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This research and development project was conducted within exploratory develop-
ment task ame 709N (Prototype Man-oe(esne System) and was sponsored by the
Chie of Naval operations (OP-Ok). The purpose was to design, develop, test, and
evaluate a distributed processg Nayprone celoning network. CoMputar-based
personnel assesent and measurement techniques were Integrated Into a sysun dsge
to (1) serve as a data base mnageentn and labor-saving device for the Navy erutn
Command (NRC)s (2) assign recruits optimally to Navy jobs and reservetaiigsoo
seats, (3) provide indiv"idaid creinomation with fewer saqxpot personniel than at
presents and (4) ensure improved person-job placement. The resulting Navy Personnel
Accessloning System (NPAS) CZ1039-PN) was expected to benefit the NRC and the Naval
Military Personnel Command. However, R&D efforts on the NPAS system were
terminated on 30 September 1981 as a consequen ce ot large program element fund
reductions.

This Is the third of three reports that document the NPAS project for Navy nmnges
and the R&D development community. The other reports provide a badcgrouid and
overview and a summary of R&D efforts and products result from the NPAS project
0MPRDC: SRs 33-34 and 23-3").

Gratitude Is expressed to CAPT 3. K. Gardelia, Commanding Officer of the Navy
Recruiting District, San Diego, at the time this study was conducted aind his staff for
their zealous cooperation, warm hospitality, and sincere Interest In the prgesof the
NPAS projec. Particular thanks are due to ETC 0. A. Ventzmil and NCI1 3. SmIth,
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rnMOUCnN
§&qIaroud and Problem

NPAS Research and Development

The Navy Personnel Accessioning System (NPAS) project was intended to design,
develop, test, and evaluate a distributed processing Navy personnel acce"sll network.
Computer-based personnel assessment and measurement techniques were Integrated into 1k
system designed to (1) serve as a data be manaement and labor-saving divIce for the
Navy Recruiting -Command (NRC), (2) assign recruits optimally to Navy j)b. and reserv*
training school '"teats, (3) provide Individualized career Information with fewer support
personnel than 4t present, and (4) ensure improved person-job placement.

In the course of NPAS research and development (R&D) efforts between 1979 and
1981, significant advances wer made in assessing the needs of Navy recruiting and ii
outlining the scope of assistance to Navy recruiting desired by NRC. From the greal
number of benefits and features potentially embraced by a total personnel accesMsoing
system, several were selected that seemed to accommodate minimum system require.
merts for effectiveness while avoiding majqr Navy policy contraindications. After systeM
functions were specified and necessary data bases developed, the various selected
functions were combined into a conceptual model to support both person-job matching
(P3M) on the one hand, and general recruiting management support (RMS) on the othmer.
Inter ctive dialogues were planned to permit the applIcant and the recruiter to use the
ystem. Software development would finaliy transform the concept plus the several
research products into a computerized, operating demonstration system, to be extensively
field-tested and refined. Ultimately, favorable decision by NRC would have resulted In
implementation of an operational system throughT4 the Nvy in the service of recruiting.

NPAS Project Constraints

When funding for NPAS was eliminated for FY82 and beyond, the orderly For of
NPAS R&D was impacted adversely. Whereas thelproject efforts had been focused toward
development of a demonstration system that would be field-tested as a prelude to a
system decision paper in accordance with life cycle management guidelines, the sudden.
imposi tion of severe fiscal, logistical, and temporal constraints required all project work
to be focused on rapidly developing a demonstration system to be used in the search for
alternative funding.

Although NRC was a Jogical source from which to seek at least minimal funding so
that R&D could continue through FY82, any positive funding decision would have been too
late by the end of"FY81 (30 September 1981). Accordingly, the target date for completion
of a demonstration system and a formal briefing of it to the Commander, NRC (CNRC)
was moved to 30:3uly 1981, shortening the time for system design and development by
abou 7 months. A contract for the purchase of minicomputer equipment to~be used for
softwre development had not been let (And sty cancelled). Computer
equipment avalable for development of a demonstration system was therefore limited to
on-h*d equipment. With the hoWtening of the development time, contractor asistance
was not feslble, nor was It possible to hire needed rsonnel. Thus, all the work on the
dem tlon version of NPAS had to be accpnpllshed by a staf of t er idl-time
reserhers, assiWd by several part-time students

NRC policy was emphatic In Its proscription of recruiter-applicant discussion at
ratings availability or even ratings characteristics. The NRC mission Is recruiting, in a

- - ' i i



very specific sensq and providing ca"O It apct 5nt£rq~~lt
Larger issues of Navy policy and organization ar. eydte cp pt!

Howeerit shoul be noted that the attempt to acconunodae

led to moderate truncationofsvrl 
' te__

_TiW 6b~ectl5of tlse*_wTE

aSist thtni eautlo t e~Vess in mWef"tenesQfWv er~i,

Thfuhctlol -to be includedInti 43dm tuset *eW,.,

ltpu romh recruiters sod tta recnt4'inmnt ~~ig t~1c

ana

Of Use. frunctions in the demonstration system used dt ae ~~ay

ntrtive computer dialogues were written fOr each f ntdhWhe~ wr

modified for demionbltratiofls, dialQS*Sgurttn.e.it pi ~~tl~I eso

Afte * unctonSwerede~opod, they *re kfiesaftd Into tboealsse

au~cept, neatv compuiW dw
recruiW, 16aqI~a~ , ith sibbiN z~Mtli between t e.Mu

was developed on computer eqluipment avaliblewihnteor up

lh N~ ProV~~ tg~W~i n ,l~iiOi C' OA

ant~cp~dh thechalenesf~cfn t*VY reO~itflt if et 'O, artea$o
ti. -r

r~gvh htoo *m.
re~A hi cptumI ,.deVIM

.1 N,
siliy pooy d .dairak adt

Wit V3~



NPAS

APPICANTDAAET, RSRPOS
SCREENING VOCATIONIAL ASSIGNMENT STOAGE I GENEATIO GEPORTS

WITH ADAPTIVE GUIDANCE PREDICTION RETRIEVALGENERATION
TESTING

Figure 1. NPAS functions.

P3M Functions

P3M Subsystem

The Automated Guidance for Enlisted Navy Applcants (AGENA) systeqn, a prototype
computerized guidance system that became the central portion of the NPAS system,
supports three P3M ufunctions, applicant screening with adaptive testing vocational
guidance, and assignment prediction. These components are described below.

I. A nt sreenn with adaPtiVe tsting. The Computerized Adative
Screening Test (CAST) is a computer-administered aptitude test that would replace the
conventionally administered paper-and-pencil Enlistment Screening Test (EST), which Is
currently used to screen out applicants who are expected not to qualify for enlistment on
the Armed Services Vocational Aptitude Battery (ASVAB). Compared to current
procedures, use of CAST would Increase measurment precision, reduce testing time,
Improve test security, reduce clerical burden, and reduce costs.

2. Vocationa audance. The Navy, like the other military services, offers a large
numbr o verseJob opportunities, most of which are unfamiliar to the typical applicant.
In NPAS, an applicant's Interests would be measured using the Vocational Interest Career
Examination (VOICE), Form C, a 245-ltem Inventory developed by- the Educational Testing
Service (ETS), under contract to the Air Force Human Resources Laboratory, San Antonio,
Tex. m. se vocational guidance offers a nme of advanteS , over present
pmcedures., Incluing (a) accurate, consistent, and current information, (b) rapid acaers to
that Inanriation, (c) flf-paced progress throh the gulnc materials, and (d) F-
dnce, from the recruiter. This last advantage would enable the recruiter to attend to
other dutles while the applicant Is Interacting with the system.

3



3. Assignment prediction. Any effective procedure for matching persons with jobs
should consider both individua characteristics (e.g., abilities, preferences, interests, and
goals) and institutional characteristics (e.g., priorities, objectives, training program
vacancies, and personnel requirements). In NPAS, a mathematical model would consider
all these factors and, coupled with information on when an applicant wants to enter the
Navy, determine which entry-level jobs are most likely to be options available during the
subsequent classification interview at a military enlistment processing station (MEPS).

P3M Modules

The AGENA system is composed of nine separate modules (Figure 2). system
introduction, aptitude screening test, interest inventory, career planning, ASVAB inter-
pretation, Navy ratings available, related civilian occupations, session/final summary, and
system evaluation. These modules are described below.

1. System introduction. This module familiarizes the applicant with the operation
of the computer equipment and introduces the guidance system. Following an opening
statement of welcome, the operation of the video-display terminal (VDT) is explained.
After the applicant has been given an opportunity to practice using the control keys, he or
she is provided with a brief overview of the entire system, followed by a list of the nine
modules that will be used.

2. Aptitude screening test. This module, which contains CAST, would be presented
only to applicants who lack ASVAB scores. CAST is designed to predict an applicant's
performance on ASVAB, specifically, the Armed Forces Qualification Test (AFQT) score,
which is based on a linear composite of ASVAB scores. CAST provides the recruiter with
an index of an applicant's chances of qualifying for enlistment.

3. Interest inventory. This module contains the computer-administered VOICE
(Form C) 24S-item interest inventory. Applicants are to indicate whether they "like,"
"are indifferent to," or "dislike" jobs, work tasks, spare-time activities, and desired
learning activities in 18 different areas: office administration, electronics, heavy
construction, science, outdoors, medical service, aesthetics, mechanics, food service, law
enforcement, audiographics, mathematics, agriculture, teacher/counseling, marksman,
craftsman, drafting, and automated data processing. Each applicant's scores on these
basic scales would be presented on the VDT using a bar graph. The applicant could obtain
a hard-copy printout of the bar graph.

4. Career planning. This module discusses the value of career planning, including
the idea that career planning should incorporate information about aptitudes and
interests. If the applicant had not taken ASVAB at this point, the discussion would include
the general purpose of ASVAB (Forms 8, 9, and 10) as well as a list and brief description
of the ASVAB subtests. Finally, the applicant would be encouraged to schedule an
appointment for ASVAB testing, because the next module in the AGENA system requires
these scores.

o . ASVAB interpretation. This module interprets the results of the ASVAB testing
for the applicant. After displaying a list and brief description of the component tests, the
applicant's performance on these tests would be interpreted in terms of strengths and
weaknesses, using a bar graph presented on the VDT. The applicant would be able to
obtain a hard-copy version of the bar graph.

4
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Figure 2. The AGEIJA system.

6. Nv r tUns available. As previously mentioned, NPAS was designed for use at
Navy recruiting station Since actual assignments are made later by Navy classifiers at a
MEPS site, the AGENA system incorporates an algorithm called pre-CLASP. The purpose
of the pre-CLASP algorithm Is to predict what the CLASP system (Rafacz & Betth, 130)
will show as assignment options for applicants during their subsequent c cation
Interview at MEPS. First, the module displays the applicant's top three auignment
options, based on the P3M Index. For information on thes options, the applicant could
access the Navy ratings data base. Such Information would be available In two format.
(a) an abbreviated version, which was designed for VDT display and includes five sections
general description, related civilian Jobs, qualifications, working conition, and Navy
opportunities, and (b) an extended version, which Includes the five sections of the
abbreviated version, plus three additional sections what people In the rating do,
seasshore rotation, and traning provided by the Navy. If the applicant finds none o the



top three options appealing, he or she could examine another set. This process continues
until the applicant either finds a job that seems to be a good choice, or he or she has
examined all the options for which he or she is eligible (no more than 15-5 sets of 3).
Before exiting from this module, the applicant would be asked to choose the one or two
assignment options that seemed most promising.

7. Related civilian occupations. This module, which attempts to communicate to
the applicant that Navy training can make a substantial contribution to total career
development, begins with a brief discussion of the general value of Navy training and
experience. The applicant can access the civilian occupations data base to obtain
information on civilian occupations (or clusters of occupations) related to the Navy
assignment opportunities selected. Such information, which would be available on the
VDT and as hard-copy output from the printer, would include five sections; general
description, qualifications and training, pay and working conditions, employment outlook,
and related Navy jobs. Finally, a brief discussion of additional benefits of Navy
enlistment (e.g., medical benefits) would be presented.

S. Session/Final summary. This module summarizes the results of the present
session on the system. If the applicant had completed the first seven modules, the results
of all sessions on the system would be presented, as well as information on the aptitude
screening test (CAST), the interest inventory (VOICE), the classification test battery
(ASVAB), the Navy jobs explored, the jobs selected, and the related civilian occupations
examined.

9. System evaluation. This final module obtains the applicant's evaluation of the
system by administering a series of multiple-choice questions on-line. The information
obtained would be used as feedback to help modify and improve the system.

RMS Functions

NPAS would place in the recruiter's hands the computer's ability to. organize and
store vast amounts of data, quickly retrieve them on command, and then present them in
usable form. The printing capability incorporated in the system permits fast, accurate,
high-quality, and error-free production of completed forms, reports, and general corre-
spondence. The RMS subsystem (see Figure 3) interfaces with the P3M subsystem to
facilitate all phases of administration and management within the recruiting station. In
the demonstration system, three broad functions are supported: (1) data entry, storage,
and retrieval, which includes general files maintenance, information access, and word
processing, (2) forms generation, and (3) reports generation. These functions are
described below.

Data Entry, Storage, and Retrieval

Recruiting stations maintain extensive paper files, both required and locally designed
optional types. Examples of required files that would be automated are suspect/prospect
(S/P) cards, the Local Effective Accession Delivery System (LEADS), various "tidder"
files, and the recruiter Tracking and Analysis System (TABS). Some optional files would
be eliminated by automatic storage of data during normal system operations and by the
ease of data retrieval that characterizes NPAS, while other optional files would be
automated. Considerable floorspace formerly occupied by bulky filing cabirts, would be
saved. More Importantly, countless hours preently Involved In manual data entry,
strage, and retrieval will become available for more direct recruiting actvlt. The
terminal at the recruiting station would be the primary menms o recewvIng the latest
policy guidance, quota Information, and training. Word processing capablity, which would
be provided through the computer equipment, would accelerate Od lmprvgeneal
correpneepreparation and enhance the work climate and the iafge of the Na'
recruiting station.

7 77-T



igre3Trecritin manag mspot(M)sbytm

FormsGeeneratio

NPAS automates many of the procedures for forms generation, with "menu-diven
software, review and editing capabilities, and rapid printing of finished documents. Thus
freed from much of the present clerical burden,, the recruiter could devote more time to
applicant-oriented activities. Forms that could be computer-generated Include (1)
application for enlistment (DD Form 1966), (2) police record check (DD) Form 369), (3)
request for report from employer, school,, or personal reference D Form 370), (4)
application for verification of birth (DO) Form 372), (5) national agency check request
(DO Form 1584),, and (6) request for examination (MEPCOM Form 714).

Reports Generation

Production ummary reports, daily activity reports, and other recurring reports (nom
of which Is standard across NRDs) would be computer-generated. Currently, scheduled
reports must be manually prepared, after the data are manually retrieved from the
records in which they were manually entered and stored. Reports preparation using the
NPAS system would be simpler, more accurate, and less time consuming. The computer
would store all needed data as part of the normal operations. Upon command, it would
retrieve, format, display, and print the required report. The facility with which reports
can be produced would permit more timely supervision and Inspection of recruiting station
operations by higher echelon NRC managers.

CNRC DEMONSTRATION VERSION OF NPAS

This section describes the final demonstration version of NPAS, which was modified
from the proposed system.

7



Hardware

The demonstration version included the following equipment:'

i1. Mobiroroesor Applied Computer Systems (ACS) SA400-2 (double density, 8-
inch double" 64K random access memory.

2. Terminal. Intertec Intertube 2, black and white VDT, with standard typewriter
keyboard an numeric data input keypad. To simulate a design for the keyboard on a
future system and to facilitate use by personnel unfamiliar with computer equipment, the
keyboard characters were marked as shown In Figure 4.

MAIN TYPING ARRAY NUMERIC KEYPAD

1with editing keys)
ESC~~~~ 1 9 ; 0 AK* 4S

E 2 12131 4 5' 6 7 S 9 0 * = ~ pfN 'y c~
TAB 42 W I I *t T Y U 1 0 LIN \ P DDEL 4 5 6 C'DEL

CTI ASIA ISFLRETURN I I I INS
LOCK * ILIKE ID 04 I*-

RED S-PV Z X C IV 9 NI M <-T Is / EEGOLD' LINE

SPACE GMR

*RECRUITER KEYBOARD' APPUCANT KEYBOARD'
(No Modifications) V MiodiCfictos.

using embossed tape)

Figure l4. Demonstration keyboard configuration.

3. Printer. Xerox 1710 (letter quality printer).

Sof tware

Several significant modifications were made to both the P3M and the RMS sub-
systems. These modifications were responses to: (1) the need to accommodate CNRC
policies regarding vocational guidance and assignment (as deduced from both printed
instructions and information gathered during preliminary briefings with Navy recruiting
managers) and (2) the need to keep the demonstration short enough to hold interest and
still permit a "hands-on" demonstration of key capabilities.

As shown In Figure 5, the demonstration system Included nine modules. Of these,
eight (all but Forms Generation) were for the applicant-oriented P3M function; and one,
for the recrulter-oriented RMS function. Appendices A thog --- prvde sample sceen
dialogues and printed output from applicant and r ecruter modls 0 uring the
demonstrations, recruiters or researchers took the roles of hypothetical applicants In
using the NPAS system.

The demonstration modules are described below. Table I provides a comparison of
modules for the original and demonstration systems.

'Mention of specific equipment does not Imply NAVPERSRANDCEN edreet



(Start A

R- y Data IA4nterest

Entry Inventory

A-0 A-5
Iquipment ASYAB

Introduction Interpretation

A- I A-6 Rating

Introduction Groups

A-2 R-2
Aptitude RatingsI Test Profile

AR-3 Forms
(aeneration

Figure 5. NPAS demonstration system.

Table I

Comparison of Modules for Original and Demonstration NPAS System

Original System Demonstration System

P3M Subsystem

I.- Data entry
2. - Equipment introduction
3. System Introduction System Introduction
*. Aptitude screening test Aptitude test
5. Interest inventory Interest inventory
6. Career planning
7. ASVAB interpretation ASVAB interpretation
S. Navy ratings available Rating groups
9. - Ratings profile

10. Related civilian occupation
11. Session/final summary
12. System evaluation

RMS Subsystem

1. Data entry, storage, and retrieval
2. Forms generation Forms generation
3. Reports generation

l ' 9



P3M Subsystem

1. Data entry. This module permitted the recruiter to construct a file for a
hypothetical applicant by entering a social security number and name using the "recruiter
keyboard." This file permitted collection of all subsequent data during the "applicant's"
progress through the system, allowed system entry and exit at various points, and, finally,
personalized (a) all VDT presentations with the hypothetical applicant's name and (b) all
hard-copy materials with the applicant's name and the recruiter's name and office
address.

2. Equipment introduction. This module, which was subsumed within the system
introduction module in the original system, introduced the computer equipment and its use
at the VDT. It was designed with the assumption that the applicant was not familiar with
computers or typewriter equipment. Practice with the equipment, to ensure
understanding, completed the module.

3. System introduction. This module was the same as that included in the original
system, less equipment introduction, and was demonstrated in its complete form. It
introduces the applicant to the system, explaining its functions and benefits to the
applicant. Interaction between the applicant and the system begins in this module. After
the applicant has been given a "roadmap" of the entire P3M process, he or she would be
ready to begin using the system.

4. Aptitude test. This module, which was a modified version of the original
"Aptitude Screening Test module, presented an abbreviated version of CAST (it was
assumed, for demonstration purposes, that the hypothetical applicant had not taken the
ASVAB). Five questions from the Word Knowledge (WK) subtest were adaptively
administered and scored. Subsequently, the computer generated responses to produce
acceptable scores on the three CAST subtests used to compute an applicant's AFQT score
(those measuring Arithmetic Reasoning (AR), Word Knowledge (WK), and Paragraph
Comprehension (PC)). These scores were used in an algorithm to produce a score
predictive of the applicant's "successful" AFQT score. Finally, the results were presented
and a congratulatory message displayed.

5. Interest inventory. This abbreviated version of the original module administered
5 of the 245 VOICE questions. After they were answered by the hypothetical applicant
(the recruiter), the computer generated random responses to the remaining 240 items.
The resulting interest profile was displayed on the VDT and explained. A hard-copy
version was printed on demand.

6. Career plannirg. This module was not presented in the demonstration system.

7. ASVAB intertration. This module was the same as that in the original system
and was demonstrated in its complete form. It was designed to interpret ASVAB scores,
and displays a bar graph chart for the applicants aptitudes. A peronalized, printed copy
of the display was produced on demand.

S. Ratings S This module, which replaced the former "Navy ratings avallabl
module, presented a list of Navy ratings group from which the hypothetl.al applicant
could select three for further exploration. Accesng the Navy rating data bm provded
job information on the particular ratings o (ratmer than on individual rating as In
the proposed system design). In the interst of time, the module wasm further drtmd by
presenting Information on only two ratings groups.

9. Related civilian occupations. This module was not included In the demnstration
version.

10* *.._-I0



10. RT"--' ' 0041i was inserted.t **!Am WWWW

ata, ww* 410d.,s . and
then tOe syster4rm~h 11c~.1
addition of fix lw InformatION the pro-lASP aIlitm Was0 er8"VIuiY11d1, p~alist
of ratings Options (for the recroltw's Use) for on m. wat momth al- 0; fuS t
future.

I1. /jsI2 semfig~ This modtle was W In Isd M hdsemtra-
* tion versIion.A prite copy atiil o utput, "Omrin plut prgo w iough

the system, was shown.
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RMS Subsystem

This subsystem included a truncated version of te terms generation p.a
simulated printed report from the reports'generation mode. DuringdowW lns
each recruiter constructed and reviewed an applicato for enlistment (DO F"r, I~6)
The subsystem printed the form (page I only). To demosrt a capabilty 1W umdue
reports generation, reseachers developed a moe al m superviesgo acsssrpr
that could be useful to the NRDS mn supervisors In monring1 tmi wMtW r~ and
in reporting to higher echelons. Althou&h not produced dWI the demon0 tAn, a
sample printout of the report was distributed (see Appendices C and D).

Demonstrations and Briefings

* I1. In-house. Brief ings and demonstrations were presented to the conmmdng
officer (GO, tectmlcal director, and other senior maaeetpersonnel of NAYPERS-
RANDCEN at various times during NPAS developmnent. Ohrbriefing, and demonstra-
tions, were presented to visiting Navy managers and researchers.

2. Field recruiters. The recruiters-In-charge (RlnCs) of the San Diego (downtown)
and Ocenid RaWyoRcruiting Stations (NRSs) were briefed on the complete sstmI
several times in an effort to elicit their reactions to the system In concept and practice
Their suggestions were incorporated Into ongoing deeomn efforts. The complete
demontato system was presented In a briefing and "hands-on" deonstwration io the

Oceanside NRS, with the R~nC: operating the system (see Figure 6).

3. Nav recr#k ditricts. On 17 3une 1991, a complete briefing and demonstra-
ion were pentdi tothe C0 of NRD, San Diego, his staff, and 23 RinCs, field
recruiters, and zones supervisiors. On 23 3une, the CO of NRD, Los Angeles and his staff
were briefed on the purposes, goals, and capabilities of NPAS. The response to these

* briefings evidenced good support for NPAS and resulted In modlifications, to the final
demontraton system iD accmmwodate, NRC policy cosdrtos

,Nv ~nf o man. On 30 3uly 1981, a complete briefing on the CNRC
version &iiniiI ijiiii lternatve network cniuaosfuningreir ets
and estimated "ystem imlmettion cast was pentdto the CNRC at haqmes
In atten dance were many NC managers and Invited guests. The briefing, Wes folwdby
a "hands-on" deon stration on the microcomputer system.

5. Che fNvl Oprtin. On 31 3uly, 1991, the NPAS briefing and demonaro-
tion werei reetdbefore theChif of Navl Operations (OP-Il 5). Managers and guests
were Invited from various DoD agenicies.



Figure 6. Navy recruiter operating the NPAS demonstration system.

3. IXLSCISSMO

In the course of the development and hands-on demonstrations of NPAS, the following
observations were made:

1. To conduct the demonstrations the person acting as the "recruiter" was required
to change diskettes only once. The compiled program code was resident on one diskette,
and the data were placed on two others. To run the complete system, four diskettes are
required,, necessitating two changes during the progress of the applicant through the
entire sequence of modules. For the RMS subsystem, it would require one diskette for
data storage and one for compiled program code to accomplish forms generation and
general data storage. Reports generation and general word processing might require more
storage.

2. The keyboard configuration proved very satisfactory and led to no user confu-
sion.

3. The entire demonstration system occupied only 22.5 cubic feet (about the same
space as a single pedestal desk).

. There Is no or very conditional management support for vocational guidances
although many recruiters would welcome the opportunity to employ this capability.

5. The RMS capability was enthusiastically endorsed. Table 2 prese ts the savings
In time and effort possible for the first page of the application for enlistment (D Form

12
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ATable 2

Preparation of the Application for Enlistment (DD Porm 19,6)t
Manual vs. NPAS Typing Effort for Pap 1

Item WWwt
Number Item Name m

I Social security account number 21 9 1 0
2 Name 15 1 1 0
3 Currentaddress 2 0
4 Home of record 25 1 1 0
5 Citenship 1 1 1 0
6 Sex Iea 1 0
7 Population group I I1 0
Sr Ethni c group ee. 0

S Marital status 6 1 1 0
10 Nurber of dependents 0 u d 0
11 Date of birth 11 6 1 0
12 Religiousipreference 12 13 2 0
13 Education 3 3 1 0
13 Foreign anguage and dlil a 3 0
16 Drivers license information 15 16 0

Totals 176 126 21 0

6. Screen dialogues are at a suitable readability level for recruiters. t ind
are clear and easy to follow. Menu-driven data t was well rceive

7. Recruiters saw pre-CLASP In the absdoce at vocational guidance and assign
ment-prediction at the recruiting stationt as a valuable assistance in Delayed EntryProgram (DEP) management.

8. Noise levels in the recruiting station did not adversely impact the demonstra.
tions, nor were they significantly Increased by the use of the deontato equipment.

9. There were no equipment malfunctions, Or "downtlmes," during the deMOnstrab-
* tions.

10. Recruiters endorsed the Idea of applicant independenc based on Interactive
* programming, permitting the applicant to progress through moat of the AGENA system

without recruiter Intervention. Recruiters also endorsed the pesnlzddialogues and
optional hard-copy output.

Several lines of research contributed to the dteveopet of a micromputu bm
system with characteristics judged acceptable for Nose In arecruiting station enavironmnt.I
For both recruiter and applicant, the use of the system was simplified by a design that

13
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was user-friendly, presuming no prior experience with computers. Simplicity and
effectiveness were assured by the menu-driven interactive software.

R&D efforts on the dnmstration version of NPAS to date lend support to the
following conclusions:

1. A microcomputer equipment configuration is fully capable of supporting the
NPAS functions that have been developed.

2. A microcomputer equipment configuration would not unduly hamper physical
space allocations in the average recruiting station, nor would it increase noise levels
appreciably.

3. Noise levels of the average recruiting station would not impact adversely upon
recruiter or applicant use of the system.

4. All screen dialogues are at a readability level appropriate to recruiters. While
no research has been conducted with applicants, the dialogues are presumably at a
suitable reading difficulty level, having undergone modification to conform to readability
standards.

5. The RMS subsystem will relieve a significant portion of the recruiter's clerical
load and will make collecting information far easier. Error rates will be reduced, as will
the need for retyping of forms. Increased accuracy and speed of production will
characterize reporting procedures. Additionally, the system will lessen physical storage
requirements and dramatically increase the speed of information retrieval.

6. CAST will provide better prediction of applicants' AFQT scores than EST and
will markedly lessen chances of test compromise, while reducing cost, storage require-
ments, and clerical error.

7. Pre-CLASP will provide accurate knowledge of available ratings to the recruiter
and prediction of CLASP assignment options available at the MEPS. Pre-CLASP also
shows promise for DEP management.

S. NPAS will provide more accurate, consistent, and thorough Navy job information
than is presently available to the applicant and will presumably result in a more
knowledgeable candidate for enlistment.

9. The demonstration system was easy to use ("user-friendly").

10. Major efforts will be required to demonstrate the benefits of vocational guidance
and assignment prediction to the NRC before the potential of NPAS can be realized to a
significant degree.

iECONIENDATION

When funds are available, a microcomputer-based demonstration system should be
developed, and a field test conducted to assess Its impact on recruiting operations,
accessions, and attrition.
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FROM APPUCANT MODULES
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APPENDS C

PROM APKUCANT MODULES
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U.S. Navy Recruiting Station WILLIAMS 3OHN ANDREW
1231 South Hill St. 123456739
Oceanside, Ca. 9205
(714) 722-1231, 722-1232
NCI 3ohn Smith

VOCATIONL IERST - CAR= EXAM TIO

Interest Level
Interest Area Score Low Averae

Office Administration 15% *39.**********6
Electronics 32% *****************
Heavy Construction 69% *******e***************e
Science 58% **o*********************
Outdoors 14%

• . Medical Service 819L e*e~ee~e*e*oe~e

* , Aesthetics 0% ***********.********~..*...**e*.o*.o
Mechanics 44% **********
Food Service 85% ***************i#********.*****
Law Enforcement 39% **e*************** e*
Audlographics 79% ******************.*******
Mathematics 83 **4*****#******t**.*************
Agriculture 90% ***O***q**********
Teacher/counseling 726 e.******.*#**.*e**e******

* Marksman 9% e
Craftsman 639 ***O********************O*
Drafting 6296AutomtedDatProcessin 7496 eeeeoeeeeeeeeeoe

C-I
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U.S. Navy Recruiting Station WILLIAMS 3OHN ANDREW
1231 South Hill St. 123456789
Oceanside, Ca. 92054
(714) 722-1231, 722-1232
NCI 3ohn Smith

ARM SERVICS VOCATIONMAL APTITUDE BATTERY

Aptitude Level
ASVAB Subtest Score Low Average

General Information (GI) 74% * *******************
Numerical Operations (NO) 25% ***********
Attention to Detail (AD) 46% *
Word Knowledge (WK) 90% *
Arithmetic Reasoning (AR) 19% ********
Space Perception (SP) 43% **************
Mathematics Knowledge

(MK) 19% ********
Electronics Information

(El) 82% ********************************
Mechanical Comprehension
(MC) 51% *****************

General Science (GS) 96% **********************************
Shop Information (SI) 15% ******
Automotive Information

(AI) 57% ******************

c-a



U.S. Navy Recruiting Station 3ONES DAVID R
1231 South HIl St. 234370
Oceanside, Ca. 92054
(714) 722-1231, 722-1232
NC1 J ohn Smith

AUTOMATED GUIDANCE POR DILUTE N4AVY AMULCANI3
(AGENA) SYSTEM STATUS REMOT

DATES W1 7110

No. Module Name status

I System introduction Completed
2 Aptitude test Not Completed
3 Career planning Not completed
4 Interest Inventory Not completed
5 ASVAb interpretation Unnecesary
6 Rating groups Not completed

C-3
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WILLIAMS 3OHN ANDREW

123436799

ASVAB Scores: GS AR WK PC NO CS AS MK MC 91 YE
67 55 50 60 62 64 63 60 55 S0 3

Physical Information: Color Perception: Normal
Hearing: Normal

*Speech: Normal
vision: Correctable to 20120

Other Information: Hi1gh School Graduates Yes
Hi1gh School Trigonometry: Yes
U.S. Citizen, yes
Defense Language Aptitude Batt"i No
Eligible for Security Clearance: Yes
Chronic Drug Abusers No
Nuclear Fiel& yes

Race Code (C-Caucasian, N=Negroid, Xu-Other$ U=Unknown)t C

Occupational Group Pr eferences: OA OB

Ship Months Requestedt AUG SII SEP 91

Expected AFEES Arrival Dates: 9I/S/I SI/S/&

D-1



WILLIAMS JOHN ANDREW
123456789

PRE-CLASP SESSON 014 92/1/3

Input Data from Prospective Recruit:

ASVB Scores: WK AR MC SI MK El GS NO AD Al SP
65 55 50 60 62 64 63 60 55 59 56

Color Perception: Normal
Hearing: Normal
Speech: Normal

High School Graduate: Yes
High School Trigonometry: Yes
U.S. Citizen: Yes
Defense Language Aptitude Battery: No

Race Code (C=Caucasian, N=Negroid, X=Other, U=Unknown) C

Occupational Group Preferences: NF

Ship Months Requested.
MAY82 JUN82

Expected AFEES Arrival Dates: 82/2/6 82/2/13

PRE-CLASP Options for shipping in May 82:

Probability (in percent) that
Rating Optimality rating will still be an option on:
Code Index sJ26 8Z/2/13

STG 92 77 69
STS 81 67 59
ETNF 87
MMNF 69 99 99
ICNF 67999
EMNF 61
HM 57 99 99

PRE-CLASP options for shipping in JUN 12:

Probability (in percent) that
Rating Optimality rating will still be an option on
Code Index 82/6 82/2/13
STG 92 77 68
STS, &1 67 39
ETNF 76
MMNF 69
ICNF 67 99
ZW4F 61 9~9
HM 37 "1

D-2
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WILLIAMS 3OHN ANDREW
123 116789

BINUGIuE RATING LST

Based upon the applicant's ASVAB scores, he is not eligible for the following ratingsIYODP ;SYODT ;SYOEA ;SG IS ;SGOT;

D-3
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.. A WILLIAMS JOHN ANDREW

123456799

PRE-CLASP OPTION FOR SHIP NTH: AUG 81

Chances in 100 that
OptionOptimality Rating will be open on

Pgrn Rating Index 81/8/1 81/8/8

NF ET 92 77 68
NF Ic 81 67 59
NF EM 76 99 99
AEF AT 69 99 99
AEF DS 67 99 99
ATF HM 61 99 99
SG AT 57 99 99



WILLIAMS 3OHN ANDREW

123456789

PRE-CLASP OPTIONS FOR SHiP MONTHS SEP 8

Chances in 100 that
Option Optimality Rating wll be open on

Rating Index $1/9/1 Ui/0/

NF ET 92 68 61
NF Ic 81 59 54
NF EM 76 99 99
AEF AT 69 99 99
AEF EW 67 99 99
AEF PT 61 99 99
SG AT 57 99 99

D-3
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ZONE SUPERVSOWeS GOAIJACCESSION REPORT

Navy Recruiting District: San Diego
Zone Ntumber: 2
Zone Supervisor: NCM Mark Scott

Period: 3/31
Report Date: 5/15/31
% Of Period: 50

Status.

Type of Applicant Goal Accessions Diffeqrence %Goal

ONE NAVY 55 31 24 56
NPS MALE 43 20 23 47
HSDG/LMG is a 10 4
NKSDG/IJMG 11 7 46
HISPANIC 6 4 2 33

MG IVDEP OUT 6 3 3 30
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