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- _ FOREWORD ‘ x

Par: of the research of the Personnel Utilization Technical Arca

of the Personnel and Training Researchk Laboratory of the Army Research
Institute (ARI) supports effective career management for Army officere.

One result of this research has been the design and field tryout of an
experimental computer-based Officer Career Information and Planning System
(OCIPS). This report describes the design of the system, the development
of interactive modules, and the experimental use of a sample of the modules
to determine accuracy, credibility, interest, and operational feasibility.

Research in career counseling and career management has been performed
jointly as an in-house ARI effort and through contracts with organizations
selected for their specislized expertise. The current research involving
applicatior of career counseling expertise to the A-my Officer Personnel
Management System was performed under Contract DAHC 19-76-C-0030 with
vocational psychiologists at Teachers College of Columbia University. The
research effort was directed by Bertha H. Cory under requirements of Army
Project 2Q162717A766, Task C, Career Progression Systems, FY 1978 Work
Program.
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CAREER PLANNING MNDULES FOR THE OFFICER CAREER
INFOKMATION AND PLANNING SYSTEM -

BRIEF

Requirement: ?

Ir. response to a need seen by the Army for a cost-effective career
‘planning system which would (a) place computerized data at the disposal of
both the career developmeut manager and the officer and (b) facilitate the
implementation of the Army policy of officer professional developmernt and.
‘utilization, the Officer Career Information and Planning System (OCIPS) was
designed. The report describes the design of the interactive dialogue
modules to promote long-term career planning as a part of the Officer Per-
sonnel Management System (OPMS).

Procedure:

Current theory and opinion on adult career development were analyzed,
adapted and extended to meet the needs of the project. Five basic concepts,
considered important for the Army officer were identified: that choice is
inevitable; that one should base choices on self-understanding; that not
every career outcome is predictable; that planning requires a combination of
commitment and tentativeness; and that life stages provide predictable
changes. Attendant to these concepts, a variety of career planning skills
(e.g., clarifying one's values) were identified. Interactive dialogues were
designed to teach the concepts and to provide opportunity for practice in the
skills.

Product:

The resulting dialogues provide: (1) an introduction of the officer to
the computer (2) an introduction to the concepts of long-term career plan-
ning; (3) a comprehensive look at how the Army career system works; (4)
shortened combined version of (2) and (3); (5) an opportunity to draw infor-
mation from a data base on alternate specialty; (6) an exercise designed to
increase the user's awareness of his/her career-relevant skills and values;
and (7) practice at establishing long-term career goals.

Four of the seven dialogues were -tested for feasibility and credibility
with 52 company grade officers who found the modules interesting, accurate
and useful.
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CAREER PLANNING MODULES FOR THE OFFICER
CAREER INFORMATION AND PLANNING SYSTEM

Introduction

The recent identification of career planning as a salient issue for adults
and the scarcity of professional assistance in that problem area has led career
development specialists to seek alternative approaches to educational and
career planning. One such appreach is the computer-aided guidance system., A
number of such systems have been developed in a variety of settings, Primarily
intended for use among high school and college students. The system described
here is one of-the first designed to enhance the career planning skills of
adults whose careers are already in progress.

Adult career planning. Recognition of the need for career planning in
adulthood emerged from the notion of a career as a series of positions, jobs,
,and occupations that extend throughout the life of the individual (Super,
Crites, Hummel, Moser, Overstreet, & Warnath, 1957). This view of work life
emphasizes the development of persoms throughout their life span in contrast
to the mere prediction of success and satisfaction from Point A (preparation
and anticipation) to Point B (entry to an occupation). Buehler's (1933)
concept of life stages, long considered useful by developmental psychologists,
became highiy relevant for vocational psychologists as well. The stages of
growth, exploration, establishment, maintenance and decline bore observable
_relationships to the tasks which beset {ndividuals as they imagined, prepared
for, sought admission to, entered, advanced in, retired from and reflected
upon their life's work. The work of Havighurst (1953) and Super (1957) ias
made clear the need for individuals to cope with differing problems at differ-
ent stages in order that their career development proceed smoothly.

The understanding of carzer phenomena from a developmental iramework
created renewed interest in the career behavior of adults, Studies such as
those by Astin and Panos (1969) and Davis (1965) carefully documented the fact
that, during the college years, career-related choices were made ang revised
for more than half the population. The work of Cooley and Lohnes
Cribbons and Lohnes (1969), and Super, Kowalski and Gotkin (1967) emphasized
the fact that, beyond the college vears, job and position changes were
frequent, career decision making remained a persistent develgfmental task,
and--by and large—adults continued to need help with planning their long-term

futures.

This demonstrated need for career decision making during adulthood under-
gcores the validity of the view of career decision making as a continuous
ecyaling of the stages of the decision-making process (Katz, 1963). -Of
partifular impertance in this process i$ the continuing exploration of
vocaf/icnal alternatives. Individuals who engage in vocational exploration
take activities with the purpose of gathering information about them-

sefves and their environments which will prepare them to choose, prepare for,
enter, adjust to, or progress in an occupation (Jordaan, 1974). Meaningful
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exploratipn can help the individual (1) assess the outcomes associated with )
various vocational alternatives, (2) assess the desirability of those outcomes,
and (3) assess the probability of achieving those outcomes (Prediger, 1974).
Vocational exploration is, therefore, necessary and inevitable for an indiv-
idual faced with a career decision.

Applying computer technology to career guidance. To provide assistance
in the problem area of long-term educational and career planning, career
"development gpecialists have sought to adapt available resources in computer
technology to the specific career planning tasks. Current approaches to the
use of computers in educational and vocational guidance are based on two
theories (Super, 1970). First is the pragmatic theory which asserts that the
more information that is available to individuals, regarding both self and
world of work, the better their vocational decisions are likely to be. Second
is the developmental decision-making theory which reflects the view that a
career develops--and, thus, decisions are required--over the life spar, .rather
than as a result of specific, point-in-time, educational or vocational choices.

The technological capacity of the computer is widely recognized and has
considerable potential when applied to the process of career decision making.
The computer provides the capacity (1) to store, retrieve and update large
amounts of data, (2) to interre’ate data about individuals and their environ-
ments, (3) to individualize data to generate educational and career alter-
natives, (4) to simulate conversations of interviews through interactive
terminal devices, (5) to modify user behavior to provide feedback, review and
personalized assistance to counselor or client, (6) to control and coordinate
audio and visual material with text, and (7) to provide seivices to many users
simultanecusly in various settings (Harris & Tiedeman, 1974). By making use
of these capabilities, carezr development specialists have been able to
provide the needed assistance to individuals at their different developmental
stages ia terms of information gathering, vocational exploratiom, and career
decision making.

Several computer-aided counseling and guidance systems are currently 1in
operation. The Computerized Vocational Information System (Harris, 1968),
the Education and Career Exploration System (Minor, Myers & Super, 1969),
Oregon's Career Information System (McKinlay, 1974), and DISCOVER {(Rayman &
Harris-Bowlsbey, 1977) are examples of systems develcped for use with high
school populations. Another, the System for Interactive Guidance and Infor-
mation, developed by Katz and his associates, has been designed for use with
college students (Katz, Chapm&n, & Godwin, 1972).

The effec of these systems have been studied and, in general, the
results have bé&ﬁhencouraging. Although no studies have yet demonstrated

thit the systems have been effective in improving the users' decision-naking
skills, other relevant skills have been measuradbly enhanced. Specifically,

as a result of using computer-aided counseling and guidance systems, users
increased their vocational maturity (Mvers, Thompson, Lindeman, Super, Patrick,
& Friel, 1972); users achieved more specificity of information about educational
and vocaticn.l alternatives, showed greater crystallization of vocational

-




R .,

o

cy v , - .
planning, and gained more information about career alternatives (Harris, 1972);
and users’ indicated that they learned to operate them easily, did not feel
dehumanized by their use, and enjoyed using them (Myers, et al., 1972).

The computer-aided counseling and guidance systems that are currently in
operation, however, were developed primarily for use among high school and
college students. Recognizing the potential of a system intended specifically
for an adult population, the Army Research Institute began the development of
an Officer Career Information and Planning System (OCIPS) which is designed to
utilize knowledge of adult career planning and existing computer technology to
further the professional development of Army officers.

The Officer Career Information and Planning System (OCIPS)

A

OCIPS is being developed in response to a need seen by the Army for a
cost-effective career planning system which (a) would place computerized data
at the disposal of toth the career development manager and the officer and
(b) would facilitate the implementation of the Army policy of olficer 1
professional development and utilizaticn as expressed in DA Pamphlet 600-3.
Prior to the initiation of the project, several legitimate complaints on the
part of officers had been recognized. These included, specifically, the lack
of veadily available, consistent, complete, and current information regarding
the officer career progression system. ,There was also evidence to suggest
that better use of officer interests and abilities was possible and that
inefficient officer carex:r decisions were being made (Macpherson, Note 11;
Macpherson, Lastman, & Yates, Note 12).

Drawing on theory and research in counseling psychology and technologies
in computer science, OCIPS is envisioned as a computer-aided career information
and planning svstem for Army officers (Cairo, Note 1; Cory, Medland, & Unlzaner,
Note 3; Cory, Medland, Hicks, Castelnovo, Weldon, Hoffer, & Myers, Note 25
Van Nostrand, Note 19)., It is hoped that this system will provide a number of
benefits to the Army officer and to Army management, including:

--greater ability of an officer to take responsibility for his or
her own career decision making;

--greater officer satisfaction and increased knowledge of the
career-enhancing, potentialitizs of varicus assignments;

--better fit of officer-to-job bascd on the consideration of
aptitudes, values, interests, education, training, and
experiences; and

--greater equity and efficiency in the career management system.

--greater opportunity for career managers to concentrate on counselor
functions.

In order to begin to accomplish these goals, the initial phase of the
system's development, described in this report, called for a long-range
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career planning dialogue unit that would enable Army officers to explore ’
planning strategies and decision-making techniques and to develop and apply
.career goals anc. values to their own long-term sareer planning. It was decided -
that the system would need to conform to a number of specifications. First,

the dialogue units, should allow the officer to explore career-related values

and strategies for implementing those values. The units should advocate
flexibility in career planning and be applicable to Army careers. Second, the
dialogues should appear as a natural conversation between an officer and a

human counselor, using explicir, concise language tailored to Army officer
background and interests. Finally, the dialogues should be designed to

increase the officer's awareness of the notion of a career as a time-ordered .
sequence of positions, mediated partly by ‘his or her own choices.

Conceptual Development -

From these objectives and specifications, the team at Teachers College,
Columbia University, directed by Roger A. Myers,” proposed to create a set of
computer-aided experiences for teaching various career planning concepts and
for enhancing career-relevant competencies. The specific concepts, on which
the long-term career planning portion of the system is based, are those that
emerged from Super's (1957) longitudinal study of career development. The
concepts represent those notions that research has shown to be essential for
consideration in career planning. They are:

1. The inevitability of choice: stressing the opportunity . R4
and obligation on the part of an"indivigwal to make
certain choices, and reviewing the consequences of not
choosing wh?n choice is indicated;

N

2. Choice as an implementation of values: introducing
the notion that the major determinant of any given
choice ought to be the values of the chooser,
necessitating some clarity about one's own value
system;

J. Contingencies and discontinuities: making explicit the
implicitly obvious existence and influence of events that
one is unable to predict;

4, Clarity and tentativeness: illustrating the necessity
of having clear, well-designed plans, while simultaneously
recognizing the unavoidable tentative nature of such
plans; and

Life stages: focussing on the available knowledge of
career-related behavior at different points in an
individual's development.

A3
-

Such research has also shown that certain competencies in career
planning tasks must be developed in order to negotiate a rareer successfully.
Drawing on tnis body of knowlege, the proposed system was to include exer-
cises in the foullowing areas:

i
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Skills and values clarification. An officer's skills and
yalues are major determinants of career satisfactiofi and
success. Accordingly, the ability to identify these
primary skills and values is important to career develop-
ment. This ability has other important components:

(a) recognizing and resolving conflicts among values and
skills; (b) recognizing the linkage between specific .
values and skills and career decisions; and (c) preparing .
for possiblé revisions of the primary skills and values

throughout one's career. ' '

Career strategies. Career planning requiresithe ability
to translate self-and-environment knowledge ihto planful
action. The comppnents of this are: (a) interpreting
life goals in light of one's primary values-and skills;
(b) developing life goals®that are optimzlly enhancing
for career development; (c) harmonizing conflicting
goals; and (d) developing action plans for reaching : '
. specific objectives. Overall, "career strategies"

mgans the ability to implement one's primary values-

and skills in specific, concrete actions. -

Choice point identification. In a complex career system,

it is important to be able to identify those points where

one can choose and where that choice can make a significant

difference. This includes the ability to anticipate future

choices, to evaluate present choice alternatives, and to

assess the irreversibility of specific choices.

. .

Career monitoring. Assessing career progress is important

i view of the tentative nature of career planning.

Assessment requires a systématic way of continually .

integrating the career environment with one's primary

values and skills.

-~ = 7

The original plan for the system envisioned two forty-minute interactive
dialogue units. The first of these was to be a didactic unit desjgned to "o
teach and illustrate concepts about career planning The other was to be . .
an informational unit describing the officer career progression system in
wiich the user would be implementing those concepts. This plan was subse-
quently expanded to provide additional emphasis on actual career plahning
tasks. Strategies for implementing one's interests and for negotiating a
career throughout the life span were to be illustrated in a game mode, using
individual officers' profiles and predictable events that occur in an
cfficer’s career.

To supplement the two-rodule plan, then, the developmental effort was
redirected to provide a mor: complete guide tn career planning. Each
component was designed to address a major consideration in career planning,
and the entire system was intended to mirror the career planning and decision
making process: . ) .




After the officer is instructed as to how to use the terminal (with a
module cizlled SIGNON), the initial didactic module (now called FORESIGHT)
‘brovides an introduction to the decision-making process§ the informational -

r

module (called OVERVIEW) describes the occupationgl environment and oppor-
tunily stracture in which the officers.operate; a SELF-ASSESSMENT module helps
users to describe themselves in relation to that environment. Data banks “
(such as that used by ALTERNATE SPECIALTY, a submodule of -OVERVIEW, Fields, Note 7)
allow them to explore the "fit" of the various alternatives of the environment -
given their own descripticns; and the final module (called CAREER STRATEGIES) o
guldes thq users in integrating previous information to make choices, imple-

* ment degﬁbions, and evaluate career progress.

)

»

System Description . * .
+ The current system consists of interactive, or conversational, dialogue

units. The usér's path through the units is determined by his or her-
responses to questions or by selection from among alternatives posed at
several choice points within eich unit. (Examples are provided in Appentices
A through E.) Each medule is self-contained and connects with the other
modules via an exacutive monitoring system. At present, SIGNON, FORESIGHT,

. OVERVIEW, and ALTER%@TE SPECIALTY have been programmed and are useable in

. demoristration form. The remaining: modules--CAPTAIN'S INTRODUCTION, SELF- . -
ASSESSMENT, "and CAREER STRATEGIES~Jare in script form but have not yet been -

programmed. The various modules are described below.
. .

SIGNON. This introductory module introduces the officer to ‘the system,
instructs the officer as to how to use the terminal, and asks for a variety
of identifying data such as military specialty, type and level of civilian
education, and current military status {(See Appendix A). P

-

FORESIGHT. This module is designed to introduce the user to long-term
career planning. It begins with consideration of the belief that individuals
can influence their career progress if (a) they know what they want, and
(b) they .know how the system works. The basic career concepts déscribed’
earlier are assigaed code names: . '"Must"--choice is inevitable; "Value'--you
have to-know what you want; "Surprise''--unexpected events happen even if you
plan; "Tension"--simultaneously firm and tentative planning; and "Stage'--
predictable life changes. The user may elect to look "through any or all of
the five- or six-frame interactive explanatory illustrations for each concept.

« The conclusion of the modiule integrdtes the concepts in a sample career path

. that shows an officer making choices and confronting situational changes at . N
different stages in his career. The ability to convey to the user the most

_ current available knowledge about career planning and career development in an

Q\:gjﬁcstandable and thought-provoking manner is the most outstanding quality of

v ¥ FORESIGHT module. (See Appendix B for an excerft: from FORESIGHT.)

OVERVIEW.O This informational module includes the Army's overall plan for
" the progression of an officer's career and attempts to make the user aware cf
thase factors which can influence the ways in which an officer's career deve=~
1lops. These include: ¢ .




--changes in needs, goals, znd objectives of the Army
--military and technological changes
o =--timing of career decisions
--Of ficer Evaluation Reports
--military education
--alternate specialty assignment
~~civilian education and training

It dissects the patterns and determinants of Army careers with thr use
of a eries of off-line charts and offers the user auswers to a serles of
t 1ily-asked question- It reinforces the concepts introduced in FORESIGHT

w adds some Army-specific concepts such as officer responsibility and dimen-
sions of utilization and training. OVERVIEW facilitates the officer's compre-
hension of "how the system works'--a necessary ingredient in career decision
making--and does so in a manner that enables officers to incorporate the
understanding of the complex officer career progressien system into their
planning. (See Appendix C for an excerpt from OVERVIEﬁi)

\

CAPTAIN'S INTRODUCTION. Experience with the system has shown that, while
younger officers (lieutenants) profit from FORESIGHT and OVERVIEW, officers
who have achieved the rank of captain or above have already -acquired much of
the information contained in the modules. Therefore a substitute introductory
module was designed for users already familiar with the Army Career Progression
system. This module, called CAPTAIN'S INTRODUCTION, includes the information
in FOBESIGHT and OVERVIEW in a more abbreviated form (3ee Appendix D).

ALTERNATE SPECIALTY. One of the system's long-range objectives is to
provide the user with access to data relevait to important choice points Hn
an Army officer's career. The submodule of OVERVIEW and CAREER STRATEGIES,
call-u .TERNATE SPECIALTY, is an example of how thi- can be done. Due to the
implem tation of dual occupational specialties for Army officers, expressing
a preference for an alternate specialty is a critical choice point in an
officer's caveer. A rich data file reiating officer charac'.eristics and
preferences to alternate specialty designation affords the user a unique
oppottunity to engage in meaningful career exploration. The ALTERNATE
SPECIALTY submodule was developed to make use of ti.is data file and iucludes-
information about the alternate specialties that are available, how they are.
designated, and how career plans can influence them. In making the data
available. to the user and in offering suggestions about useful ways to
interpret them, the submodule provides the officer with the opportunity to
explore and compare his or her characteristics with those of officers for
whom any given specialty was designated during the previous year and to
integrate this informaticn into an effective career strategy (See Append.x E).

R -&- 0 T
SELF-ASSESSMENT. Other modules (OVERVIEW and ALTERNATE SPECIALTY) have

“addressed the issue of "how the system works." The SELF-ASSESSMENT module is

designed to help users clarify "what they want''--a necessary component of
satisfactory career plan.ing. The officer uses a representative list of
skills and values to create an individualized profile based on preference and
performance (skills), and subjective imporfance (values). The list of skills

- é? X
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was derived from an analysis of Army officer job performance dimensions

(Oliver, Note 8v'and available inventories of relevant career skills (Haldane,
1974, Katz, Chapman & Godwin, 1972). Similarly, the values list represents a
combination of work value {nventories (Super, 1968; Katz, Chapman & Godwin,
1972), 1ists of val .es used in industrial personnel development programs, and
values derived from Army Research Institute surveys. Once the officer has
created a profile, suggestions are offered about integrating self-assessment
into planning and the user is asked to evaluate previous and anticipated
assignments in light of this profile. (See Appendix F for an excerpt from

SELF -ASSESSMENT, )

CAREER STRATEGIES. This module is designed to help officers implement
their career aspjirations through exercises in setting long -term goals and in
translating goals ‘into aciion plans for immediate objectives. The introduction
conveys to the officer: :

--that goals provide the Lasis for long -term planning;
--that goals are arrived at by assessing the structure
of Army career opportunities and by assessing one's 1
own characteristics;
--that long-term goals can only be obtained by achieving
intermediate objectives; and
--that concrete plans of achieving intermediate objectives
provide the link between career planning and intelligent
action.

The process of creating a career strategy is introduced by the use of a
career planning game (''SCOR") which incorporates the major aspects of an officer's
career: military specialties, education and training, skills, job performance,
rank, contribution, assignments, family, and values. The game uses an off-line
playing board (''SCOR-BOARD'") for charting hypothical career progression. The
decision points in the game require the player to deal with four career issues:
the inevitability of Surprise, the necessity of Choice, the awareness of
Opportunities, and knowledge of Requirements. The player starts the game as a
second lieutenant, gelects pre-programmed goals, s+ ks to move toward those goals
in a series of computer m--aged decisions, and ar - . - at an end point that
signifies goal achievement.

At the conclusion of the game, the principles of creating career strategies
are reviewed and the user is presented with the "Career Planning Wheel." This
offline chart is similar® *o the SCOR-BOARD, but depicts the major aspects of an
officer's career in more detail. The .user may access computer -based career data
related to the year of commissioned service in each aspect of the wheel.

After the SCOR game and the Career Planning Wheel have illustrated the use
of career strategies and career information, the user is asked to review his or
her own career goals. Each goal is examined with a series of eight criteria for
effective crreer planning goals and is revised untii it satisfies the criteria.
The revised goals are then translated into action plans for intermediate
objectives. For example, users are guilded to convert goals to actions by
choosing a specific standard for gawging success, identifying resources and
barriers, setting checkpoints and deadlines, and so on.
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The results of this module include clarified career goals, contributory
intermediate objectives, and action plans which have beern tested for their
adequacy. (See Appendix G for an excerpt for CAREER STRATEGIES.)

AN

System Evaluation

In order to assess potential operating difficulties and to obtain some
initial reactions to the acceptability and usefulness to the target population,
four of the seven modules (3IGNON, FORESIGHT, OV:ZRVIEW, and ALTERNATE SPECIALTY)
were field-tested or 52 company grade officers at Ft. Benning, Georgia (Oliver
& Day, Note 18). Each officer was administered a pre- and post-use instrument
measuring: knowledge of relevant information, attitude toward the computer as
a guidance tool; and the understandability, acciracy and usefulness of each
module. A post-use debriefing session was also conducted.

The results of the field trial were extremely encouraging. The users
found the content of the modules tc¢ be interesting, accurate, useful, and
understandable and gave highly favorable ratings to the use of the computer as
a method of transmitting career information. Those officers wno used the
system reported a decreased need for career information and an increased
level of certainty and satisfaction with alternate specialty preference. It
was also found that the style and the humor of the text were considered appro-
priate and enjoyable.

Although no major revisions were indicated by the field trial, several
adasctations and expansions of the system have since been suggested. Designed
Di.uwatily for the use of company grade officers (those who have fewer than
eight years commissioned service), OCIPC could well be adapted for use by
field grade officers, including particularly those wno had used the systen
in their vears as junior officers. Other potential users are chose who are
involved in officer career management (Hadley, Marsh, & Korotkin, YNote 10) .
Alternative entry modules, similar to the CAPTAIN'S INTRODUCTION, would intro-
duce such persoanel to the system. Proposed content expansions include a
module a2ealing with the career planning and decision making necessary upon
severance from military service. Expanded data bases could add information
about military and civilian education and extended longitudinal data relating
alternate specialty designation and other career events to later career paths
(Fields, Notes 7, 8, 9). The system is also capable of administering and
scoring assessment instruments and could be equipped with the capacity to
monitor and store patterns of sSystem use Ior research and re-evaluation.

The Officer Career Information and Platning System currently exists in
the first generation phase of development. Those components which have been
tested in the field work well and are acceptable to the target population,
however adaptations and changes are required. CAREER STRATEGIES requires
additional data and dialogues for full operation. OCIPS has demonstrated
potential for expanded operations; further field testing and subsequent
revision are indicated as the next phase cf development. A cost-benefit
analysis of the svster is in progress.
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ippendix A

Excerpt from SICNON

“h1s moduie introduces the user to the svstem, provides instruction fur using the terminai, nd
asks the iser for identifying data.

THE SYSTEM YOU ARE ABOUT TO SEE IS AN EXPERIMENTAL ONE., THE 'OFFICER CAREER INFORMATION
& PLANNING SYSTEM' IS IN A DFVFLOPMENTAL STAGE AND WILL PROBABLY UNDERCO CONSIDERABLE
MODIFICATION BEFORE IT IS REALY FOR OPERATIONAL USE. WE APPRECIATE YOUR PARTICIPATION
IN EVALUATING THE SYSTEM DURING THIS EXPERIMENTAL TRYOUT.

fALWAYS PRESS THE 'NEW LINE' KEY WHEN YOL ARE READY TO CONTINLE)

. V

P £ “OUR CODE IS Ol. PERHAPS YOU 3ZHOULD IJOT LT DOWN SCMEWHERE SO YOU WON'T FORGET IT.
2LIASE TYPF THE SPECTALTY CODE NUMBER JF YOUR PRIMARY SPECIALTY. (FOR EXAMPLE: 11 FOR

PTRYYT SPECIALTY ODE WUMBERS CAN 3F “OUND ON PAGE 1 OF THE OFFICER CAREER INFORMA-
TIO% AND PLANMING 3YSTEM HANDBOOK, WHICH [S LOCATED NEAR THIS TERMINAL.

-

o

\ 4

SO0, NOW LET'I FIND OUT ABOUT YNUR CIVILIAN EDUCATION. TYPF THE NUMBER WHICH CORRE-
3P0 N39 MUST LISELY WITH THE AMOUNT OF ZOUCATION YOU HAVE.

1. JOCTNRAL DECREE

2. MASTER'S JECREE - -~

3 PROFESSIONAL DRGREE MD, BS, LLB, ©IC.) '

.. YEAR 9R MORE OF POSTGRADLATE EDUCATION

3. ' SLLEGE "RADUATE :

H  TWD R MORE YEARS OF COLLEGE (BUT LESS THAN A BACHELER'S DEGKEE)

. 1IS3 THAN TWO YEARS OF COLLEGE

4. 4I5H SCHOIL GRADUATE tOR LESS)

» -

SK, WOW FOR VOUR UNDERGRADUATE MAJOR. TF YOU D0 NOT HAVE AN UNDERGRADUATE MAJNR, SELECT
4 GENERAL ZATEGORY WHICH YOU FEEL WOULD 3E MOST APPROPRIATE FOR YnU,

A, oUMANITIES ;
2. 3USINESS -
FNGINEER ING
J. THYSICAL 57 IENCES
3HCIAL STITMCES

- see
FCEEY

ERIC

Aruitoxt provided by Eic:




Appendix B ;
Excerpt from FORESIGET

The user has "signed on" to the system, and, given a
description of what the module contains, has opted to explore
FORESIGHT further. The following frames are presented on the
screen: )

PE—

TAR . OGP AT TOESE TNO STATDVENTS 2

1 - 1F YOU XROw ¥C¥ 70 DO IT, YOU CAR GET EXACTLY
T {0 KT OUT CF YOUR APMY CAREZF.

2 « WITYING YOU TPY TC DO CAN PCSSIALY INFLUZNCE
JRAT HATPINS TC YOUP ANMY CAPEEN.

WRAT 1S YCUR IEACTION TO TFESI STATDVENTS?

h - LT TMUL, 2 I£ NOT
. ;IS TRUE, L IS 90T
Z - THTED IS ™M
2 - 30TE ARE X
- |
q
AL 4T SEE 17, YETZP IS TUUT ABSCLUTELY, NUT BCTY 0.K. MAYBE TME WORD "POVRRFUL" MALES IT HARD FOR YOU
EAVE ZLDOETE OF TPUTH. TEAT LZADS TO A COBSITERATION T0 AGREE. EVEN THOUGH TRESE SELIEFS ARL NOT YOURS AT
CF TEE AR oEFS U5 GHICH FLAESISNT NESTS. PRESENT, BEAR IN MIND THAD PORESICHT IS BASED ON TMESE - .
, - -- § - smiErs.
I TIRS APL "t
c LKEPTICAL OR HOT, WOULD YOU LIKE TO LEARN MORE ABOUT
ECL’ AR FAVE A POWERFUYL IEFLUTENCT SN YOUP LORG-TERM "D" FORESIGHT®
Z "E"
-=Y(R! "THOW WEAT YCU <ANT, AND A - IS
-={0L YNOW EGw TEL SYSTIM JONIZ. DPTIONY
—’ - %0
JBAT'S CUR SEACTICR TC TMAT® ’
A STSCNGLY AGREX
P AR
T BCITAS
2 DISAGREX
I g PR T Yot = 3
S ——— e . S
" "
A" or "B" $’TION
"A" OPTION "B" OPTION

- KoL MR VEXT STEF (M JRITING 0 ONOW JHAT POPESICHT

13 AU TIVOLYES BRINGING [NTC FOCUS CEATAIN IDEAS

ANAT CARLER PLANNIG  THESE !TTAS ARE CALLED 3AS:C
3 AR TNEY WAE

? A}

Ixi section

se WING LHCICES IS INEVITABLE  MUST ( t from this se !

- QLN TG WAKE CHOICES, YOU SAVE TC QKW JHAT YCU
T CUALUE,

e MEYFECTED ™IS GAPPEN 70 A CAREER, 4C MATTEN <C#
“AFZFULoT GNE LS ' SURPRISE,

<-3ETALEE W JME i OREDICT THE PUTURE, LNE WUS® OF
WSLE ™ 3E 3UTH FIRM AND TDNTATITE SIMULTANEOUSL{
~MalcH

a3 _IFE ACGAESSES. “EOPLE IHANGE, SCME P TME CHANCES
R RGICTAML | oTAGES

‘Each opticn ig presented in
the order indicated by the user.

O ‘ . ) .
5 19 NP
-

N R . . e
o W -
ht N O




Appendix C

Excerpt from OVERVIEW

The introductory section of OVERVIEW stresses the complexity of

the Army Officer career structure and- encourages users to consult
additional sources of information for details beyond the scope of

|

OVERVIEW. The following excerpt introduces the user to the offlire
charts (included here) and begina the explanation and aiscussion

of the career structure.

AS WE 3AID, THE ARMY OFPICER CAREER STRUCTURE I3 VERY
JOMPLICATED S0 WE WILL TALK ABOUT THIS STRUCTURE,
uik POLYT AT A TIME, WITH TNR HELP OF A -ERIES OF
CHANTS

TACK CRART PRESENTS OFE IDEA, THEN TME NEXT CHAAT ADDS
ANCTERR IDEA.

ALCNG TNE WAY, WE WILL SUMMARIZE OUR [DEAS AND GIVE
SOT EXAMPLES.

AL3Q, AT ™MX 3P TRIS SECTION, WE WILL ANSWER JEVIRAL
<UESTICNS IN MORE CETAIL

R GOAL MERE {3 TC d{ELP YOU CET Oaf 315 PICTURE OF
HOW YGUR CAREER MAY DEVELOP

PLEASE TURN TO CMART /1 OF THEZ JANDBOOK, ON PoGE §

"A" or "C" OPTION

MAJCGR ADAM'S PRCMOTION TO [T JOLONEL “AS RIGHT
AT TME 208Z POR LT COLONELS, SINCE "™ME IOME
oLt POR LT ICLGNELS, MARKED 3Y A STAR, CCMES
AT TYE [ JTH YEAR

READY POR TNE NEXT [DEA?

A {ES

8 OEPENUS OF TR IDEA, SUT PIRE AuAY.

* SUPFOSE MAJOR ADAMS WAS FROMOTED T0 LT. COLONEL AT

OFAY  TOU'RL NOW LOCKING AT QFFICER PROFESSIONAL
CEVELCPMENT (OPD) CHART #1.

“FE LECEND AT THE SCTTOM RIGHT OF THE CRART DXPLALNS
ThE SCALE.

THE IDEA HERE IS SDMPLE. THERR IS A SPAN OF TDGE IN
“HICE &4 TYPICAL OFFICER CAN EXPECT T0 AZACH A CERTALS
SUADE  AND HE MUST REACH THAT GRADE BY A CENTAIN TINE,
I8 ORDEIR TG REMAIN IE SERVICE

HI
1374 YEAR OF COMMISSIONED SERVICE  WAS THE PROMOTICN

A BELOV ™ME 20Nk
3 AT THE ZOMg
C . ABOVE TWE “ene
"B" GPTION

RIGRT. MAJOR ADAM'S PROMOTION TO LT, JOLCHEL
WAS RIGHT AT TME ZONE FGR L. COLONELS, SINCE
TRE IONE POLYT, MARKED BY A STAR, COMES AT THE
i3TH YRAR,

READY POR THE NEXT [DEA?

A YES,
5 LEPEWLS CB ™ME IDEA DBUT PIRE AWAY.

"A" or "B" QPTIOR

"A" or "B" OPTION

\ —

k4]
L J

THLOAPMY 'S SEETS N T¥E

RN I¥ILLY 10U ALREALY

ERIC | B

Aruitoxt provided by Eic:

ASE LOCK AT JPD CHART ¢2, PAGE T, PCR GUR YEXT POINT

“i LaRT NEFRECENTS THE 1WC MAJLR FARTS "0 SVERY
FFPITER'S CAPEEN  TEVEL . mNT
TIiiTeTi0N  NORIZCNTAL TIMERSION.

&g WEM OIS JHEM (LUR AS3ICHMENTS PRIMARPILY 4AVE "NE
Cher IMPRCVING LUUR GKILLZ WML EDUCATTON, ™0 VEET

rTURE

TiginTioh MEANS VEETING NESENT ARMY SEEDS Y DPAWING

uve

TERTICAL C.MENSIIN: AT

CONTINUED
23 ~===0N NEXT PAGE
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Appendix C, continued

OrrICIn #2.

-

LOOKING AT THE CHART, WHNAT CAN WE SA’H
A OPPICER ¢1 DIVILOPED MORE SKILLS TMAS DID

3 OPFICEM #2, OVERALL, PROMBLY CONTRINTED MORE
7C TAE ARMY'S RELDS.

8 QFFICER #1'S CAREIR DMPHASIZED CEVELOPNENT OF
SKILLS, MORE 30 THAN DID TNE CAREER OF OFYICER ¢2.

-

"A" or "C" OPTIOR

ILE VB CANNOT SAY THAT ONE.OFFICER DEVELOPED

, OR TNAT ANOTNER GFPICER CONTRINTED
£, WE CAN SAY THAT ASSICIMENTS MAY STRESS
NETTING PRESERNT ANY YEEDS (GFFICER #2) OR MAY
S2 DESICEED 70 DEVELOP AN OFFPICIR‘S SKILLS POR
LATIR COWTRIBUTIONS (OFFICER #1).

S0TH DCUASES AFT VITAL FOR AN IFFECTIVE ANNY.

"8" OPTIOR

F

RIGHT.

WE CABNOT SAY TWAT CNE OFFICIR DEVELOPDD PURTHER .,
GR TEAT ANOTNER OFPICER CG¥TRISUTED MORE. WE

CAN SAY TMAT ASSICEMENTS MAY STRESS VEITING PRESENT
ANMY NEEDS (OFFICER #2) OR MAY SE JESIGNED TO
DEVEROP AN OFPICER'S SKILLS FCR LATER SONTRINUTIONS

(CFPICRN #1).
BOTI EMPMASES ARE VITAL FOR AR ZFPECTIVE ARMY.

N —

E———

At this point in the wodule, the computer continues on to present
further concepts and illustrations of the career structure, using
the remaining charts in the off-line series.
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.OFFICER PROFESSIONAL DEVELOPMENT CHART NO. 2

This chart is illustrative. It is
recognized that time span for promotion
changes. In an operational system,
time span would be kept current.
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This

\ .
Appendix U

Excerpt from CAPTAINS INTRODUCTIUN

acdule Pprovides the user with an abbreviated version of FORESICHT and OVERVIEW.

LONG

THE OFFICER CAREER INFORMATION AND PLANNING SYSTEM (CCIPS) IS DESIGNED TO HELP YOU WITH
~TERM CAREER PLANNING. IT IS MADE UP OF FIVE SEPARATE MODULES....

-~FORESIGHT. .. .DEALS WITH BASIC CONCEPTS OF CAREER PLANNING
--8ELF ASSESSMENT....HELPS YOU CREATE A PROFILE BASED ON YOUR RATINGS OF
YOUR SKILLS AND VALUES.
--ALTERNATE SPECIALTY....INCLUDES INFORMATION AND DATA ON ALTERNATE SPECIALTIES.
--OVERVIEW. .. .LEALS WITH THE ARMY'S OVERALL PLAN FOR THE PROGRESSION OF AN
OFFICER'S CAREER, INCLUDING THE FACTORS THAT INFLUENCE THE WAY IT DEVELOPS.
--CAREER STRATEGIES....HELPS YOU SET GOALS AND DEVELOP ACTION PLANS FOR

e

ACHIEVING THESE GOALS.

THAT

YOUR

AT THIS POINT IN YOUR ARMY CAREER YOU MAY ALREADY BE ACQUAINTED WITH MANY OF THE CONCEPTS
"ARE PRESENTED IN FORESIGHT AND OVERVIEW.

THEREFNRE WE'D LIKE TO GIVE YOU THE CHOICE TO BEGIN WHERE YOU THINK IS MOST SUITABLE FOR
EXPERIENCE AND INTERESTS. YOU “MAY BEGIN WITH EITHER THE FULL FORESICH™ OR WITH A

TGNRENSED VERSION TRAT HIGHLICHTS THE CONCEPTS AND LEAVES OFF THE EXAMPLES. CHOOSE ONE:

A: I'D LIKE TO START WITH THE FULL FORESIGHT

. 3: oo " " " CONDENSED FORM.

O

SKIP IT. LET'S GO ON TO ALTERNATE SPECTIALTY.

'PTION B

2 BOU

IN SETTING TO KNOW WHAT FORESIGHT IS ABOUT INVOLVES BRINGING INTO FOCUS CERTAIN IDEAS
T CARFER PLANNING. THESE IDEAS ARE CALLED "BASIC CONCEPTS". HERE THEY ARE:

--MAKING CHOICE IS INEVITABLE (MUST)

--IN
-=-UN

--BE

ORDER TO MAKE CHOICES, YOU HAVE TO KNOW WHAT YOU WANT (VALUE)
EXPECTED THINGS HAPPEN TO A CAREER, NO MATTER HOW CAREFULLY ONE PLANS (SURPRISE)

CAUSE NO ONE CAN PREDICT .HE FUTURE, ONE MUST BE ABLE TO BE BOTH FIRM AND TENTATIVE

1
STMLLTANEOUSLY (TENSION)

--a3

WwHIC

LIFE PROGRESSES, PEOPLE CHANGE; SOME OF THE CHANGES ARE PREDICTABLE (STAGE)

H CONCEPT WOLLD YCU LIKE T0O LOOK AT EIRST?

Py
vUST > "Yenstow
vatbE E STACE
SURPRISE

29



Appendix E

Excerpts from Alternate Specialty

This module provides the user with data about the designation of Alternate Specialties in years
pas: and offers suggestions about how to incorporate sucn data {nto one's own planning for expressing

an Alternate Specialty preference.

WHICH OF THE FOLLOWING IS TRUE? ~

AN ALTERNATE SPECIALTY IS A SPECIALTY IN ADDITION TO YOUR P “ARY, DESIGNATED FOR YOUR
PROFESSIONAL DEVELOPMENT AND UTILIZATION.

AN ALTERNATE SPECIALTY IS A SPECIALTY WHICH TAKES THE PLACE OF YOUR PRIMARY AFTER YOUR
FIRST SIX TO EIGHT YEARS IN THE ARMY,

AN ALTERNATE SPECIALTY IS WHAT YOU GET WHEN THE COOK HAS RUN OUT OF PKIMARIES.

OPTION & OPTION 3

¥ \

RIGHT' LIKE A PRIMARY SPECIALTY, AN NOT REALLY. AN ALTERNATE SPECIALTY DOES

ALTERNATE SPEC.ALTY 1S A SEPARATE NOT REPLACE YOUR PRIMARY. IT IS A SEP-

GROUPING OF DUTY POSITIONS HAVING ARATE GROUPING OF DUTY POSITIONS HAVING

SIMILAR SKILL AND JOB REOUIREMENTS. SIMILAR SKILL AND JOB REQUIREMENTS,
OPTION C

4

NO. EITHER YOU HAVE A SENSE OF HUMOR OR YOU DON'T
KNOW VERY MUCH ABOUT ALTERMATE SPECIALTIES,

Of ficer Preferences: How 7any wanted what they got

.

1

|

i
“EXT IS A LIST OF SOME ALTERNATE SPECIALTIES. BESIDE EACH ONE ARE THE PERCENTAGES OF
JFFICERS ENT%RING THAT SPECIALTY WHO LISTED IT AS THEIR FIRST, SECOND, THIRD, FOURTH,

R FIFTH CHO

CE.

/

EXAMPLE, DF THOSE ENTERING ATOMIC ENERGY, 50% HAD LISTZD IT \S THEIR FIRST (HOICE,
AS THEIR SECOND CHOICE, 5% AS THEIR THIRD JHOICE, /% AS THE FOURTH, NONE AS THEIR

FIFTH. AND 13% HAD LISTED IT AS THEIR SIXTH CHOICE OR NOT AT ALL.

i
ALTERNATE SPECIALTY 1 2 3 4 5 Other
Personne! Management 9% 0% 10% A 1% 2%
51 22 5 2 1 a
ATOMIC ENERGY 50 25 5 7 0 3
43 2] 8 5 1 22
27 W

- ST/




‘ Appendix F ¢
Excerpt from SELF ASSESSMENT

The following frames are drawn from values-assessment section
of the SELF ASSESSMENT module. Prior .o viewing this sequence,
. the user has considered the concept of self-assessment as a career
planning tool and has evaluated his or her skills on the basis
- of preference and performance.

I¥ THE "PORESICNT” MODULL [T WAS SAID THAT YOU CAN

SO PAR YU KAYE LOOKED AT YOUR SKILLS —- KAVE A POMTRIUY JUTLUEDCE OF JOUR CAREDR 17

VAT YOV BRJOY DOIBG
VAT YoU DO WELL TCU XBOW NOW TEE STSTIN WOMKS.

iU JTWER SECTIONS fOU HAVE LOOKED AT HOW TME SYSTIM

2V LPT'S LOOK AT WKAT SATTSPACTIONS TOU VANT FRON . .
YOUR CAREER, OR, [N OTMER WOD:, fOUR ANEKR buhiS-—AZD HOM WE'D LIKE TOU TO LOGK AT WUT
» (cu AP,
JALUES.
+
i 5000 VAY OP CONSIDERING VMAT SATISFACTIONS YOU
VANT FROW YOUR CARCIR IS TO DMAGINE TOURSELP IN A

CURRENT O PAST JCB STTUATION ABD TO LOOK AT WHAT
YU LIKED OR DIDN'T LIXE ABOUT THAT POSITION.

LOING THIS KIND 77 NIFLECTION OVER SIVERAL POSSIBLE
1088 GIVES YOU A PICTURE JF WMAT ASPECTS OF A JOB
YOU PADFTR—OR, 1§ OTER WORDS, WRAT YOU VALUE IN
A JCB.

5 G PAGE-—--~0F TNE HANDBOOK 1S A LIST CF VALLES.
EVERY PERSON MAS HIS CR NER OWN SET OF VALUES AKD
YCUR TASK NERE I3 00 IDENTIFY THOSE TNAT ARR MOST
IMPCRTANT TO YOU. SINCE IT IS YOUR CAREER, 42'D
LIKE (U TO COMSIDER TCUR QWN VALUES CAREFULLY
WITECUT BEING INPLUENCED BY WHAT YOU TMINK OTHER
CFPICERS MAY VALUE.

THE /ALUES wILL APPtAR ON ME IOREEN 13 SFTS
SF WINE.  USING THE SOL.OWINC ICALE, RATE EACH
I,

L O VERY IMPORTANT -
2 IF AVERAGE IMPCRTANCE ‘

LEAST MPCRTANT
—————9 CONTINUVED ON NEXT PAGE

Q : 29 3 .
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J/ Appendix F, continued

LEADERSHIP NATISG SCALE.

ASSOCLATES 1. VERY DoRCRTALT

. HELPING OMEDNS 2. CP AVERAGE IMPCRTAKCE
SUPENVISORY RELATIONS___ 1. LEAST DMPORTANT
AVENTURE, AISK, DXCITD@NT

VARIETY

.

SILF - DMPROVIEMENT

ACNIZVDOT
CREATIVITY

1
—

USE oF SKILLS ____ BATING SCALE.

PRESTICE f 1. TERY IMPORTANT

SURROUNDING3 2. OF AVERAGE DMPORTANCE ) L
'

SECURITY 3. LEAST IMFORZANT

LEISURE .

vONEY
PAMILY
* ARLIGION
o .
NERE*S HOW YCUR RATINGS CAME xT.

- MCST IMPORTAMT AY| E 3 AT LEAST IMPCRTAITT
oLAIG U‘lﬁ LEADERSATP JDVENTURE, RISK,
VARISTY ASSOCIATES £XC ITDAENT
STLF- IMPROVENENT  SUPERVISORY RELATICRS SURRCUNDINGS
ACRIEVDMETT PRESTICR LIISUPE
LPEATIVITY Use OF 3XILLS PHYSICAL ACTIV~
vORKY SECURITY T

ranILY
ALLIGION EXAMPLE

*P 10U HAVE A PRINTEN ATTACHID TO YOUR INT, AND IOU
WULS LIVT A CCPY SF THESE LIETS, YOU “AY SET JE 3Y
SRESSING “PRINT LCCAL."

.

‘ T A?ter this rating process, the user is asked to rank thcse values
) designated "most important” in order ‘of relative importance and is
offered suggestions about using thig self-assessment in career planning.

\)‘ ‘3
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Appendix G

Excerpt from CAREER STRATEGIES

The following frames are drawn from the final section of CAREER
STRATEGIES. The user has, at this point in the module, played the
"SCOR" game, examined questions of interest in the Career Strategies
Data Base, revised and set career goals, and is now facing the task
of combining these and.previous sections of CCIPS into an integrated

career Action Plan.

TAKE A ACK AT THIS STORY:

AN ARMY CITICER IDENTIFIES HIS PRIMARY YALUES AND .
SKTLLS: <

TEES LEAAES ADCUT TXE SURPRISES, ~HOICES, OPPORTUBITIES
AND REQUIREMENTS EX WILL PACE 0¥ IS ANMY CARERR;

TERN CLARIPIES SOME CAREER 3JOALS.

AND THEN 3AYS, “THAT YAS YORTEVEILL - I'VE PLANNED
. ”

MMAT'S 4ISSIIG 1N THIS STORY?

A - S0OTEING. LOOKS LIXE 300D CAREIA PLANNING 10 ME.

. 4
3« TS COOD AS AR AS IT OIS - WUT IT IS MISSING THE
PART VEERE TEE FYICTR O NATES T TN PLAJ.

"A"

"B" OPTION

OPTION | -

This sequence appears on the screen.
L2

s

I7T J0KES LOOK LIKE 00D CAREER PLANNING .

AND THE FFICER EA3 PROBABLY INCREASED £I3 “TANCES
PCR A ADWARDING ZAREER.

3UT EVEN THE MEST &AU!AT!AJAYO?SE!G
PONGCTTES IF WL DON'T:

RIOET. OEVELCPING CARKER GCALS, BASED OF KNOWING
ONESELY ANT XNOWING TEE ARMY CAREER SYSTEM, IS CNLY
TER CINING.

M'!MHMAC?IOIM-AMG?MI.W-

STIFS TOR READING IN A SPECIFIC OBKCTIVE.

"ACTION FLABS" NFLP US VCVE FR0M JUST TIIFICNG ABOUT OUR
CARFIR 70 LOTNC SOMETNING ABOUT IT.

"ACTICE PLANS" CAN BT MADE FOR SECRT-TERM GOALS 'LISS

TEAR 5 JEARS) R POR LOWG-TEFN JCALS 'MORE TEAR 5 YEARS).

AICR JOULD YQU GUISS IS MORE USEUL?

A - SIORT-TERM
3 - LOWG=TTMM

WVEAT'S MISSING IS AN ACTION PLAF - A SERIXS OF ZONCRESE
STEPS ™R REACEING A SPECIFIC JASECTIVI.

"ACTION PLARL" SELP U8 MOVE FRCM JUST TEINKING ABCUT
OUR CAAFER TO J0ING SCMETSING ABOUT IT.

"ACTION PLANS" “AN 8T MADE FOR 3NORT-TEMM 30ALS LZSS

TEAR § YEARS) OR FOR LOWG-TERK JuALS (MORE THAR § YZARS!.

WAKICH WQULD YOU FUESS IS ¥CRE USEFUL?

A - SHORT-TEM -
B - [ING-TERM

"A" OPTIONS

31

"B" OPTIONS

CONTINUED CN NEXT PAGE

33
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Appendix G, continued

"A" OPTIONS "B" OPTIONS

RICRT. ACTION PLAES ARR OAEZ "SDFUL POR CEORT-TERN
JALS. “XERZ AME TWO PRCELIME WITE AJTION PLANS 70R
LONG-RARCE JOALS

WEILEZ ACTICY PLANS MIGET 32 KELPYUL FOR REACHING 1OHG-
ARE NG ANYOYING PROBLINS.

i
;
g

‘ < AS OUR “SCOR" 3AME SEOVID, TEIRL ARE SO MANY SURFRISES, -
T T - - A8 OtR CSCOR" MG SIOVED, Tm_n! 30 MANY SUMPNISES, . l “IOICES, AFD S0 PCATE TUAT " o NC-TERN" ACTIOR PLANS ARE
AND ROICES. AND 30 FCRTN, WAT “L03G-TSRN" ACTICH SURZ 70 SECOME ODSCLETE LOBG SEPORE THE CAL IS ATACYD.
FLARS APZ SURE TO BECCME JMSOLITE LCNG JEFORE TEX J0AL a -
IS REACEED, AND
A JLONO-TEW" ACTION LS KULS 3¢ 0 LW ™0 38 IGIAILE « SuDNDa 7 ACKETE STERS IGHT WARE YO0
- NUDRELS =7 CHCNRTE 3TEPS MICET MAKE YOU m XC

YARAGEABLE e 0T JONTE =
PIEE 72'S 30T JCRTE TACWG TER FTRST STEP. TT'S 30T YORTE TAKNG TNE FIRST STEP.

- YOR "TRCRM".
20 BOV 50 740 PTCX A SEGRT. “ERM IGAL %0 VAKE TIIS nswgnrmrmxlwsutmrmm L
"ACTION PLAR" TOF* TERE ARE SOME JAYS - O I GOALS .

o &
(o)
N
.
»

3 - 3 "ACTIY
A~ AT ONE OF OUR - 2 sosgwm:o.twnc:.\-mnmmmmms ACTICE

70U IAVE 10 20 WITHIY TEE YEXT § YEARS TO "EACE IT. :
3 - FICK A QAL U TNOV YOU WUST REACE WITEKIN § YEARS,

p 7L3L. ZERE ARE SOME 7AYS - CROCST ¥R,

A = LOOK AT N CP YOUR LOWG-RABGE JOALS A3D SEE “EAT YOU

‘ SAYZ 7C 20 YITNIY TII YEXT S YEARS 7C ABACE IT.

3 o PICK A J0AL (OU KNOW YOU MUST SEACE <JIZNIN § YEARS,
CR ELSE.

&
i
|

SC 30V 10U SOV TNAT 700D CAREER PLANNIAG MIANS '
- IIATIFTIG VALUE. AND 2LCLLE,

- ECOGNIZING THE SURPRISES, "FCICES, JPPCATUNITIES
- AND AZQUINEMENTS N AN AMMY CARIER,

- FTARIFYING CAREEN GOALS, AR

+ MAICEG ACTICN PLAYS 7OR MEZTIIC TMOSE CAL3

NI WCRT TIXG  GNER 3BCULD fSU MAKE ZOUR ACTIZN TLANS®
- NIGET XKW

SEFENDS B GNAT YAPPENS JfSN T WCNTIUR WY CAAEER

- HEY, I0LD IT A MINUTE - SJMAT'T TNIS CNITCRING
MY CAREZR" 3USITEEZ”

PR 5
[}

v -

r*% Ir “he module, the concept of career ncnitcring is
ta3 %n action planning, and the user i3 offeredMlirectisns
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