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1.0 BACKGROUND 

The primary objective of this initiative is to develop a tool to optimize organizational and 
individual outcomes when matching enlisted personnel (applicants or trainees) to entry-level 
jobs. A core premise of the person-job matching tool is that organizational and individual 
outcomes for the Air Force are optimized by the effective management of job-relevant talent 
pools. Talent pools are effectively managed when the aggregate supply of talent within the 
applicant or accessions population is optimally matched to jobs (or job clusters) to minimize 
over- and under-qualification, within and across jobs. Accordingly, the tool recommends “best” 
job matches, based on the projected payoff(s) from combining the selected inputs (person, job, 
organization) when matching people among qualifying jobs to minimize the over or under supply 
of talent. 
The primary users of the tool are: 

• Recruiters and the enlisted applicants (pre-enlistment) 

• Counselors and the enlisted trainees (post-enlistment, during Basic Military Training 
(BMT) 

The current effort was planned as a two-year (24 month) development effort, organized as 
follows: 

• Year One: Develop and evaluate prototype enlisted person-job matching tool (algorithms 
and software). 

• Year Two: Refine and evaluate the tool with dynamic modeling capability. 

The following principles guided the development of the tool in Year One:  

• The primary purpose of the tool is to identify person-job matches that optimally balance 
multiple and potentially competing objectives (organization, person, and job). 

• The tool should incorporate equifinality into optimization to maximize the number of 
matches (or paths to an optimal or near-optimal match), where feasible. 

• The tool should be sufficiently flexible to handle changes in the (re)weighting of 
objectives, as needed (e.g., by user, by use case). 

• The tool should be sufficiently flexible to handle organization-side, person-side, and job-
side changes over time (e.g., changes in USAF personnel management objectives, 
changes in enlisted jobs or standards, etc.). 

• The tool should be sufficiently flexible to handle cross-Recruiting Squadron (RSC) or 
cross-BMT class differences or temporal changes in guidance over time. 

• The tool’s underlying logic for matching people to jobs is sufficiently transparent and 
interpretable to stakeholders (i.e., what’s going on under the hood is not a complete 
“black box”). 

The primary Year One deliverables are: 
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• A software-enabled tool for optimizing enlisted person-job matches, pre- and post-
enlistment, developed using open source or commercial off-the-shelf technologies (e.g., 
Excel, R). 

• A report summarizing activities for each year. 
The current report summarizes and documents development of the Year One prototype of the 
person-job matching tool.  
 
2.0 OVERVIEW OF PERSON-JOB MATCHING TOOL 

The primary objective of the person-job matching tool is to optimize organizational and 
individual outcomes by recommending the “best” job matches to a person. The person-job 
matching tool identifies the “best” job matches based on the projected payoff(s) from combining 
selected inputs (person, job, organization) when matching a person among qualifying jobs. 
Table 1 summarizes the primary users and corresponding use cases of the tool that informed the 
tool’s development. 
 

Table 1.  Primary Users and Use Cases of Person-Job Matching Tool 

When Who Why How 

Pre-Enlistment Recruiters and enlisted 
applicants  

Career-job 
exploration  

One enlisted 
applicant at a time 

Post-Enlistment Counselors and enlisted 
trainees (in BMT) 

Job classification  One enlisted trainee 
at a time 

 
Figure 1 shows the intended workflow when using the tool. Applicant’s (Trainee’s) information 
includes indicators of cognitive and non-cognitive attributes. The DoD AFQT (Armed Forces 
Qualification Test) is a weighted composite of the Armed Services Vocational Aptitude Battery 
(ASVAB) verbal and math subtests and is used by all U.S. military services for enlistment 
qualification. The USAF MAGE (Mechanical, Administrative, General, and Electronics) 
aptitude composites are used for qualification into USAF training specialties. The AF-WIN (Air 
Force Work Interest Navigator) score is an index of person-job fit based on the congruence 
between a person’s work interests and job characteristics (work environment and tasks). TAPAS 
(Tailored Adaptive Personality Assessment System) scores reflect personality characteristics, 
The CT (Cyber Test) score is an indicator of cyber knowledge.  PULHES (Physical ability; 
Physical condition, Upper extremities, Lower extremities, Hearing, Eyes, and Psychiatric) 
provides a measure of physical ability. 
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Figure 1.  Workflow of Person-Job Matching Tool 

As illustrated in Figure 1, the primary inputs (upper left) are an enlisted personnel’s (applicant’s 
or trainee’s): (a) MAGE/AFQT/ASVAB1 scores; (b) AF-WIN scores; (c) TAPAS scores; (d) 
special test scores (e.g., Cyber Test, CT score), where applicable; and (e) physical profile (i.e., 
PULHES). The primary output (bottom left) is a list of jobs that the person qualifies for, rank-
ordered by a projected payoff score (from highest to lowest), with the applicable Career Field 
and Aptitude Area. The projected payoff score is a function of the scores on the: (a) job priority 
index and (b) person-job match index. 
The prototype person-job matching tool was built in an Excel Workbook. Table 2 summarizes 
the main components (spreadsheets) comprising the prototype tool and their function. Each of 
the components of the tool are described in greater detail in the subsequent section. 
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Table 2.  Summary of the Main Components of the Person-Job Matching Tool and Their 
Function 

Component Function 

Applicant 
(Trainee) 
Score Entry  

Form for entering person’s (applicant’s or trainee’s) qualifying information: (a) 
MAGE/AFQT/ASVAB scores; (b) AF-WIN scores; (c) TAPAS scores; (d) special 
test scores (e.g., Cyber Test, CT), where applicable; and (e) physical profile (i.e., 
PULHES). 

P-J Matches List of jobs that the person qualifies for, rank-ordered by an overall projected payoff 
score (from highest to lowest). The job list is generated from the overall payoff 
scores and corresponding rankings computed in the Projected Payoff spreadsheet. 

Qual 
Standards 

Table with the current qualification standards on aptitude (MAGE/AFQT/ASVAB, 
special tests), non-aptitude (TAPAS), and physical (PULHES) for each entry-level 
job, where applicable. 

Job Eligibility Compares person’s scores (from the Applicant [Trainee] Info Screen) to the current 
qualification standards (from Qual Standards) to determine eligibility to qualify for 
each job (Yes-No). 

Talent 
Profiles 

Table with the talent profiles and estimated validity of each KSAO (predictor) set, 
aptitude and non-aptitude, by job. The talent profiles define the KSAO knowledge, 
skills, ability, and other characteristics) profile of successful accessions in each job. 
The profiles and validity estimates, in combination with the person’s scores on 
corresponding predictor tests (or measures), are used to compute the Person-Job 
Match Index score by job (in the P-J Match Index spreadsheet). 

Job Priority 
Index 

Computes a Job Priority Index score for each job. The Job Priority score reflects the 
relative importance to the Air Force of filling open position(s) to each job. The Job 
Priority score is computed from: (a) production goal; (b) projected qualifying rate; 
(c) technical school length (in days); and (d) technical school difficulty, for each job. 

P-J Match 
Index 

Computes a Person-Job (P-J) Match Index score for each job. The P-J Match score is 
computed from: (a) a congruence score between the person’s scores on a predictor 
set and the corresponding job-specific talent profile (aptitude, non-aptitude) (from 
the Talent Profiles spreadsheet); and (b) the validity coefficient for the same 
predictor set(s) (also, from the Talent Profiles spreadsheet).  

Projected 
Payoff 

Computes the projected payoff score for each job. The Projected Payoff score is 
computed from: (a) the Job Priority score (from the Job Priority Index spreadsheet); 
and (b) the P-J Match score (from the P-J Match Index spreadsheet). 
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3.0 DESCRIPTION OF PERSON-JOB MATCHING TOOL 

3.1 Applicant (Trainee) Score Entry (Primary Input) 
Applicant (Trainee) Score Entry is to enter an applicant’s (or trainee’s) scores on select aptitude 
(e.g., MAGE/AFQT/ASVAB) and non-aptitude (e.g., AF-WIN, TAPAS) tests. Figure 2 shows a 
screenshot of the Applicant (Trainee) Score Entry spreadsheet. 

 
Figure 2.  Screenshot of Applicant (Trainee) Score Entry Spreadsheet 

The scores entered on the form automatically populate the Job Eligibility and P-J Match Index 
spreadsheets. Additional information on how different spreadsheets use the inputted scores from 
the Applicant (Trainee) Score Entry is presented in their respective sections. 
 
3.2 P-J (Person-Job) Matches (Primary Output) 
P-J Matches is the primary output screen. Figure 3 shows a screenshot of the P-J Matches 
output. As shown in Figure 3, the output screen lists the jobs that the person qualifies for, rank-
ordered by the overall projected payoff score (from highest to lowest). The job list is generated 
from the overall projected payoff scores and corresponding rankings computed in the Projected 
Payoff spreadsheet. The P-J Matches output also displays the Career Group and Aptitude Area, 
in addition to the Air Force Specialty Code (AFSC) and job title.2 
                                                 
2 The Air Force may want to consider introducing a Guaranteed Career Group (GCG) as an enlistment option. Doing 
so carries the potential to increase flexibility when matching people to jobs, thereby, improving optimization, in the 
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Figure 3.  Screenshot of P-J Matches Output Spreadsheet 

3.3 Qual (Qualification) Standards 
Qual Standards is a table listing the current operational aptitude (e.g., MAGE/AFQT/ASVAB, 
special tests) and non-aptitude (e.g., TAPAS, PULHES) standards for each entry-level job, 
where applicable. Figure 4 shows a screenshot of the Qual Standards spreadsheet. The Air Force 
Enlisted Classification Directory (AECD) is the primary source for this information. 
 

 
Figure 4.  Screenshot of Qual Standards Spreadsheet  

                                                 
aggregate, when other practical constraints need to be considered (e.g., training seat availability). The Specialized 
Career Fields (SCFs) concept, previously proposed by the Air Force, represents another potential enlistment option 
that would accomplish the same objective. 
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3.4 Job Eligibility 
Job Eligibility determines the person’s eligibility to qualify for each entry-level job. Figure 5 
shows a screenshot of the Job Eligibility sheet. 

Figure 5.  Screenshot of Job Eligibility Spreadsheet 
 
As shown in Figure 5, the person’s aptitude and non-aptitude scores, as inputted in the Applicant 
(Trainee) Score Entry spreadsheet, are displayed near the top of the spreadsheet. All possible 
eligibility requirements and organized by set, aptitude and non-aptitude, are captured underneath 
the person’s scores.3 The person’s scores are compared to the current, operational standards 
(from the Qual Standards sheet) to determine their eligibility to qualify for each job, as follows: 
 

(1) First, the person’s score (from the Applicant (Trainee) Score Entry sheet) is compared to 
the corresponding standard (from the Qual Standards sheet) for each eligibility 
requirement (e.g., MAGE, special tests, PULHES). Requirements not used to qualify 
people to jobs are set to “NA” (not applicable). Requirements where the person’s score is 
greater than or equal to the operational standard (person’s score x >= standard A) are set 
to “TRUE,” while cases where the person’s score is less than the standard (person’s score 
x < standard A) are set to “FALSE.” Figure 6 shows the previous screenshot with the 
individual requirements and corresponding eligibility determination by job, highlighted 
(True/False/or NA). 

 

                                                 
3 The Year One prototype focused on aptitude and physical requirements, only. The refined Year Two version will 
extend the requirements to non-aptitude (e.g., TAPAS), where applicable. 
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Figure 6.  Screenshot of Job Eligibility Spreadsheet, Highlighting the Individual 
Requirements 

(2) Second, a person’s eligibility to qualify on the applicable requirements within a set is 
then aggregated to determine overall eligibility on the set. If the person meets all 
applicable requirements for the set, then the qualification screen is set to “Yes” (Y). If the 
person does not meet all applicable requirements, then the qualification screen is set to 
“No” (N). The qualification screen is set to “NA” (not applicable) if none of the 
requirements within a set apply. Figure 7 shows the previous screenshot, highlighting the 
requirement set screens and corresponding eligibility determination on each by job (Y/N 
or NA). 

 

 
Figure 7.  Screenshot of Job Eligibility Spreadsheet, Highlighting the Requirement Set Screen 
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(3) Finally, the person’s eligibility to qualify is aggregated across all applicable requirement 
sets to determine their overall qualification for each job. Consistent with the previous 
step, the overall qualification screen is set to “Yes” (Y) if the person meets all applicable 
requirements. The overall qualification screen is set to “No” (N) if the person does not 
meet all applicable requirements. Requirement that are “NA” (not applicable) do not 
factor into determining overall qualification for a job. Figure 8 shows the previous 
screenshot, highlighting the overall qualification screen and corresponding eligibility 
determination by job (Y/N or NA).  

 

 
Figure 8.  Screenshot of Job Eligibility Spreadsheet, Highlighting the Overall Qualification 
Screen 

3.5 Talent Profiles 
Talent Profiles is a table listing the knowledge, skill, abilities, and other characteristics (KSAOs) 
profiles of successful accessions and the estimated validity of each KSAO (predictor) set, 
aptitude and non-aptitude, by job. The profiles and validity estimates, in combination with the 
person’s scores on corresponding predictor tests (or measures), are used to compute the Person-
Job Match Index (in the P-J Match Index sheet). Figure 9 presents a screenshot of the Talent 
Profiles sheet. 

Conceptually, the profiles describe the talent pools successful in each job on selected KSAOs 
(predictors), in the aggregate. A core premise of the person-job matching tool is that 
organizational and individual outcomes for the Air Force are optimized by the effective 
management of job-specific talent pools. Talent pools are effectively managed when the 
aggregate supply of talent within the applicant or accessions population are matched to jobs to 
minimize over- and under-qualification, within and across jobs. Operationally, the talent profiles 
consist of the mean scores (and corresponding standard deviations) on select KSAO (predictor) 
sets of accessions successful in a job, like so,  
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Talent Profile = [M/SDA1, M/SDA2, ….M/SDAi] + [M/SDB1, M/SDB2, ….M/SDBi] + [M/SDX1, M/SDX2, ….M/SDXi] 

 

 
 

 
Figure 9.  Screenshot of Talent Profiles Spreadsheet 

Talent profiles can be specified in multiple ways. First, the profiles can be keyed to one or more 
criteria (e.g., technical training performance, first-term performance, continuance-attrition 
behavior). Second, different thresholds for defining success on one or more selected criteria can 
be specified (e.g., graduation from AFSC-awarding course, graduation from technical training 
pipeline, AFSC-qualifying and awarding courses, without an academic washback or washout). 
Third, the profiles can be estimated rationally or empirically or a combination of the two, 
depending on the data accessible.4 The talent profiles constructed for the prototype were keyed 
to a single criterion, graduation from the AFSC-awarding course, and estimated, empirically, on 
trainees who graduated from the course. 
 
The corresponding validity coefficients are expected to match the specifications for defining the 
talent profiles. Like the profiles, the validity coefficients can be estimated rationally or 
empirically or by a combination of the two, depending on the available data.5 Validity coefficient 
estimates are population-level estimates (i.e., corrected for multivariate range restriction on the 
predictors, at a minimum). The validity coefficients for the prototype were keyed to the same 
criterion as the talent profiles, graduation from the AFSC-awarding course (where 1 = graduated 
from course, 0 = washed out for academic reasons). The coefficients were estimated, 
                                                 
4 An example of a combined rational-empirical estimation method is mean-based job component validity (JCV) (cf., 
Steel et al., 2006). 
5 See coefficient-based JCV or a comparable synthetic validity method for examples of the latter (cf., Johnson et al., 
2010; Peterson et al., 2001; Steel et al., 2009). 

KSAO (Predictor) 
Set A 

KSAO (Predictor) 
Set B 

KSAO (Predictor) 
Set X 
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empirically, and corrected for multivariate range restriction in scores on the predictors, AFQT 
and MAGE composite scores, for illustrative purposes.6 
 
3.6 Job Priority Index 
Job Priority Index computes a Job Priority Index score for each job. Conceptually, the Job 
Priority Index score reflects the relative importance to the Air Force of filling open position(s) 
for each job. Figure 10 presents a screenshot of the Job Priority Index sheet. 

  
Figure 10.  Screenshot of Job Priority Index Spreadsheet 

As shown in Figure 10, for each job the Job Priority score is computed from: (a) production goal 
(adjusted for the observed or projected technical school washout rate); (b) projected qualifying 
rate; (c) technical school length (in days); and (d) technical school difficulty. 

  

                                                 
6 Validity coefficients were multiple Rs, estimated from an optimally-weighted regression of AFQT and MAGE 
composite scores on academic washout status from the AFSC-awarding course and corrected for multivariate range 
restriction in AFQT/MAGE scores to an enlisted accessions population (Lawley, 1943). 
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Table 3.  Description of the Factors Comprising the Job Priority Index Score  

Factor Description 
Production Goal Targeted number of open positions to fill for each job to meet mission, adjusted for 

the projected (or observed) washout rate from the technical school pipeline, AFSC-
qualifying and awarding course(s): 

n of open positions to fill for jobi +  
n of trainees projected to washout from technical school pipeline for jobi 

The targeted number of open positions to fill could be for the year, quarter, or 
monthly. Similarly, the target could be for the Air Force overall or by Recruiting 
Squadron. The technical school washout rate could be a projection (forecast) or 
based on the rate(s) observed in past data. The Production Goals by job shown in 
the prototype are for the year and the Air Force, overall. The goals by job are 
notional and assume an Air Force-wide, overall recruiting goal of 30,000 enlisted 
accessions. 

Projected 
Qualifying Rate 

Percentage (%) of enlisted applicants (or accessions) projected to qualify for each 
job, based on current operational standards (aptitude and non-aptitude): 

n of enlisted applicants (or accessions) qualified for jobi /  
N of enlisted applicants (or accessions), total 

The projected qualifying rate is a measure of the difficulty of filling open positions 
to the job. The projected qualifying rate could be based on the rates observed in past 
data, or, a forecast of the enlisted applicant (or accession) population. Like the 
Production Goal (above), the projected rate could be for the year, quarter, or 
monthly. Similarly, the projected rate could be for the Air Force overall or by 
Recruiting Squadron. The latter reflects a refined projected rate based on the 
enlisted applicant pool serviced by the Recruiting Squadron. The projected 
qualifying rates by job shown in the prototype are for the year and the Air Force, 
overall. The rates reflect observed rates, computed from past data on enlisted 
accessions. 

Technical 
School Pipeline 
Length (in Days) 

Length of technical school pipeline for each job, AFSC-qualifying and awarding 
course(s), in days: 

n of days of programmed instruction in technical school for jobi 

Technical school pipeline length is intended to be a measure of the resource costs of 
the training, where the longer the technical training pipeline, the greater the 
resource costs to the Air Force. 

Technical 
School 
Difficulty 

Technical school difficulty is measured by the mean (average) AFQT score of 
trainees that graduated from the AFSC-awarding course for each job: 

MAFQT score of trainees who graduated from  
AFSC-awarding course for jobi 

The mean AFQT scores by job reflected in the prototype were computed from past 
data on enlisted accessions. 
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Specifically, the Job Priority score for each job is computed as follows: 

(1) First, the specified values on the above four factors are re-scaled to a 0-100 metric, where 
values closer to 100 reflect greater importance to the Air Force.7 

(2) Next, the Job Priority score is computed as a weighted average of the re-scaled values on 
the above four factors for each job, like so: 

[(w1*Prod GoalJobi) + (w2*Qual RateJobi) + (w3*Train LgthJobi) + (w4*Train DiffJobi)] / 100 

where wx represents the weight assigned to each factor. The weight assigned to each 
factor is specified near the top of the sheet, as highlighted in Figure 11. The assigned 
weights are fixed for all jobs. The only constraint is that the weights must total to 100. 
Accordingly, the resulting Job Priority score is scaled on a 0-100 metric and reflects the 
relative importance to the Air Force of filling open positions to the job. 

  
Figure 11.  Screenshot of Job Priority Index Spreadsheet, Highlighting Where the Weights 
are Specified for Computing the Job Priority Score 

 

                                                 
7 Note, on the Projected Qualifying Rate, the inverse of the specified rate is re-scaled to a 0-100 metric. This way 
jobs with lower rates are assigned greater importance on the re-scaled metric. 
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3.7 P-J Match Index 
P-J Match Index computes a Person-Job (P-J) Match Index score for each job. Conceptually, the 
P-J Match Index score reflects the fit from matching the person to the KSAO profile of the talent 
pool successful in each job. Figure 12 shows a screenshot of the P-J Match Index sheet. 

 

 
Figure 12.  Screenshot of P-J Match Index Spreadsheet 

 
The P-J Match score is computed from: (a) congruence score(s) between the person’s scores on a 
predictor test(s) (or measure) and the corresponding KSAO profile(s) of job-specific talent pools 
(aptitude, non-aptitude) (from the Talent Profiles spreadsheet); and (b) the corresponding 
validity coefficient(s) for the same predictor test(s) (also, from the Talent Profiles spreadsheet). 
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Specifically, the P-J Match score for each job is computed as follows: 

(1) First, the pairwise absolute standardized score differences (Cohen’s d) are computed 
between the person’s score(s) on a predictor test (or measure) and the corresponding 
KSAO profile for the predictor set for each job, like so, 

|D|(Score X-KSAO Profile) for jobi = |(ScoreX - MKSAO Profile)| / SDKSAO Profile 

(2) Second, the average absolute standardized differences for the predictor set is computed: 
Average |D| for jobi = ∑[D(Score X-KSAO Profile)] / n of ScoreX in Predictor Set 

The resulting average absolute standardized difference(s) represent preliminary 
congruence score(s) between the person’s score profile and the corresponding KSAO 
profile of the talent pool for each job, scaled in standard deviation units, where higher 
scores indicate less fit with the job’s KSAO profile. 

(3) Third, the preliminary congruence score(s) by job from the previous step are re-scaled, 
so, that higher scores now indicate greater fit with the job’s KSAO talent profile and are 
then weighted by the corresponding validity coefficient. Preliminary congruence scores 
greater than or equal to 2 (the person’s score profile differs 2 SDs or greater, on average, 
from the KSAO profile) are set to 0. 

Congruence Score = 0, if Average |D| for jobi >= 2,  
else [(2 - Average |D| for jobi) / 2] * r for jobi 

(4) Fourth, the final congruence scores from the previous step are re-scaled to a 0-100 metric, 
to be consistent with the Job Priority Index. The resulting P-J Match scores indicate the 
person’s fit with the KSAO talent profile for each job, where higher scores mean greater 
fit with the job’s talent profile. 

 
 
3.8 Projected Payoff 
Projected Payoff computes the projected payoff score for each job the person qualifies for and 
then ranks the jobs from highest to lowest on the payoff score. Figure 13 presents a screenshot of 
the Projected Payoff sheet. As shown in Figure 13, the Projected Payoff sheet lists the jobs and 
the person’s corresponding qualification status (Y/N) (from the Job Eligibility sheet), Job 
Priority Index score, and the P-J Match Index score, for each job. 
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Figure 13.  Screenshot of Projected Payoff Spreadsheet 
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The Projected Payoff score is computed from: (a) the Job Priority score (from the Job Priority 
Index sheet); and (b) the P-J Match score (from the P-J Match Index sheet). Specifically, the 
projected payoff score is set to 0 if the person does not qualify for the job, as determined on the 
Job Eligibility sheet. On the jobs that a person qualifies for, the projected payoff score is the 
weighted average of the Job Priority and P-J Match scores. In sum,  
 

Projected Payoff = 0, if Qualified (Y/N) = “No,” 
else [(w1 * Job Priority IndexJobi) + (w2 * P-J Match IndexJobi)] / 100 

 
where wx represents the weight assigned to each constituent score. The weight assigned to each 
constituent score is specified near the top of the sheet, as highlighted in Figure 14. Consistent 
with the Job Priority Index, the assigned weights are fixed for all jobs. The only constraint is that 
the weights must total to 100.  
 

 
Figure 14.  Screenshot of Projected Payoff Spreadsheet, Highlighting Where the Weights are 
Specified for Computing the Projected Payoff Score 

The jobs are ranked from 1 to k, based on their projected payoff score, from highest to lowest. 
The resulting ranking of jobs is displayed in the P-J Matches sheet (Figure 3), accordingly. 
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4.0 PLANS FOR YEAR 2 

The current effort was planned as a two-year (24 month) development effort. The primary 
objective of Year One was to develop and evaluate a prototype enlisted person-job matching tool 
(algorithms and software). The primary objective of Year Two is to refine the tool and build-in 
selected dynamic modeling feature(s). 
 
Specifically, Year Two will consist of the proposed activities: 

(1) Update the Job Priority and Person-Job Match indices with more recent and complete 
data, to include non-aptitude requirements, where feasible (e.g., TAPAS, AF-WIN). 
Refine and extend the corresponding algorithms on the Job Priority and Person-Job 
Match indices, accordingly. 

(2) Build in and test an applicant supply feature that factors in estimates of the proportion (or 
number) of applicants with a comparable talent profile to the applicant (or trainee) into 
the projected payoff algorithm and recommended person-job matches. 

(3) Build in and test selected dynamic modeling feature(s), specifically, features that 
incorporate time varying or other dynamic macro-level factors (e.g., changes to 
Production Goals from enlistment contracts activity, changes in applicant supply 
projections). 
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