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An emerging trend of implementing Artificial Intelligence (A|) technologies can be seen in such
domains that were solely dominated by humans. Today, Allis utilized extensively in HR depart-
ment to assist arld accelerate recruitment and selection prpcess (F.R.M., 2019. Employers Are
Now Using Artificial Intelligence To Stop Bias In Hiring. [onling] Analytics India Magazine. Available
at. https://analyticsindiamag.com/employers-are-using-ai-stoptbias-hiring/). This paper attempts to
present the impadt of Al on recruitment and selection process, incorporation of Al in eliminating
unconscious biases during hiring. The study addresses the rising questions such as how Al has
changed the Iandécape of recruitment industry, role of Al iri recruitment and seleclion process,
whether Al can hdlp in eliminating the unconscious bias during recruitment and selection process.
In order to uncover the understanding and figure out the potential solutions that Al brings to the HR
process, an extensive review of literature has been carried out] It is concluded by analyzing the past
contributions that Al offers potential solution to recruitment managers in optimizing the recruitment
and selection process and is able to negate human biases pravalent during hiring. The future waits
for augmented intelligence technologies offering better resultg taking over repetitive administrative
jobs completely.
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1. INTRODUCTION

To become one of the super powers, India is embrac-
ing Artificial Intelligence (AT) revolution at fast pace. In
the era of global technology at its peak. Artificial Intel-
ligence (Al) is composed to disrupt almost all industries.
Along with data processing and big data analytics, the
advancement of Al technologies also enables information
processing cognitive level such as learning. perceiving,
problem solving and decision| making. Al have changed
the way people live and work today by complementing
and supplementing human intelligence [11]. The use of
Cognitive technologies like “Artificial Intelligence (AI),
Machine-To-Machine Learning, Robotic Process Automa-
tion, Natural Language Processing. Predictive Algorithms,
and Sell-Learning™. Chatbots is becoming more common
in recruitment industry. Tools which matches candidates to
jobs through a—Fit Score based on candidate competen-
cies are also available for assisting recruitment and selec-
tion process [2]. Yesterday style to invest in data for data
analytics have leaped forward to put data into action by
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leveraging| Al technologies imitating human intelligence
tor making decisions. Not too recently, Al technology have
enabled recruitment and selection process more efficiently
saving time and cost [ 14]. Organizations can reach desired
candidates|with the help of Al that can automate the pro-
cess of .scrrcning the application forms and also providing
suggestion$ for making hiring decisions based on skillsets
and experience of the candidates. Apart from cognitive
processing|supporl to recruitment industry. the most sig-
nificant sugiport is extended for eliminating the humnan' bias
that exists When employees are involved in hiring process.
Al is helpful in overcoming unconscious biases in rearuit-
ment decisjon apart from accelerating the entire regruit-
ment pProcegs.

2. OBJEFTWES OF THE STUDY

o To identify the hiring biases in recruitment and selegtion
process.

o To analyze the role of AT in overcoming the unconscious
biases durijg hiring.

o To study the recent trends in recruitment industry.
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3. METHODOLOGY

Independent academicians have attempted to synthesize
their views regarding role of Al in reducing urconscious
bias in hiring process and recent trends in Al by review-
ing the relevant literature, recent reports, articles as well
as research papers inline with similar topic. A system-
atic approach is followed to review available literature by
firstly examining the unconscious human biases influenc-
ing recruitment and selection and then latests reports and
articles about implementation of Al in recruitment process
were examined. Finally, reports, articles and news regard-
ing latest trends in Al that will supplement recruitment
industry completely in coming days were studied. After the
systematic study, the authors have concluded their views
regarding future of Artiﬁcia]ilntelligcnce.

4. REVIEW OF LITERATURE

Al technology revolution hz’ive changed the way recruit-
ment industry functions today. From sourcing to final
selection of best latent across the globe is empowered by
Artificial intelligence that sayes time. cost and matchces the
job recruitment and talent more efficiently. Human inter-
vention required for screening the job application to final
selection of the candidate will be history very soon [12].
AT have become a part of recruitment industry automating
the recruitment and selection process have moved ahead
to its ability to obviate unconscious human biases influ-
encing hiring process. Every human being is influenced
by unconscious biases that are “mental shortcuts™ used
in information processing to make decisions. According
to the meta-analysis study published by “PNAS (Proceed-
ings of National Academy of Sciences of United States of
America)”, discrimination during hiring process remains
same since decades. The study has reported about the
discrimination among African-Americans and White job
applicants irrespective of their qualifications. [mplementa-
tion of Al technologies have offered a solution to withdraw
any hindering human biases that limits the suitable candi-
date qualify the deserving job [13]. Some of the common
human unconscious biases rare:

4.1. Halo Effect

The time available for the selection of an employee is lim-
ited particularly when more number of prospective candi-
date are there. There is a strong possibility of exhibiting
halo effect during recruitment process when HR Manager
may take the final decision to select a candidate based on
a single trait, carrying over the positive image of single
trait on other traits required to perform job task. Rather
than assessing the skills and abilities objectively to per-
form the job, the decision is solely based on u single favor-
able trait. Such type of decision making is also common in
performance appraisal where an employee is rated as high
performer or low performer on the basis of single trait [8].
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4.2. Recency Biags
Recency Bias occurs when HR Manager base thie final
decision for selecting the candidate remembering thel most
recent event such as wonderful interview of The candidate
that may [not guarantee histher successful work perfor-
mance later post joining the organization [8]. It is sumilar
to the sitdation where some employees perform better at
the time of performance appraisal than throughout the
year [6]. Likewise during the selection process, interview-
ers expects the pre-conceived answers from interviewees.
The answers that match to the interviewer’s pre-conceived
answers are selected for the job. The answers that inter-
viewer’s expects acts as an anchors or reference points
which influence the decision making [13].

|
4.3. Similarity Attraction Bias
The tendency of recruiter’s to hire people who are similar
to them jis similarity attraction bias. Swudy have proved
that peoﬁle hire candidates who have similarities that are
unreJaLc4 to job performance such as hobbies. experience
in life etc.

4.4. Confirmation Bias

Often cindidates are asked different questions from same
interviewer’s is due to confirmation bias. HR Managers
favor cahdidates who confirms their beliefs and dismiss
informalion that are disconfirming [16].

4.5. Contrast

This type of bias occurs when there is a huge difterence
between the performance of two or more candidates. If
the first candidate perform extremely well in the inter-
view, the expected performance from the second gne will
be highr There are chances that second candidate may be
rejected urespective of good performance as compared (0
previous candidate. Similarly an average candidate may be
sc]ectexj even after their poor performance. Such error is
called as contrast. Such errar is common in the pertor-
mance pppraisal of employees too [8]. Human errors in
judgment, distortion in decision niaking, and irrationality
are due to cognitive bias of the decision maker (Murata

and Na‘kamura),

4.6. Discrimination Between Insider and OQutsider

For few jobs both internal as well as external candidates
compete. Human tendency to select internal employee over
externgl candidate is due to discrimination [8]. opined that
such: type of bias occurs due to mental blocks developed
as outsiders and insidets in the mind of selectors

5. ROLE OF ARTIFICIAL INTELLIGENCE IN
ELIMINATING HIRING BIAS

The uhconscious biases based on gender, race, language
can be eliminate with the use of Al in the shortlisting

J. Comput. Theor. Nanosci. 17, 1-4, 2020



Raveendra et al.

process. Al not only automate the resume evaluation pro-
cess at scale, analysing hundreds or resumes in short
period but also it can categories the candidates based on
the provided job specification automatically [2].
According to Ref. [3], Al is playing a fundamental role
in eliminating unconscious human biases in the following
ways:
o Use of data points by Al technology: Recruitment and
selection process requires to pool large set of data and
analysing data at large scale, Human beings are prone to
commit errors while working on large sets of data. Al tech-
nology enables the recruitment and selection process 1o
match skills and abilities of candidates to job performance
and create profile of each candidate indicating which can-
didate is most suitable for the job. The ability of Al algo-
rithm that aid in selection of suitable candidate is free from
any human unconscious biases analysing massive data sets
objectively and testing and validating the results time and
again.
o Al programming dismiss demographic data: Al soft-
ware is being programmed in a way to eliminate demo-
graphic information from job application to be processed
and analysed through Al to avoid any bias based on age.
gender, race etc. It ensures that the suggestions offered by
Al is free from any unconscious biases in hiring.
e Value generation through an integrated analytical
platform: It is possible through AL Having a rabust inte-
grated analytical platform can provide crucial insights to
emplovers, recruiters. and even candidates themselves to
help them make the right hiring decisions.
e Superior matching for candidates: Actively seeking
new opportunities is possible with help of AI driven
assessment. A proprietary engine can identify and priorn-
tize job openings based on technical skills, cultural align-
ment, and the candidates™ core motivators. Thus offering
candidates un opportunity to understand themselves better.

Flow diagram how Al will eliminate biases:

Hiring biases Role of Al

Halo effect Le.,
selection or rejection
based on one trait

Recency bias i.e.,
dependency on the
recent performance
Or answers

Al uses an integrated
approach after considering
all the traits

Al will not consider recent
performance or answers
but also all the answers
and complete performance
of the candidate

Al will not have similarity
events and it considers all
the events equally. ‘Thus
such bias can be avoided.
The same 18 true in case of
confirmation biases also.

Similarity attraction
bias and
confirmation biases.
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Hiring b[ascs Role of Al

Contrast _ Al always look for candidate
job fit rather than con'trast
performance of the
candidates in the interview.

Discrimihation Al software is being

betweet insider and programmed in a way,to
outside eliminate all the

demographic information
including insider or
outsider. Thus such bias
can be avoided by Al

6. RECENT TRENDS IN
RECEUlTMENT INDUSTRY

Artificial lIntelligence is a specialised branch of Com-
puter Scignce which has the potential of creating machines
which cap think and act like human beings or some-
umes mote efficiently than human beings such as robotics,
Machine learning and Machine Vision. With this potential,
it can bring in more disruption in sectors like manufactur-
ing, Inforination Technology, Banking and Recruitment. It
is often feared by the Skeptics that there would be huge job
losses acrf)ss various sectors and one day machines may
become smarter than human beings and rule the world.
Will this liappen in a recruitment industry?, Jet us see, what
is trending in recruitment mdustry.

6.1. Artifjcial Inteiligence Based Start-ups

The number of Artificial Intelligence based Start-ups in
the Recrujtment Industry are growing and this trepd is
expected to continue in future. The Artificial Intelligence
based technology platforms are capable of using big data
make quick and intelligent hiring decisions as the entirc
process of [recruitment is automated.

6.2. Dwinilling Job Portals

The job portals like naukri.com, Monster.com are not able
meet the expectations of growing number of job scekers
in a highly| networked and digital era, as a result of which
the importince of Job portals is on the decline.

6.3. Social Media

Social Media such as Facebook, LinkedIn and GitHub
have becore almost indispensable pait of our lives. The
widespread| usage of social media has enhanced real
time interagtions and networking. Crowdsourcing talept is
becoming erer of the day.

6.4. Growing Number of Freelancers
As the coyntry is moving towards gig economy. om-
panies are looking for Freelancers to perforim spegific
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tasks most cost effectively. Full-time jobs are replaced
by part-time jobs. Some companies like Uber and Airbnb
arc going that extra mile to make their workers micro
enurepreneurs. =

6.5. Loss of Weightage for Experience

In a rapidly changing world, past experience, skillsets, and
qualification lose their relevance very Fast. Ability o learn
and adapt to the changing conditions play major role in
Individual’s success.

6.6. Benefits of Artificial Intelligence to

Recruitment Industry
6.6.1. Improved Efficiency
An artificial intelligence based resume parsing and match-
ing technology improves the recruitment staff efficiency
in identifying the right profiles and matching with right
positions more accurately and in less time.

6.7. Fast Updating of Resumes

Artificial Intelligence helps in scanning job scekers pro-
liles and posts on Social Networks to update their resumes
instantly.

But according to the recent World Bank report, 69% aof
jobs are under risk in India due to AL while 77% of jobs
are under risk in China duelto automation. Globally. the
same figure is around 30% in banking industry.

7. CONCLUSION

The recruitment industry is continually disrupted through
Artificial Intelligence. Automation in recruitment process
is releasing human efforts to devote their time and efforts
in understanding the desire and changing nceds of the
employees for employee retention thus reducing recruit-
ment, selection and training and development cost. The
next level of Al revolution will further impact ‘white collar
jobs as much as it is striking blue collar jobs today. Human
intelligence that is fundamental ta recruitment and selec-
tion process will be partially taken over by Al technologies
due to its capability of ‘unconscious bias-free” hiring pro-
cess carried out at massive scale. But moving forward, as
witnessed in other industries, ‘Intelligence created artifi-
cially’ cannot match the role of ‘emotional inteligence’
exhibited by HR Managers during hiring. Therefore, Al
technology will keep growing in {uture but only to assist

Raveendralet al.

and support recruitment industry to a point where i will
be used as predictive analysis tool.
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The present resec?rch work essentizlly targets the audience who are using App based learning
across Karnataka region. The core aim of the study is to identify the factors that influence the
lower primary class students to opt for app based learning. The study has examined how well the
students have adopted and are usirig the application in theii day to day academic activities. By

employing simple random sampling technique, a sample size

f 54 respondents who are using app

based learning were selected. The overall results showed that the respondents are highly satisfied
with the app based learning and it has confirmed tha: the app|based learning has helped the users

enhance their academic performance.

Keywords: App Based Learning, Academic Performance, F-Learning, Mobile Learning.

1. INTRODUCTION

Like any other developing country, In India also
Information Communication Technology (ICT) has been
considered as a crucial component in education system.
Education is one of the basic needs to every child and cit-
izen of the country. The integration of technology in the
education need of the hour. Gone are the days where chalk
and talk method was being gsed for teaching learning.
Present education system is tfansforming into a modern
education system that includes flipped classroom, video
lectures, remote classroom, live seminars etc. I spite of
using myriad of ICT tools in ¢lass room students are still
facing lot challenges in learnipg process. As all the ICT
tools are not handy and user friendly, especially lower
primary class children. the advent of smart phores offers
at offer remarkable access to! curriculum content paves
the way to successful e-learning in the form of mobile
tearning [14]. The introduction of application mode! in
Indian education system has led to the introduction of
novel learning methods in the form e-leaming or mobile
learning. Innovations in mobilé technology facilitates the
young generation to access lot of academic content. The
learning style that uses mobile technology devices to sim-
plify and facilitate learning is called a mobile learning

*Authors (o whom correspondence should be addressed.
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by the researchers [6]. M-learning is the resulting form
of e-learnjng and mobile Jearning has transformed the
theoretical| part of academic exploration into a real and
valuable fdrm of academic exploration [1]. Mobile lgarn-
ing is the t!mcst method in learning which provide Tot of
advantagey like cost saving, easy access, study aids, con-
venience and location based access [2]. The applications
of mobile computing devices in the academic field varies
from retrieval of information, contact and communicgtion,
assessment, learning and Personality development [8] and
to enhancd the learning opportunity, the mobile devices
are also daployed to medical students [7]. The degree of
interest and quantity of time that the school going children
devote with internet and the inclination and orientation of
the young dhildren towards the usage of educational appli-
cations in ¢ligital media gives lot of scope for to supple-
ment Jearning outside the school [11]. At this backdrop,
the research paper explores how the “educational apps”
which are developed for lower primary school children
education has been adopted effectively among the targ;eled
audience.

2. STATEMENT OF THE PROBLEM

Though thd mobile Apps have gained its cynosure very
recently, itsi level of adoption and penetration among peo-
ple have both positive and negative impact. The sweeping

doi:10.1166/c1n.2020.9075 1
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technological change has had significant effects on the
daily lives of adults and particularly its ultimzte impact
may be more with the children [11]. Next to gaming appli-
cation in mobile technology, educational application has
huge potential in the market [17]. Vast Customer base and
steady education expenses made educational apps to create
a huge market share [15]. THough the customer base for
mobile apps are escalating at one side the challenges taced
by the online educational service providers are unavoid-
able. Presently, educational apps are not offering a balance
between the value and benefit and there is lot of bottle-
necks which are limiting the penetration of educational
apps. Further, majority of the App developers design a
product based on their indivi:dual idea which may fail to
consider the needs of users [17]. In this scenaric it is very
imperative to understand the level of usage and adoption
pattern mobile learning among various age group. in this
context the present study is an attempt to explore the adop-
tion and usage of application jbased learning among lower
primary class students.

3. THEORETICAL FRAMEWORK

The usage of mobile devices for the purpose of teach-
ing and learning is called as mobile learning [12]. Learn-
ing through mobile is comp;zxx'alively first-hand between
students as its introduction has not surpassed even five
years [4]. Mobile learning is meant for the people those
who are not familiar with ICT tools and have an inter-
est lor e-learning. By integrating mobile learning to tradi-
tional learning methods. unenthusiastic learners are being
encouraged to learn [9]. Mobile learning also provides
personalized platform for the learners 1o grapp e ideas at
their own speed [10]. Accordingly, “m-learning” aids to
enhance the confidence and self-respect of the learners [5]
(Vishwakarma, 2015). The mobile technology develop-

ment mount ways for more users to reap the benefit of

education, thereby one can ephance the academic perfor-
mance for personal development {13]. Application based
learning may possibly develop the respondents' potential
and ability to comprehend the problems [16)].

3.1. Objectives of Study

e To determine the acceptance level of students of

e-learning program.

o To identify the factors which influence the respondents
to use learning app.

e To identify the adoption pattern of application based
Jearning programmes students among various age group.
o To identify whether there exist significant improvements
in academic performance of usage of app based learning
program.

o To understand the difficulties faced by students while
using the application.

Rizwandl et al.

4. RESEARCH METHODOLOGY

In order to achieve the objectives and to answer the
research question a systematic methodology will be fol-
lowed for the proposed study.

The study has been started with identification of prob-
lem based on review of available literature and found the
best possible way to understand how problem is addressed
by various researchers on the same topic. After under-
standing the literature, the objectives were defined. Then
questionnaires were framed according to the objectives.
Data colléclion was carried out through the digital| plat-
form. Dathi analysis is done through the IBM's SPSS data
analysis téol. General analysis is done through the gbogle
form’s grdphs and charts. Finally, the findings and discus-
sion were!/made upon the same.

4.1. Reselnrch Design

Descriptive research design has been implemented for
the research. As the study attempts to explore the vari-
ous paranjeters like acceptance level of application based
learning, ¢ffectiveness of e-learning in understanding con-
cepts and: difficulties faced by students while usinlg the
applicatiof, the descriptive research design is found|to be
more appropriate.

4.2. Samﬂ)iing Technique

Simple R?ndom sampling technique was used to collect a
sample of! 54 respondents who are the users of appligation
based leathing,

|
4.3. Sources of Data Collection

4.3.1. Primary Data

The reseafch is essentially based on first-hand information
from the tespondents. The required primary data has been
gathered based on focus group discussion and interview
schedule ethod. The primary information pertaining to
objectives of the study has been collected from users of
application based educational services. The data has been
gathered Using questionnaire method. The researchers have
taken fred will consent from participants while obtaining
data,

4.3.2. Reference Period of the Data to be Covered

Time Scope: The proposed study was conducted for a
period of 3 months to eflectively gather the information
that successfully meets the study objectives. The data col-
lection w:v‘lx carried out for a period of 2 nonths.

4.4. Scope of the Study

The study, has been conducted among lower primary class
students who use apps for learning. Majority of the users
who partitipated in the study was from across Karnataka.
As the researchers found ditficult to obtain the dafabase
of the opted users of educational app, the sample dize is
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kept 50. However, the rcsea}chers could be able to get 54
samples which was completg in all the aspects.

5. RESULTS AND DISCUSSION

5.1. Age Group

Among the user's app baséd learning, 27% of students
belongs to 8~10-year age group and 23% students belongs
to 11-14-year age group which depicts that much of
app based learning methodology is prevailing among the
school children. Further. among the participants the stu-
dents in fourth standard have enrolled for app based edu-
cation and reason for the saine is the respondents needed
a basic strong academic foundation.

5.2. Usage Pattern of Learning App

While exploring various reason for using the learning app,
majority (i.e., 75%) of the respondents opined that Lo gain
understanding of the basic and fundamental concepts they
are using the learning app. Further, the respondents have
also opined that they are exposed to the ari of using
application based learning for the past 2 years. When the
respondents are expected to ahswer for the source of influ-
ence for learning app, majority of them think that they are

Table L. Commonalities: Extracton method: Principal component
analysis,

Component Parametet Initial ~ Extraction
1 Quality of content 1.000 818
2 Euse 1o English usage 1.000 564
3 Teachers in the video 1.000 .684
4 Mentor support 1.000 .796
5 Ease of usuge of table learning 1.000 565
6 Technical support L.000 785
7 Student portal for doubts clearing 1.000 634
8 Education councillors counselling 1.000 595
session
9 Coinpetitive exam preparation 1.000 .509
material
10 Quality of tablet and ageessories 1.000 674

Extracuon wnethod: Principal u(\lnponénl analysis

E-Learning Adoption: An Empirical Study on App Based Learning Among Lower Primary Class Students

influenced by advertisement in the social media as 2 major
source. Further, the respondents have expressed that the
quality of content provided in the learning app are exem-
plary an{l need a kind of technical support while using the
learning |app initially.

In addition to that an attempt has been made to check
whether the usage of learning app has brought a significant
improvement in the academic performance of the respon-
dents. Tq decipher the same, the researchers have selected
the variu'ples viz., improvements in academic score, level
of understanding of basic concepts, improvement in the
recollection level and increase in the doration of study
time.

5.3. Determinants of Usage of M-Learning

To examjne the challenges faced by the respondénts in
using mobile app, the respondents stated that confecting
with the mentors is the biggest challenge faced by users
while usipg mobile learning app.

In ordier to group the factors which, influence the
respondents to use mobile learning app, factor analysis has
been used. The factors viz., Quality of content, Ease of
language,| Teachcrs in the Videos, Mentor support, Ease of
usage of ftablet learning, Technical support, Studerlt por-
tal for doubts clearing, Education Counsellors counselling
session, Qompetitive exam preparation material and Qual-
ity of vidgo.

Based pn “Kaiser-Meyer-Olkin (KMO)" measures the
“sampling adequacy™ for the study is 74.5 percentage. The
l'ollowianable I-1II shows the results of commonalilies
based on the “Principal-component method™ for extracting
the variables into components, “total variance method” and
“rotated cpmponents matrix.”

All the selected 10 variables have been categorised into
two components and cach component have a group of fac-
tors whicr“ are correlated with each other and has influence
on each other.

Based ¢n the following Table III it can be inferred
that the T"II’SK group of factors viz., Teachers in the
Video (0.624), Mentor Support (0.862), Technical Support

Table I Tolal variance explained: V.xlrucliun method: Principal component analysis.

|

= ==

Initial eigenvalues

Extraction sum of squared {oadings

G oo

]
Rotation st of squared !oadinlgs

T
Cumulative % Total G of variance  Cumulalive %

Component  Total % of variance  Cumwlative % Total % of variance

1 5.144 51.443 51.443 5.144 51.443 ’ 51.443 3.328 33.275 33.275
2 1.477 14771 66.214 1.477 14.771 66.234 3.294 32939 66.214
3 752 7.518 73733

4 672 6.715 80.448

S 617 6.167 86.615

6 439 4.390 91.005

7 315 3.146 94.151

8 267 2.672 96.822

9 178 1.782 98.604

10 .140 1.396 100.000

Extraction method: Principal componeht analysis 1
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‘Table 11, Rotated component matrix.

Component matrix”
Contponent
Team Quality of
Component Parameter support materia}
I§ Quality of content 895
2 Ease to English usage 693
3 Teachers in the video .624
4 Mentor support .862
5 Ease of usage of table 695
learning
6 Technical support 815
7 Student porlal for dodbls 782
clearing
8 Education councitlors 763
counselling session!
9 Competitive exam preparation 637
material
10 Quality of tablet and 807
accessories

Extraction method: Principal compongnt analysis

(0.815), Student portals for doubt clearing (0.782) and
Quality of videos (0.807) are'highly correlated with each
other and the same has been named as “Team Support.”
The second group of factors viz., Quality of content
{0.895), Ease of Language (()'.693), case of usage of app
(0.695), Education Counsellors (0.73) and material pro-
vided (0.65) are highly corrélated with each other each
other and same has been named as “Quality of material.”

6. CONCLUSION

The overall results ol the study indicate that among lower
primary class students who ar¢ using mobile learning app,
majority of them are satisfied with the usage of applica-
tion and there is a scope for accelerated adoption among
the children in both lower primary and uppe: primary
group. The study has proved that the application also
helped users to perform bettér in their academic perfor-
mance. Though there exist some challenges in using the
mobile learning app. the rapid technological development
and through the augmented services of Telecommunica-
tion sector, mobile learning has become a valuable com-
plement to formal learning. It jhas become an exiension of
e-learning. If m-learning can Le used appropriately along
with “Information and Comnhunication Technology™ the
quality education among the masses can be brought in
without any hindrances.

Rizwanda et al.
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