor 1813

as it is received, and/or stored in mass storage 1812, or other non-volatile storage for

later execution. Ih this manner, computer 1801 may obtain application code in the

form of a carrier wave. Alternatively, remote server computer 1826 may execute

applications using processor 1813, and utilize mass storage 1812, and/or video

memory 1815. The results of the execution at server 1826 are then transmitted through

Internet 1825, ISP 1824, local network 1822 and communication interface 1820. In

this example, computer 1801 performs only input and output functions.

[00161] Application code may be embodied in any form of computer program product.

A computer program product comprises a medium configured to store or transport

computer readable code, or in which computer readable code may be embedded.

Some examples of computer program products are CD-ROM disks, ROM cards,

floppy disks, magnetic tapes, computer hard drives, servers on a network, and carrier

waves.

[00162] The computer systems described above are for purposes of example only.

Embodiments can be implemented in any type of computer system or programming or

processing environment.

Database Protection

[00163] In one embodiment, a seeker (employee seeker and/or employment seeker)

can access information corresponding other seekers for which the match results and/or

score obtained in any suitable manner, including but not limited to those described



above, are at or above a threshold value. For example, an employee seeker could

access information about all job seekers who match a position with a match score of

60% or better. In one embodiment, a seeker can adjust the threshold to any suitable

value to increase or decrease the number of other seekers whose scores meet the

threshold and therefore can be accessed. For example, a seeker may have what it

views as a sufficient number of matches scoring 90% or better. That seeker could then

set the threshold to 90% to prevent any matches which do not meet that threshold from

being displayed to the seeker. Alternatively, the seeker may wish to access more

potential matches, so the threshold could be lowered from a default of 80% to a value

of 60%.

[00164] However, in another embodiment, a seeker cannot adjust the threshold beyond

a minimum threshold value (e.g., 40%, 50%, 60%, 75%, 80% or any other suitable

value). Preferably, the minimum threshold value is the same throughout the

employment system; however the minimum threshold value can vary depending on

any suitable factor, including the percentage of all possible match results that could be

viewed by the seeker. For example, the minimum threshold value could be set such

for a seeker such that the seeker could not access more than 30% (or any other suitable

percentage) of the possible matches. As a result, the seeker is prevented from

accessing the entire set of corresponding seekers. By setting a minimum threshold

value for the system, the system prevents an unauthorized user (e.g., a competing

employment system) from easily accessing the entire pool of employment seekers,

positions or employee seekers, which it could otherwise do by adjusting the threshold

match score to 0%.

[00165] As shown in Fig. 19, a seeker can adjust a threshold value while being

prevented from adjusting the value beyond a minimum threshold value. At step 1900,

the threshold value is preferably set to a default value higher than the minimum

threshold value; however, the default value can be the minimum threshold value.

Preferably, the threshold value is associated with a seeker, however a threshold value

can be associated with a position or any other suitable item, thus allowing an employee

seeker to set different threshold values for different positions. Consequently, the

seeker can access information about other seekers and/or positions whose matching

score with the seeker satisfies the threshold value.



[00166] At step 1910, it is determined whether the seeker attempts to adjust the

threshold value. If the seeker does not attempt to adjust the threshold value, the

process repeats at step 1910. If the seeker attempts to adjust the threshold value, at

step 1920 it is determined whether the seeker is attempting to set the threshold value

below the minimum threshold value. If the seeker is not attempting to set the

threshold value below the minimum threshold value, at step 1930, the threshold value

is set to the level desired by the seeker and the process repeats at step 1910.

Consequently, the seeker can access information about other seekers and/or positions

whose matching score with the seeker satisfies the new threshold value.

[00167] If the seeker is attempting to set the threshold value below the minimum

threshold value, preferably, at step 1940, the threshold value is set to the minimum

threshold value, the seeker is notified of the change and the process repeats at step

1910. Consequently, the seeker can access information about other seekers and/or

positions whose matching score with the seeker satisfies the minimum threshold value.

However, alternatively, the system could not change the threshold value and notify the

seeker of the error or take any other suitable action.

Distance Factors

[00168] Preferably, a seeker can specify as one of his or her match criteria that a match

have some distance relationship with one or more locations. The location can be

known or unknown to the seeker. For example, the seeker could specify the desire that

a matching job be within some distance of another job on the system. In this way,

after a seeker is matched to a first job, the seeker could change his or her matching

preferences to see if any better jobs are near the first job which perhaps originally

didn't score high enough due to some other matching criteria (e.g., a desire to be

within 15 miles of the seeker's home).

[00169] Further, a job seeker could specify the desire that a matching job be less than

0.25 miles from a public transportation stop. Preferably, the job seeker can specify the

particular type and/or name of the public transportation system or indicate that any

public transportation will suffice. For example, the seeker could specify a desire to

work within 0.25 miles of one of a particular train system's stop. Similarly, the seeker

could specify a desire to work within some suitable distance of a location of a

particular restaurant chain, retail store chain, daycare provider, gym, public or private



school, any other type of product or service provider, any dentist's office, any public

park, hospital, fire department, police department or any other type of government

service building, any venue for concerts or performances of some audience size range,

an interstate highway or an interstate highway on/off-ramp, a publicly accessible lake,

pond, river or other body of water, a veterinarian or any other suitable classification of

object, resource, service and/or business associated with one or more locations which

the seeker would like to work near.

[00170] Preferably, the seeker can also specify the desire for a match to be further than

some distance from some location. For example, a seeker may specify the desire that a

matching job be more than some suitable distance from a military base, a federal

building, a school, a fossil-fuel based power plant, a nuclear power plant, anything on

a suspected terrorist target list, any location with a general or specific crime rate above

a threshold level, any location on a high congestion traffic list, locations having a

liquor license, any location on a high pollution count list, any hospital or any other

suitable classification of object, resource, service and/or business associated with one

or more locations which the seeker would not like to work near.

[00171] Preferably, the items with which a seeker can set a distance relationship as a

criteria are set by a system administrator and are presented as options to the seekers;

however, the items can be set in any suitable manner. Further, the locations of the

items are preferably stored in a database which is quickly accessible by the system;

however, the locations of the items can be stored in any suitable location.

[00172] Alternatively, a user can specify a new category of item for which the system

has not previously performed any matching. For example, a seeker may specify the

seeker's favorite restaurant chain, ABC Restaurant out of a desire to be able to

conveniently walk there for lunch or dinner from the job site. Preferably, the seeker

provides a link to the ABC Restaurant webpage which lists restaurant locations;

however, the seeker could provide a link to an ABC Restaurant webpage which

prompts the user for an address and produces one or more close restaurant locations.

The seeker could alternatively provide any other suitable information to help the

system determine locations of ABC Restaurant location or no information at all. If the

user provides no information, the system can perform an Internet search to locate the

above pages on its own, and confirm with the user that it has the correct chain, or the



system can search an online directory of business addresses such as an online

phonebook.

[00173] As the system matches the seeker's desires with the posted positions, the

system compares the location of the position, preferably using a geographical mapping

system or database and the position location's physical mailing address, but any

suitable method of location determination and comparison can be used, with the

location of one or more of the discovered restaurant locations. Preferably, to reduce

the number of comparisons necessary, the system only considers locations which are in

the same postal zip code; however, the closest location to the position's location can be

determined in any suitable manner. Once the closest restaurant location is determined,

the system can determine how well the position matches this criteria of the searcher in

any suitable manner, including but not limited to those described above.

[00174] As shown in Fig. 20, a seeker can specify a desired distance relationship

between a potential position and a classification of object, resource, service and/or

business associated with one or more locations. At step 2000, the seeker specifies a

desired distance and relationship (e.g., greater than, less than, etc.). At step 2010, the

seeker specifies a classification of object, resource, service and/or business associated

with one or more locations. At step 2020, it is determined whether the system has the

information necessary to determine locations for the classification specified by the

seeker. If the system does not have the information, at step 2030, it is determined

whether the seeker provides the information. If the seeker does not provide the

information, at step 2040, the system searches for the information. At step 2050, it is

determined whether the system finds the information (e.g., by confirming the results of

the search with the seeker). If the system cannot find the information, at step 2060, the

system informs the seeker that the seeker cannot set the desired distance relationship

criteria. If the system finds the information, the seeker provides the information or the

system already has the information, at step 2070, the system adds the distance

relationship to the seeker's match criteria.

Notification And Standardized Resume

[00175] Preferably, the employment system sends candidate matches which are of a

threshold quality to a seeker (e.g., via e-mail, text message, fax or any other suitable

communications device and/or method) as the matches are made; however, the



employment system can send candidate matches at any suitable time and in any

suitable manner or not at all. Preferably, candidate matches sent to a seeker include

and/or are sent with a link to the employment system so that the user can easily access

his or her account; however, the candidate matches are not required to include or be

sent with such a link.

[00176] Preferably, a formatted document representing a job seeker's resume is

automatically sent to employee seekers; however, job seeker information can be

delivered to an employee seeker in any suitable format and/or manner. Preferably, the

formatted document includes contact information, education, and work experiences, in

addition to analytical data generated by the employment system; however the

formatted document can include any suitable information.

[00177] Preferably, when a match score meeting a threshold value (e.g., 7.0 or 8.0 or

any other suitable value) is determined by the system, a formatted document for the

employment seeker is sent to the employee seeker that posted the position. Preferably,

a formatted document is not sent if the employee seeker has already viewed the

employment seeker or has already viewed the employment seeker for the position at

issue, or if a formatted document was previously sent to the employee seeker for the

employment seeker for this and/or another position; however, the formatted document

can be sent or not sent in accordance with any suitable algorithm.

[00178] For example, the system can send a formatted document for a seeker who has

been viewed in a summary view, but not viewed in a detailed view. Further, the

system can send a formatted document for a seeker when it otherwise would not

because the seeker was previously viewed in detail, if the seeker's information has

changed since the detailed viewing. Preferably, the seeker's information must change

sufficiently to cause the match score to change some threshold amount; however, any

change can trigger the formatted document being resent or any suitable measurement

of change and threshold value can be used to determine whether to resend the

formatted document.

[00179] Preferably, the formatted document includes and/or is sent with a link to

adjust the settings for delivering formatted documents for the position. For example,

the link could enable the employee seeker to change the match score threshold

necessary for a formatted document to be sent, the format of the document (e.g., pdf,



rich text, pdf from which text cannot be copied, etc.), the name/id number of the

position, the frequency of the emails (e.g., from 1 day to 7 days), the time the match

list is sent (e.g., 8:00 AM, between 8 AM and 9 AM, from 8 AM to 9 AM and from 2

PM to 3 PM, etc.), the seeker's preference for receiving a list for each job listed on the

system or a batch summary, which preferably lists a tabular summary of all of the

seeker's posted positions, or any other suitable setting. Preferably, the batch summary

includes a table that shows each position, the top 3 (or any other suitable number)

candidate matches for each position, the job name/number, the number of matches

above a threshold value, and the number of new matches the seeker hasn't seen. A hot

link can be included for each job to enable the customer to log-in and see the new

matches for a particular job. However, a batch summary can include any suitable

information.

[00180] Preferably the above settings can also be set by a seeker after logging into the

employment system without using the link included in and/or sent with the formatted

document. Further, preferably, the seeker can specify a second threshold match value.

If a match is found meeting the second threshold match value, a special message is

sent to the seeker. For example, a seeker can enter an SMS address (e.g., a cell phone

number) used to send them an urgent message when a match score of 9.0 (or any other

suitable level) is received. The message can include the match score, the position ID

and that a formatted document for the job seeker is waiting for the employee seeker on

the employment system or has already been sent (e.g., via e-mail) to the employee

seeker.

[00181] Preferably, the formatted document includes and/or is sent with a link to log¬

in to the employment system, which will take the employee seeker to a detailed view

of the job seeker. The link can take the employee seeker directly to the detailed view

if an automatic login (e.g., "remember me on this computer") feature is used, or the

employee seeker can be prompted for a password before progressing to viewing the

job seeker.

[00182] Preferably, when a position is posted, the employment system will not

automatically send any formatted documents for job seekers for a time period (e.g., the

first 4 hours, until 10 matches above a threshold are determined, etc.); however, the

system can send formatted documents at any suitable time. Preferably, the system will



send no more than a specific number (e.g., 25) of formatted documents in a period of

time (e.g., the 24 hours after the position is posted); however, the system can send any

suitable number of formatted documents in any period of time. Further, the formatted

documents are preferably spaced by some time period (e.g., a minimum of 10 minutes)

between each document. Thus, an employee seeker is prevented from receiving an

instant stream of hundreds of emails. Preferably, if there are more than some number

(e.g., 25) of seekers whose matching score meets a threshold value, the employment

system sends only that number (e.g., 25) of formatted documents, starting with the one

for the best match. Preferably, during a period of time (e.g., the second 24 hour period

and thereafter) the employment system sends formatted documents for job seekers per

the match value setting.

[00183] Preferably, the employment system sends a daily match list to the employee

seeker for each position. An example of such a daily match list is presented in Fig. 2 1.

Job seekers' IDs 2102 are listed along with their match scores 2104 and their status

2106. A match summary 2108 and favorite candidates list 2110 are also preferably

included.

[00184] Preferably, the match list is a facsimile of the first page match list within the

employee seeker is presented with when logged into the employment system and

viewing the matches for the position. An example of such a first page match list is

presented in Fig. 22. Similar to the daily match list of Fig. 21, Job seekers' TDs 2202

are listed along with their match scores 2204 and their status 2206. A match summary

2208 and favorite candidates list 2210 are also preferably included. Further, check

boxes 2212 or any other suitable device are included to enable the seeker to specify

matches to be compared.

[00185] Preferably, the match list highlights the job seekers that have not yet been

viewed by displaying their IDs in bold; however the job seekers could be marked

"New" or indicated as not having been viewed in any other suitable manner.

[00186] Figs. 23-25 show examples of a formatted document as described above for an

employment seeker. Fig. 23 shows an exemplary summary view of the information

presented in an e-mail message. It should be noted that an e-mail message can contain

any suitable information and/or arrange or present information in any suitable manner.

The message includes summary experience information 2300, an overall match score



2302, a score representing how well the candidate's skills (or other suitable matching

category) match the desired skills 2304, links to add the candidate to a favorites list, to

log into the employment system or to hire the candidate 2306, a list of the top ten

candidates for the position 2308, a link to set the employee seeker's notification

preferences 2310, a link to request the anonymous candidate's contact information

2312 and a link 2314 to a pdf (or other suitable file format) of the candidate's more

detailed information.

[00187] Fig. 24 shows a file containing the candidate's more detailed information. It

should be noted that the file can contain any suitable information and/or arrange or

present information in any suitable manner. Preferably, the file is interactive and/or

contains hyperlinks which enable to employee seeker to quickly perform actions

related to the employment system; however, the file is not required to be interactive or

contain hyperlinks. The file includes more detailed experience information 2400, an

overall match score 2402, a score representing how well the candidate's skills (or other

suitable matching category) match the desired skills 2404, links to add the candidate to

a favorites list, to log into the employment system or to hire the candidate 2406,

additional information about the candidate's education, location, desires, authorization,

certificates, languages and any other suitable data 2408, and a link to request the

anonymous candidate's contact information 2410.

[00188] Fig. 25 shows additional detailed information about a candidate. It should be

noted that the additional detailed information can contain any suitable information

and/or arrange or present information in any suitable manner. Preferably, the

additional information is included as part of the file of Fig. 24; however, the additional

information can be in a separate file linked to by the file of Fig. 24 or can be organized

in any other suitable manner. Preferably, the additional information is interactive

and/or contains hyperlinks which enable to employee seeker to quickly perform

actions related to the employment system; however, the information is not required to

be interactive or contain hyperlinks. The information includes a visual display of how

much various matching categories contributed to the match score 2500, an overall

match score 2502, a score representing how well the candidate's skills (or other

suitable matching category) match the desired skills 2504, links to add the candidate to

a favorites list, to log into the employment system or to hire the candidate 2506, a list



of the top ten (or other suitable number) candidates 2508, an indicator of the

candidates salary desire (or other suitable match criteria) 2510, a ranked summary of

the favorites list 2512, a comparison of the top ten candidates on a chart of skills

compared with salary desires (or any other suitable comparison of match criteria) 2514

and a link to request the anonymous candidate's contact information 2516. The visual

display of how much various matching categories contributed to the match score 2500

is depicted as a bar graph; however, the visual display 2500 can be a radar graph or

any other suitable visual display. Further, preferably, the comparison 2514 is

displayed such that at least the candidate is identifiable (e.g., by making the candidate

a different color or pattern from the other candidates, by labeling the candidate's

indicator or any other suitable method); however, the candidates can be displayed in

any suitable manner.

[00189] Preferably, a seeker is not allowed to turn off notifications of matches via the

above described formatted documents without contacting an employment system

administrator. Thus, a seeker is prevented from turning off notifications and forgetting

that he or she has done so. Preferably, the seeker must contact an employment system

administrator via e-mail, telephone or any other suitable communications device

and/or method. Then, preferably, the employment system administrator turns the

notifications off. Alternatively, the employment system administrator can enable the

seeker to turn the notifications off. However, notification can be turned off in any

suitable manner.

Question And Answer Series For Attribute Information Gathering

[00190] Preferably, information about a seeker (e.g., matching elements) is collected

through a series of questions; however, the information can be collected in any suitable

manner. Preferably, the questions are designed to collect the information (e.g.,

matching elements, skill/attributes and their weighting, etc.) which are likely to be

most significant to a seeker's match scores. For example, in an employment system

that uses matching algorithm that automatically discounts the impact of older jobs

within the profile (e.g., accounts for recency), work experiences older than a certain

age may not have a significant impact on a seeker's match scores. Thus, at least

initially, the employment system does not present a series of questions to collect



information about work experiences older than that age. However, an employment

system can collect any information in any suitable manner.

[00191] Preferably, after a seeker enters an initial set of information, matches can be

made. Further, if the seeker so desires, he or she can enhance their profile with

additional information which can be entered via answering one or more questions or in

any other manner, including but not limited to those described above.

[00192] Preferably, seekers (e.g., job seekers) enter their profile information in a two

phase process; however, seekers can enter their information in any suitable manner. Ih

the first phase, an initial set of information, deemed most likely to be relevant to

making quality matches, is obtained. For example, in the first phase, the seeker can

enter the seeker's contact information and the matching elements that are deemed

likely to have the most impact on the overall match score; however, any suitable

information can be collected in the first phase. Preferably, it takes up to approximately

5 to 10 minutes to complete entry of information in the first phase.

[00193] In the second phase, seekers have the opportunity to add information to their

profile which will aid the employer during the candidate selection process. For

example, a seeker can provide context of how and where their skills were

demonstrated. Examples of this type of information includes the information often

contained within a paragraph on an job seeker's resume that describes a particular

work experience; however, the information can be any suitable information.

[00194] To gather matching elements from a seeker in the first phase, the employment

system preferably presents the seeker with a series of some number of questions (e.g.,

6 to 12 questions). Preferably, the questions are unique for each position defined

within a particular profession group; however, the questions can be the same for two

positions if desired. For example, Software Programmer are preferably asked different

questions from a Database Administrator, although both can reside within the

Information Technology profession group.

[00195] Preferably, the questions prompt the entry of key differentiating information

from the seeker. Preferably, the questions are similar to questions a recruiter might

ask at a job fair to determine which job would be the best fit for a particular candidate;

however, the questions can be any suitable questions. Preferably, a seeker is only

asked questions concerning positions that he/she has held within some period of time



deemed to be recent (e.g., the last 6 years); however, the seeker can be asked any

suitable questions about any suitable position or experience, regardless of time period

or recency. Preferably, if the seeker has had only one work experience within the time

period, then only one set of questions will be posed. If the seeker has had more than

one work experience in the past seven years, the seeker is preferably shown a first set

of questions corresponding to the most recent work experience, then a second series of

questions corresponding to the second most recent work experience. Preferably, the

system presents clear messaging stating the reason for the second series of questions.

Preferably, the system also provides an indication of how much information is left to

be collected in the first phase; however, the system can present any suitable messages

or information.

[00196] Preferably, a seeker is not shown more than some number (e.g., three) of

series of questions, regardless of the number of work experiences in the applicable

time period during the first phase; however, the seeker can be shown any suitable

number of questions or series of questions. Preferably, positions are associated with a

series of questions designed to ask candidates to rank certain skills or attributes. The

skills/attributes are weighted accordingly in any suitable manner for matching

purposes.

[00197] For example, three questions asked of a seeker who indicates that he or she is

a software programmer can be "What programming language is your strongest?",

"What's your second strongest language?" and "What is your third strongest

language?" Preferably, the series of questions can branch, resulting in different

questions being asked depending upon the answers given to one or more previous

questions. For example, Fig. 26 shows a portion of a question tree which branches

twice; however question trees can have any suitable number of branches and can have

any suitable limitation on branching as desired. Preferably, the questions and skills are

determined/correlated by experts; however, the questions and skills can be

determined/correlated by seeker suggestions, artificial intelligence applications or any

other suitable mechanism.

[00198] Another example of a question tree follows. Depending on the answer to a

question (QID 164 - Which title best describes this position?), the system may present

either question QID 165, QID 172, QID 183, QID 189, QID 222, QID 226 or QID



230. Subsequent to QID 165 (Which type of environment best describes this

position?), the system can present the series of questions including QID 166 (Are you

involved with medical management in this position?), QID 167 (What are the top 3

management skills required for this position?), QID 168 (Are you involved with

regulatory compliance issues in this position?), QID 171 (What are the top 3

administrative skills required in this position?) and QID 170 (Does this position

require records management skills?).

[00199] Subsequent to QID 172 (Which type of environment best describes this

position?), the system can present the series of questions including QID 173 (What is

your target patient population in this position?), QID 174 (Do/did you practice

telephonic care in this position?), QID 175 (What types of telephonic care have you

handled?), QID 177 (What are the top 3 administrative tasks you handled in this

position?), QID 178 (Do you make patient assessments in your position?), QID 179

(What types of care do you coordinate in your position?), QID 180 (Are you

responsible for monitoring patient outcomes in this position?), QID 181 (Have you

conducted interventions in this position?) and QID 182 (What types of interventions

are/were you involved in?).

[00200] Subsequent to QID 183 (Which type of environment best describes this

position?), the system can present the series of questions including QID 187 (What is

your primary medical specialty?).

[00201] Subsequent to QID 189 (What type of environment best describes this

position?), the system can present the series of questions including QID 215 (What is

your target patient population in this position?), QID 216 (What are the top 3 medical

techniques used in this position?), QID 217 (Have you led a nursing team in this

position?), QID 218 (Do you have scheduling responsibilities in this position?), QID

219 (Do you have budget and expense responsibilities in this position?), QID 220

(What are the top 3 administrative tasks associated with this position?) and QID 221

(Do you have teaching experience in this position?).

[00202] Subsequent to QID 222 (Which type of environment best describes this

position?), the system can present the series of questions including QID 223 (What are

the top 3 administrative tasks associated with this position?), QID 224 (What are the



top 3 pharmacy functions you manage in the position?) and QID 225 (Do you have

teaching experience in this position?).

[00203] Subsequent to QID 226 (Which type of environment best describes this

position?), the system can present the series of questions including QID 227 (What is

your target patient population in this position?), QID 228 (What are the 3 top medical

techniques used in this position?) and QID 229 (What are the top 3 administrative

tasks associated with this position?).

[00204] Subsequent to QID 230 (Which type of environment best describes this

position?), the system can present the series of questions including QID 231 (What is

your target patient population in this position?), QID 232 (Have you conducted

interventions in this position?), QID 233 (What types of interventions have you been

involved with in this position?), QID 234 (Do/did you practice telephonic care in this

position?), QID 235 (What types of telephonic care have you handled in this

position?), QID 236 (What are the top 3 administrative tasks associated with this

position?), QID 237 (Do you make patient assessments in this position?), QED 238

(What types of care do you coordinate in your position?), QID 239 (Are you

responsible for monitoring patient outcomes in this position?) and QID 240 (Do you

have budget and expense responsibilities in this position?).

[00205] Preferably, with the exception of a first question asked, subsequent questions

are selected based on answers or information previously provided; however, questions

can be selected in any suitable manner.

[00206] Figs. 27A and 27B show portions of one design of a webpage used to enter

seeker information using questions and answers as described above. The webpage

includes an area 2700 for entering identification and contact information as well as

indicating whether the seeker is publicly accessible or private. The page also includes

an area 2702 for the seeker to enter information including company name, dates of

employment, title and area of expertise (preferably selected from a provided set of

answers) about one of their work experiences. After the information in area 2702 is

entered, a first question 2704 which is preferably based on the area of expertise

information entered in area 2702 is presented to the seeker. The seeker selects an

answer to the question, preferably from a provided set of possible answers, and a

second question, preferably based on a previous question's answer, is provided. As



the seeker responds to the questions being presented, subsequent questions 2706,

preferably selected based on answers to previous questions, are revealed. The page

also includes another area 2708 through which the seeker is queried about the seeker's

salary desires, highest level of education, desired working area, citizenship status,

willingness to travel and years of work experience; however, any suitable information

can be collected.

[00207] Fig. 28 shows a similar series of questions to those in Fig. 27. Preferably, the

questions are revealed only after previous answers are provided; however, questions

can be revealed in any suitable manner. Further, the skills selected in response to

question Q167 are preferably weighted equally for matching purposes; however, skills

can be weighted in any suitable manner. Similarly, the skills selected in response to

question Q171 are preferably weighted equally for matching purposes.

[00208] Preferably, after the information is entered in the first stage, the seeker is

presented with a view of a formatted document similar to one which will be presented

to an employee seeker. As shown in Figs. 29-30, the displayed document includes an

area 2900 which displays the information already entered by the seeker. Additionally,

the document includes an area 2902 which displays tips for improving the seeker's

displayed information. Preferably, the seeker can have the profile matched with

openings as it is after the first phase, or the seeker can select to add, remove or

otherwise alter information (e.g., contextual information about work experiences,

previous work experiences that are older than the above time period, work experiences

within the time period that are not already included, etc.). Preferably, if the seeker has

not entered, altered or removed any information in the second phase, a reminder of that

fact is provided to the seeker upon each subsequent login to the employment system.

Preferably, the seeker can instruct the employment system to not provide such a

reminder. Fig. 3 1 shows an example of how the information shown in Figs. 29-30 can

be displayed to an employee seeker.

[00209] It should be understood that various aspects of the present invention may be

implemented in non-employment systems, whether matching or non-matching,

including but not limited to dating systems, real estate systems, knowledge bases,

financial systems and search engines.



[0021O] It should be understood that various changes and modifications to the

presently preferred embodiments described herein will be apparent to those skilled in

the art. Such changes and modifications can be made without departing from the spirit

and scope of the present invention and without diminishing its intended advantages. It

is therefore intended that such changes and modifications be covered by the appended

claims.



CLAIMS

The invention is claimed as follows:

1. A method of operating an employment system comprising:

generating a score for each of a plurality of possible results compared to

information associated with a user;

enabling the user to access a result of the plurality of possible results if the

score generated for the result meets a threshold condition;

enabling the user to adjust the threshold condition; and

preventing the user from adjusting the threshold condition beyond a minimum

threshold condition.

2. The method of claim 1wherein the score is a bi-directional matching score.

3. The method of claim 1 wherein the minimum threshold condition includes a

minimum score.

4. The method of claim 3 wherein the minimum score is determined based on the

percentage of the plurality of possible results that would be accessible to the user.

5. A method of operating an employment system comprising:

presenting a user with a first question;

receiving an answer to the first question;

presenting a user with one or more subsequent questions;

receiving an answer to each of the subsequent questions, wherein at least one

subsequent question is selected based on an answer provided to a previous question;

setting match information for the user based at least partly upon at least one of

the subsequent questions or the first question; and

generating match scores using the match information.

6. The method of claim 5 wherein the step of setting match information

comprises:

weighing a first match data item and a second match data item equally.



7. The method of claim 5 wherein the step of setting match information

comprises:

weighing a first match data item more heavily than a second match data item.

8. The method of claim 5 wherein at least one of the subsequent questions asks

the user to provide a plurality of attributes.

9. The method of claim 8 wherein the user is also asked to rank said plurality of

attributes.

10. A method of operating an employment system comprising:

generating match scores between a plurality of employment seekers and a

plurality of open positions;

determining a set of match results associated with an open position wherein the

match results in the set are each associated with match scores that meet a threshold

value; and

sending information to an employee seeker associated with the open position

automatically, wherein the information includes data about at least one match result in

the set.

11. The method of claim 10 wherein the data includes a formatted document

associated with an employment seeker of the at least one match result in the set.

12. The method of claim 10 wherein the information includes a list of fixed size of

the highest scoring match results in the set.

13. The method of claim 10 further comprising:

enabling the employee seeker to modify a notification configuration wherein

the notification configuration effects the step of sending.



14. The method of claim 10 farther comprising:

waiting a minimum time period after the step of sending before sending

additional information to the employee seeker associated with the open position

automatically, wherein the additional information includes data about at least one

match result in the set not previously sent to the employee seeker.

15. A computer program product comprising:

a computer usable medium having computer readable program code embodied

therein configured to operate an employment system, said computer program product

comprising:

computer readable code configured to cause a computer to generate a score for

each of a plurality of possible results compared to information associated with a user;

computer readable code configured to cause a computer to enable the user to

access a result of the plurality of possible results if the score generated for the result

meets a threshold condition;

computer readable code configured to cause a computer to enable the user to

adjust the threshold condition; and

computer readable code configured to cause a computer to prevent the user

from adjusting the threshold condition beyond a minimum threshold condition.

16. The computer program product of claim 15 wherein the score is a bi-directional

matching score.

17. The computer program product of claim 15 wherein the minimum threshold

condition includes a minimum score.

18. The computer program product of claim 17 wherein the minimum score is

determined based on the percentage of the plurality of possible results that would be

accessible to the user.



19. A computer program product comprising:

a computer usable medium having computer readable program code embodied

therein configured to operate an employment system, said computer program product

comprising:

computer readable code configured to cause a computer to present a user with a

first question;

computer readable code configured to cause a computer to receive an answer to

the first question;

computer readable code configured to cause a computer to present a user with

one or more subsequent questions;

computer readable code configured to cause a computer to receive an answer to

each of the subsequent questions, wherein at least one subsequent question is selected

based on an answer provided to a previous question;

computer readable code configured to cause a computer to set match criteria

for the user based at least partly upon at least one of the subsequent questions or the

first question; and

computer readable code configured to cause a computer to generate match

scores using the match criteria.

20. The computer program product of claim 19 wherein the computer readable

code configured to cause a computer to set match information comprises:

computer readable code configured to cause a computer to weigh a first match

data item and a second match data item equally.

21. The computer program product of claim 19 wherein the computer readable

code configured to cause a computer to set match information comprises:

computer readable code configured to cause a computer to weigh a first match

data item more heavily than a second match data item.

22. The computer program product of claim 19 wherein at least one of the

subsequent questions asks the user to provide a plurality of attributes.



23. The computer program product of claim 22 wherein the user is also asked to

rank said plurality of attributes.

24. A computer program product comprising:

a computer usable medium having computer readable program code embodied

therein configured to operate an employment system, said computer program product

comprising:

computer readable code configured to cause a computer to generate match

scores between a plurality of employment seekers and a plurality of open positions;

computer readable code configured to cause a computer to determine a set of

match results associated with an open position wherein the match results in the set are

each associated with match scores that meet a threshold value; and

computer readable code configured to cause a computer to send information to

an employee seeker associated with the open position automatically, wherein the

information includes data about at least one match result in the set.

25. The computer program product of claim 24 wherein the data includes a

formatted document associated with an employment seeker of the at least one match

result in the set.

26. The computer program product of claim 24 wherein the information includes a

list of fixed size of the highest scoring match results in the set.

27. The computer program product of claim 24 further comprising:

computer readable code configured to cause a computer to enable the employee

seeker to modify a notification configuration wherein the notification configuration

effects the step of sending.

28. The computer program product of claim 24 further comprising:

computer readable code configured to cause a computer to wait a minimum

time period after sending the information before sending additional information to the

employee seeker associated with the open position automatically, wherein the



additional information includes data about at least one match result in the set not

previously sent to the employee seeker.
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