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OPNAV | NSTRUCTI ON 1131.1

From Chief of Naval Operations (N2)

Subj: RESTRI CTED LI NE DI RECT APPO NTMENT PROGRAM FOR | NACTI VE
DUTY SPECI AL DUTY OFFI CER (| NTELLI GENCE 1635)

Ref: (a) OPNAVI NST 1120.3
(b) COVNAVRESCRUI TCOM NST 1131. 1A
(c) SECNAVI NST 5510. 30A

Encl: (1) Oficer in Charge Guide to Preparation of Direct
Comm ssi on Packages

1. Purpose. To establish guidance and procedures for the
adm ni stration of the Naval Reserve Special Duty Intelligence
Oficer (1635 - inactive) direct appointment program

2. Cancel | ati on. COWNAVRESI NTCOM NST 1131. 3D.

3. Background

a. Requirenent. Naval Reserve Special Duty Intelligence
billets (1635) should be primarily filled by 163X officers
rel eased fromactive duty or by other warfare officers with
active duty experience who can qualify for the 1635 desi gnator.
Because these resources are often inadequate, procurenent of 1635
of fi cers has been authorized through direct appointnent of
qualified enlisted reserves and civilians. References (a) and
(b) provide gui dance.

b. Current Procedures. References (a) and (b) establish
policy and basic procedures for the current 1635 (inactive)
di rect appointnent program This instruction anplifies
references (a) and (b), and establishes procedures for Chief of
Naval QOperations (N2R) managenent. CNO N2R s numiling address is:
Chi ef of Naval Operations (N2R), National Maritime Intelligence
Center, Room 3A104, 4251 Suitland Road, Washington DC 20395-
5720.

4. Pol i ci es

a. General. Navy officer recruitnent policies for reserves
are issued in reference (b). 1In case of conflict between this
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instruction and instructions of higher authority, guidance should
be obtained fromthe CNO N2 Techni cal Manager (CNO N2R), or the
Intelligence Community Manager (CNO N2M .

b. Recruiting Goals. This programspecifically targets
i ndi vi dual s who can nake an inmediate contribution to the Navy,
and with proper intelligence training, be conpetitive with their
peer group. Accordingly, each Reserve Intelligence Area
Commander (RIAC) will maintain an all-source officer recruiting
program pl aci ng the hi ghest enphasis on nom nating quality
candi dat es capable of imediate assimlation into the Naval
Reserve Intelligence Program (NRIP)

c. Applicant Processing. Primary responsibility for
processing applications rests with the Commander, Naval Reserve
Recruiting Conmand ( COVNAVRESCRU TCOV), and the Recruiting Area
(NAVCRUI T Area). The recruiting area will refer an applicant to
the local Oficer in Charge (OC) for a Top Secret/Sensitive
Conpartnented Information (TS/SCl) suitability check, OC
interview, and a RI AC apprai sal board. The Reserve Intelligence
Area (RRA) OCw il forward a witten recomrendati on of each
applicant to the local Naval Reserve Oficer Recruiter for
further information and processing. Although final authority and
routing of all packages rests with COMNAVRESCRU TCOM RIA letters
of recommendation will clearly indicate whether Direct Comm ssion
(DI RCOM) packages neet objectives and/or comunity conpetitive
gui delines as determ ned collectively by the OC and RI AC
apprai sal boards. G ven the conpetitive nature of the process
and the | arge nunber of DI RCOM packages received in any given
year, packages receiving an unfavorable RI A endorsenment wll be
consi dered non-conpetitive and shall be renoved from further
consi der ati on.

d. Standards of Evaluation. The RIA will screen applicants
t horoughly to ensure only top quality applicants are forwarded to
t he Professional Screening Board assenbel ed by CNO N2R.
Applicants with the highest probability of selection will possess
intelligence-related skills or aptitudes which are of imediate
value to the NRIP. The follow ng guidelines should be taken into
consi derati on when screening candidates. |If the candidate is
determ ned to be conpetitive at the national |evel, these
qual i fications should be addressed in the O C endorsenment of the
candi dat e:

(1) Qualifications. Al qualifications set forth in
references (a) through (c).
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(2) Leadership and Pronotion Potential. Denonstrated
record of |eadership, nmanagenment, or supervisory experience in
civilian and/or mlitary organi zations.

(3) Educational Background. In addition to the required
degree, educational background, or enploynment in nmath, physics,
oceanogr aphy, engineering, chem stry, conputer science, or other
related technical fields. Education and experience in Business
Managenent, International Relations, Political Science, Foreign
Area Studies, Naval/Mlitary History and related fields are
hi ghly desirable.

(4) Foreign Language Skill. Possessing certifiable
| anguage skills in one or nore critical |anguages is considered
an attribute.

(5) TS/SCl Suitability Check. Exenplary character
wi t hout history of financial irresponsibility, drug or al cohol
abuse, a record of felonies or msdeneanors, or erratic work
history. Applicants with a recent or frequent history of the
aforenentioned traits, or irresponsibility are not in keeping
with Navy Core values and will be renoved from further
consideration. Persons wth close contact with foreign nationals
nmust be carefully screened to ensure their SCl eligibility.
Personnel with dual citizenship will not be considered.

(6) Age Limt. Per reference (b), applicants nust be 34
years of age or less at the tinme of comm ssioning. 1In
exceptional circunstances, applicants 35 years of age and over
with prior mlitary service nay be considered for an age wai ver
per reference (b).

(7) Physical Fitness. O Cs should coordinate with | ocal
recruiters to ensure applicants neet established height and
wei ght or body fat standards. |If a candidate is not within
standard height/weight limts, ensure that the O C endorsenent
contai ns docunentation indicating the candi date has been neasured
and conplies with body fat standards (if applicable). Applicants
not neeting physical standards will be disqualified based on
objective criteria and renoved from further consideration.

(8) Prior Intelligence Background. Prior mlitary or
current civilian enploynent in an intelligence,
intelligence-rel ated, or defense-oriented organi zation is
consi dered an asset.
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(9) Retention Considerations. Applicants should exhibit
a tangi ble record of perseverance and achi evenent, indicating a
hi gh probability of long-termcommtnent to the Naval Reserve.
Candi dates should be willing to commit the tine and effort
required to succeed as a 1635 officer.

e. Recruiting of Hgh Visibility or Essential Governnent
Enpl oyees. Certain civilians may not be subject to nobilization
due to their civilian occupations. Reference (a) provides
gui dance on recruiting personnel who hold a | ocal, state or
national elected or appointed political position, and who nust
recei ve approval of the Secretary of the Navy prior to
comm ssioning. CNO N2R nust be notified as soon as processing of
such a candidate is initiated. Persons classified as essenti al
gover nment enpl oyees who cannot be nobilized will not be
consi der ed.

f. Recruiting of Menbers of Other Services. Enlisted
menbers of other reserve conponents on inactive duty may
be recruited, provided they have obtai ned conti ngent
rel ease authorization fromtheir current reserve organization.
No person on active duty will be recruited for this program

g. Recruiting Basic Reserve Intelligence Training — Enlisted

(BRIT-E) candidates. Although enlisted intelligence
professionals are a rich resource fromwhich to harvest future
1635 officers, students in BRI T-E who neet DI RCOM requirenents
cannot apply until after graduating from BRI T-E.

h. Privacy. The Privacy Act requirenments for this program
are set forth in reference (b) and will be carefully observed.

i. Safeguarding of Docunents and Personal Data. Direct
commi ssi on application docunents may contain sensitive
i nformati on and nust be handl ed per policies set forth in
reference (b). O Cs will provide |ocked storage for all files
and docunents relative to applicants. These files and docunents
shoul d al so be doubl e-w apped before mailing or hand-carried.
The information in these records will be disclosed only to
per sonnel who have a valid requirenent for evaluating the
applicant's eligibility for a commssion. Third party
information will not be disclosed to the applicant. Copies of
third party information shall be destroyed by CNO N2R after
conpl eti on of each sel ection board.
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5. Forwarding a DI RCOM Package. Forward DI RCOM packages per
reference (b). Enclosure (1) provides a checklist for OCs to
ensure conpl eteness of the applicant’s package. QO Cs will ensure
packages contain the follow ng:

a. OC letter of endorsenent to the recruiter with a
statenent addressing the candidate’s suitability (for both
obj ective and conmunity criteria).

b. Typed RI A Appraisal Sheets which were conpleted by a RIA
board conprised of three 1635 senior officers (CDR/ CAPT).

6. Board Procedures

a. Overview The DI RCOM sel ection process is based on a
hi ghly conpetitive review that eval uates candi dates based on the
“whol e person” concept wi th considerabl e enphasis placed on well -
rounded, notivated individuals with proven or potenti al
| eadership ability, analytical skills, and a proven record of
success. CNO N2R convenes Prof essional Screeni ng Boards
consisting of a mx of at least five 1635 and 1637 officers. CNO
N2R wi || sel ect board nenbers and conduct the board per the
st andards adopted by Navy Sel ection Boards. At the conclusion of
the board, a report is prepared sunmari zing the board' s
recomendati ons and signed by CNO N2R.  This sumrari zation wll
be forwarded to COVNAVRESCRU TCOM for final selection. The
results will be forwarded to O Cs when approved by
COVNAVRESCRUI TCOM

b. DI RCOM quotas. The authorized nunber of annual DI RCOM
guotas is based on the COWAVRESFOR 1635 officer accession plan.
The quota for each board initially is determ ned by dividing the
annual quota by the nunber of CNO N2R boards convened per year.
This nunber is reviewed periodically, and can be revised up or
down based on changi ng accession needs. Each board wll be
advi sed regardi ng the nunber of candi dates that can be sel ected
for that particular board. The board is authorized to sel ect
fewer candidates if sufficient nunbers of conpetitive candi dates
are not available. D scretionary authority on these matters is
left to the board.

C. Voting Sel ecti on Resubm ssion. The CNO N2R Pr of essi onal
Screening Board is charged with maintaining the integrity and
i ndependence of the board, and fostering careful consideration,
w thout prejudice or partiality, of all eligible candi dates.
Upon notification of board nmenbership, nmenbers will not disclose
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their nmenbership or participation in the CNO N2R Screeni ng Board
to personnel outside their imrediate chain of command. Board
menbers w ||l base their recommendations on the material in each
candi date’s record, and information provided to the board.
Voting w il be conducted per standard Navy Sel ecti on Boards
procedures. The results of each board will be grouped as
fol |l ows:

(1) Select — for candidates neeting the nost conpetitive
selection criteria. These candidates will be forwarded to
COVWNAVRESCRUI TCOM with a recommendati on for a 1635 conmi ssi on.

(2) Non-Select — for candi dates not neeting conpetitive
selection criteria. These candidates will be renoved from
further consideration for a mninmum period of 1 year. Candi dates
wi shing to reapply nust have the support of the recruiter, show
significant change in their package, and nust repeat the O C
interview and RI A appraisal board.

(3) Hold — for candi dates neeting conpetitive sel ection
criteria, but not receiving a recomendation for conm ssion due
to limted quotas. These candidates will automatically be
considered at the next CNO N2R Board.

(4) Resubmt — for packages that raised questions or
precluded a final vote due to insufficient information. The
package will be returned to COMNAVRESCRU TCOM and may be
resubm tted and boarded when all requirenents have been net.

d. Rejection. The Naval Reserve O ficer Recruiter may
reject applicants at various stages of the process. Applicants
failing to nmeet requirenents established in references (a)
through (c) will be so advised by the Naval Reserve Oficer
Recruiter and their process term nated. The Naval Reserve
Oficer Recruiter may also term nate the process if applicants
recei ve an unfavorabl e endorsenent by the OC

e. Not Physically Qualified (NPQ Status. Applicants who
were rejected due to a tenporary physical condition may reapply
when all physical requirenments have been net.

f. Inquiries and Recommendati ons on Behal f of Applicant.
Answers to inquiries received on behalf of applicants from public
officials, or other menbers of the comunity, should be
forthright and tactful, maintaining both the integrity of the




OPNAVI NST 1131.1
27 Jan 2003

Di rect Appoi ntnent Program and good community relations. The

| ocal Naval Reserve O ficer Recruiter will handle inquiries of

all applications. Freedomof Information Act requests with
respect to docunments held by the O C nust be acted upon by the
host activity. O Cs should obtain guidance from CNO N2R and
COWNAVCRUI TCOM prior to advising the host air activity Commandi ng
O ficer on a course of action.

g. Continuation in the NRIP Continuation in the
intelligence programis contingent upon satisfactory conpletion
of all BRIT training requirenents. Any officer failing to
conplete all Basic Training requirenents will be adm nistratively
removed fromthe program

7. Responsibilities. The Chief of Naval Operations N2M N2R
and COWAVRESFOR wi || enploy the follow ng division of
responsibilities.

a. Deputy Director of Naval Intelligence for Reserve Affairs
CNO N2R:

(1) Consult with Intelligence Community Managenment (CNO
N2V, COWNAVRESCRU TCOM and the Department of Navy Central
Adj udi cation Facility (DONCAF) for procedural and policy issues
that may inpact the DI RCOM process.

(2) Draft and issue an annual DI RCOM screeni ng board
schedule. This schedule will list which RIAs are responsible to
provi de board nenbers, briefers, and adm nistrative support for
t he boards.

(3) Develop and i ssue DI RCOM precepts and gui del i nes for
DI RCOM board nenbers. Advise each board regardi ng the maxi num
nunber of selections that can be made.

(4) Convene and conduct a professional screening board
consi sting of 1635 and 1637 officers.

(5) Forward the board’s sel ection recomendations to
COVWNAVRESCRUI TCOM

(6) Issue final results upon authorization of
COVNAVRESCRUI TCOM
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(7) Coordinate with COWAVRESFOR (N2) regardi ng DI RCOM
accession requirenments. Adjust the nunber of DI RCOM accessi ons
as necessary during the fiscal year.

(8) Provide a voting nmenber and recorder for the
pr of essi onal screeni ng board.

b. Reserve Intelligence Area Conmander:

(1) Responsible for nmaintaining an active officer
recruiting and direct appointnent prograns.

(2) Establish a procedure for referring highly qualified
candi dates to the Naval Reserve O ficer Recruiter, ensuring the
quality and objectivity of applicant recomendati ons.

(3) Designate officers to serve on direct appoi ntnent
screeni ng boards. Ensure such officers are properly trained and
qual ifi ed.

(4) Ensure also all concerned are famliar with the
contents of references (a) through (c) and understand the
i nportance of recruiting qualified candidates.

c. AC

(1) Manage officer recruiting and the direct appointnents
program wi thin the area.

(2) Initiate a Single Scope Background | nvestigation
(SSBI') only upon notification by CNO N2R of the applicant's
tentative selection. Final selection is conditional upon
sati sfactory adjudication of the SSBI

(3) Maintain liaison with CNO N2R and the | ocal Nava
Reserve O ficer Recruiter concerning procedures and progress of
appl i cations.

(4) Interview applicants referred by the Naval Reserve
O ficer Recruiter and conplete an O C Guide for Preparation of
DI RCOM Packages, (see enclosure (1)).
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(5) Forward a letter of recommendation to the Naval
Reserve O ficer Recruiter with a statenent indicating whether or
not the candidate neets all objectives and community criteria.

(6) Forwards O C endorsenent and typed RI A Appraisa
Sheets to Naval Reserve O ficer Recruiter.

(7) Determ nes probable eligibility of applicant for SSBI
based on reference (c).

(8) Upon notification by CNO N2R, finalize preparation of
t he SSBI package for applicants conditionally selected for
appoi ntment and submt the package to the Defense Security
Servi ce (DSS)

d. COWAVRESCRU TCOM Naval Reserve O ficer Recruiter
(1) Recruit and follows-up on referrals.

(2) Process prelimnary questionnaires, application
packages, and screen applicants for drug invol venent and
sel ection conpetitiveness. On questionable cases, consult the
O C for specific or potential background investigation problens.

(3) Schedul e physicals, check enployer and mlitary
references and records, conduct police records check, and coll ect
col |l ege transcripts.

(4) Performa quality assurance check of packages prior
to subm ssion to CNO N2R.

(5) Upon receipt of conmm ssioning docunents from
NAVPERSCOM swear the nmenber in, return signed appoi nt nent
docunents to NAVPERSCOM ( PERS 803), and prepare affiliation
package.

R B. PORTERFI ELD
Director of Naval Intelligence

Di stribution:

SNDL A5 ( CHNAVPERS)

23C (Reserve Force Commander)

FR20 (Naval Reserve Intelligence Command)
FS1 (Intelligence)

OPNAV (N1, N2, N2M NO095)
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Copy to:

SNDL FJA4 COWNAVCRUI TCOM
FR21 COVNAVRESCRU TCOM ( Code 37)

10
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OFFI CER IN CHARGE (O C) GU DE FOR PREPARATI ON OF DI RCOM PACKAGES

The | ocal Reserve Intelligence Area plays a significant role in
the sel ection process for D RCOM candi dates. The clarity of the
interview sheets, strength and conpl eteness of the QC

endor senent, and the general thoroughness of the DI RCOM package
are all factors affecting the package's overall quality. This
gui de provi des recomrendati ons and checklists to hel p ensure
consi stency and thorough preparation of DI RCOM packages to be
sent to the Chief of Naval Operations (N2R) Prof essi onal

Scr eeni ng Board.

. LOCAL BOARDS

Local boards should be conposed of senior 1635 officers (O 5 and
above). Prior to serving, board nenbers will famliarize

t hensel ves with the board process, governing instructions,
criteria for selecting candi dates, and the general process and
fl ow of the Professional Screening Board. Board nmenbers should
be thoroughly briefed on the need for producing substantive,

wel | -supported interview appraisals. Narratives should reflect
and support the numerical grades assigned on the interview
sheet .

The followi ng Checklist is a tool for preparing |ocal boards:

o Is a primary coordi nator of |ocal DI RCOM boards
desi gnat ed?

o Is a mninmmof three senior 1635 officers, O5 and
above, assigned to each | ocal board?

o Are board nenbers trained and briefed on sel ection
criteria, board process, witing requirenents, and
rel evant instructions?

o Are board nenbers provided with conpl ete packages on al
appl i cants?

o Are board nenbers provided with hard and el ectronic
copies of interview appraisal sheets?

. DI RCOM PACKAGE
It is inmportant to ensure that DI RCOM packages are thorough and
provide all required information. The follow ng checklist is a

tool for ensuring conpl eteness of DI RCOM packages per this
i nstruction:

Encl osure (1)
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O Cs should ensure applicants are screened to ensure:

o Applicant is no older than 34 years of age.

o Applicant not enrolled in BRIT.

o Applicant does not have degree in Theol ogy/Divinity, Misic
or Health Sciences.

Foll ow ng itenms should be included in each applicant’s package
prior to forwarding to the | ocal Naval Reserve Oficer
Recruiter:

o Typed interview apprai sal sheets froma mnimum of three
senior 1635 officers.

o Letter of recommendation to the Naval Reserve Oficer
Recruiter with a statenent indicating the candi date does or
does not neet all objective and conmunity criteria.

o OCIletter of endorsenent. This letter will include the
foll ow ng information:

| s applicant w thin height/weight standards? |Include
body fat percentage if out of height/weight standards.
Does applicant possess a SSBI? |If so, list date.

Does applicant have prior mlitary or current civilian
enploynment in an intelligence, intelligence-related or
def ense-ori ented organi zati on?

Has applicant previously applied for a direct

comm ssion in the intelligence progranf

Substantive narrative commenting on the individual’s
denonstrated | eadership skills, |eadership potenti al
and qualifications.

Assessnent of the applicant’s commtnent and overall
desirability for program

I11. FORWARDI NG DI RCOM | NFORVATI ON

As indicated above, a signed hardcopy of the material in the

DI RCOM package is forwarded fromthe RIA to the Naval Reserve
Oficer Recruiter. Additionally, OCs are required to e-mail an
el ectronic copy of the O C Endorsenent and I|nterview Appraisa
Sheets to CNO N2R.  This will streamine the record preparation
at the national level, and will allow for a prelimnary quality
assurance check prior to CNO N2R s receipt of the applicant’s
package from Reserve Recruiting Command. O C Endorsenents and

| nt ervi ew Appr ai sal Sheet should be e-mailed to:
dircomanric.cnrf.navy. ml .

2 Encl osure (1)
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