RIAC/OIC GUIDE TO LOCAL DIRCOM BOARDS
This guide is intended as a tool for RIAs in establishing effective local DIRCOM boards.
Questions and procedures are 'best practices' gleaned from various RIAs and should not be construed as requirements.
GENERAL BACKGROUND:
The selection of high quality candidates for the Naval Reserve Intelligence Command (NRIC) Direct Commissioning Program depends initially upon a variety of important factors.  First, the local Officer in Charge (OIC) of the Reserve Intelligence Area must keep lines of communication open with officer program recruiters.  The local recruiters must have a clear understanding of CONINAVRESINTCOM junior officer requirements, and be willing to actively recruit interested and eligible candidates.  Local recruiters must also be able to screen out or redirect interested individuals if they do not meet the intelligence program needs.

Second, the OIC must be well versed in the DIRCOM selection process.  The OIC is a critical flow point in the DIRCOM selection process, and must have the knowledge and judgement to encourage, reject or dissuade candidates.  The OIC should communicate regularly and clearly to the local interview board to determine emerging selection board trends, selection parameters and any other information that impacts the process.

Finally, a primary coordinator and/or a board president for the local DIRCOM board should be designated.  Ideally, the board president should be an O-6 and be a consistent member of the board.  Board membership should consist of (at a minimum) three (3) senior (O-4 and above) officers.  Experience has demonstrated that O-6 membership is a clear advantage due to longevity and experience as a commanding officer, OIC, department head, etc.  If it is not possible to consistently assemble three captains for the board, try to maintain some stability of membership and paygrade.  Each interviewer should indicate their designator next to their rank on the Interviewer Appraisal sheet.  Through these practices, your local board will eventually earn a reputation at the national level for reliability and credibility.  It is also advantageous if team members have experience with the COMNAVRESINTOCOM Professional Screening Board (DIRCOM).

Current procedures place responsibility for TS/SCI suitability check on the Officer in Charge.  Local boards interview boards should focus on candidate's commitment, leadership potential, motivation and character.

The following is a list of areas covered during the interview as recommended by COMNAVRESINTCOM Instruction ll3l.3D. Each area will focus on a different aspect of the applicant's background and potential.

A. SET THE STAGE
· Te// us about yourself as related to leisure time activities, travel, education, and work history.
This phase of the interview should be used to relax the applicant as well as to establish a rapport between the interviewers and the applicant.

B. GENERAL BACKGROUND AND ABILITY
(1) Leadership Potential:
· How do you see your training, education, and background shaping you to be a manager and a leader as a Junior Officer in the NRIC?

· Please give us your definition of a capable leader.
· What is your management/leadership style?
· What do you think is the most difficult thing about being a leader, manager or executive?
· See how they solve problems.  One way is to give them a hypothetical situation, for example; "You are President of the United States.  It's 2:00 a.m. Your National Security Advisor has just informed you that COL Higgins, USMC has been taken hostage in Lebanon.  The National Security team will meet at 3:00 a.m. to discuss the situation and develop a course of action.  You have an hour to prepare.  What are your considerations as you begin the problem solving process?  How would you think about solving this problem?"
(2) Military background: If the applicant has no military experience, interviewers should ask probing questions to determine the level of understanding of military and reserve commitment.  This also provides an excellent opportunity for the applicant to express a certain level and sincerity of commitment.  Most applicants tend to express altruistic motives; others want more from the program than they are willing to give.  These usually become apparent during this portion of the interview.

(3) Education - including activities and honors: It is advantageous if the applicant holds a master's degree or higher.  If he/she does not, then this fact can be mitigated by other factors such as:

· Currently pursuing a master's degree.

· A bachelor's degree in an area that is intelligence critical

· Fluency in one or more foreign languages.  Establish basis for fluency (i.e., Defense Language Proficiency Test scores, language major in college, etc.)

· Significant foreign travel, extended residency in or knowledge of a foreign country

· Demonstrated management or supervisory experience

· Significant work experience in an intelligence related field

· Significant computer literacy in key software applications and systems
· Any combination of the above.
If the applicant possesses only a bachelor's degree but the interviewers feel the candidate possesses potential, other probing questions may be asked.  Some examples are:

· Did your parents pay your tuition, did you have a scholarship, or was it necessary to earn the tuition personally?
· How do you relate your education to intelligence operations (good opportunity to determine the applicant's level of understanding of what intelligence is all about - how much research did the applicant conduct to prepare for the interview?).
· Level of participation in extracurricular activities including athletics.
(4) Civilian Occupation: This area generates perhaps the greatest amount of information necessary to make a judgment on the applicant's suitability for the program.  It provides the applicant with the opportunity to explain any of the following:

· The reason for job changes.  Is the answer consistently "more money" or "more opportunity for growth and advancement"?
· Were you ever fired or dismissed from a job and why?
· What supervisory responsibilities do you have?
· Are you responsible for the performance of others? How many others?
· Describe you supervisory/management style. How do you relate this to the military? This will also give the interviewers an indication that the applicant has given the process some thought and has done some research.
· What experience has the applicant had in any civilian position where he/she had to conduct research and write factual or analytical reports based upon that research?
· What is the applicant's level of computer literacy?
(5) 
Intelligence experience (or equivalent): Many applicants have had no prior military experience but have some understanding of intelligence as it relates to the civilian industrial/commercial community.  Also, it is important to determine if the individual has ever been placed in a position of trust where he/she had to accumulate and protect privileged information.

(6) Knowledge of NRIC: The applicant's response to this question will provide the interview team with valuable insights into his/her level of commitment.  Applicants should have some basic knowledge of the NRIC as a result of personal research.  We have found that the best answer includes a web search and a subsequent study of the CNRIC and other military home pages accessible to the general public.

(7) Perspective/Perception: Find out what the applicant's perception is of the reserves.  Do they hold a realistic view of what is expected of a drilling reservist?  A good opening question might be something like, 

· "What are your expectations with regard to time commitment necessary to be an effective contributor in the Reserve Intelligence Program?
· Ask what they think are the two greatest challenges the Reserves face today and why? [... gets at their understanding of current events and the role of reserves... threats, role of reserve in supporting active forces, leadership in the 21st century].
· Question why a person wants to invest IO% of their life (that's what I weekend a month+2weeks AT/year works out to) to this program? (The objective is to understand the person's reason for affiliating and gauge what their level of dedication will be).
· Does the spouse/family understand and support the likelihood of being called to active duty for and extended period of time?  Also, how would their employer feel about this?
· Why does this individual want to become an officer in the Naval Reserve Intelligence Program, and what benefits do you expect to derive from their affiliation?
· Are they prepared for the possibility of being recalled for an extended period of time?  Are there circumstances that would preclude them from going?
Whether the applicant is a civilian, or a prior enlisted, becoming an officer in the Navy requires a person to change on the inside -- to step up to the challenge.  This requires some judgment and perspective about the roles and responsibilities of a junior officer.  "What demands do you think the Navy places on its officers?  How are the roles and responsibilities of a Naval officer different from your current [civilian/unit enlisted] role?
(8) Family situation or dependency status:
· Does your family support your decision?
This is an opportunity to have the applicant state the attitude of a spouse, or significant other, toward the reserve commitment.  If the applicant's understanding is not clear or is incomplete, the interviewers should take this opportunity to explain in detail what it means to be the spouse of a drilling reservist.  Once this has happened, the applicant will either appear tentative or will positively reaffirm that his spouse's commitment.  Again, this is another area where interviewers may assure themselves that the applicant is thoroughly prepared for the commitment they are about to make.

(9) Awareness of foreign policy and world situation: This area is designed to give interviewers some indication of the applicant's commitment to following events that impact upon U.S. national interests.  Does the applicant have a global view?  We tend not to look for an in-depth analysis but rather an appreciation for the relationship between a crisis somewhere in the world and its possible connection to military intelligence.  Has the applicant thought about this relationship either as a natural course of events for him/her or at least thought about it in the preparation for the interview?

(10)
Extracurricular activities and outside interests: The applicant's responses to questions about their interests and activities can provide insights into their abilities and values.  Is the applicant one-dimensional or is there proper balance to their life?  Is the applicant well rounded and adaptable?  Does the candidate enjoy intellectual as well as physical and other pursuits such as community involvement?  What does the candidate like to do for leisure?

(11) Character: This area speaks to the candidates' values and priorities, which assist in assessing leadership potential.  Some suggested questions/scenarios are:

· Have the candidate describe the most significant accomplishment to date in their life... professionally, academically, or otherwise, and why they believe it was important to them and/or others. [Helps identify an individual's self-confidence, achievements and self-worth ... important to assess for leadership.]

· What qualities do they have that will make them an effective Naval Intelligence Officer?
· What was the toughest decision that they have had to make in their life?  Why?
· What was their greatest accomplishment?  What was their most disappointing experience?
(12)
Self-image: The interviewers should have formed some impression of the applicant's self image by this time in the interview.  However, questions regarding their occupational and personal goals will give added insight into the applicant's ability to think about, analyze and plan for the future.  In other words, is the applicant focused on the here and now or are they a forward thinker?

C.
PERSONAL MOTIVATION
(1) Source/sponsor: Interviewers should determine how the applicant learned about the program and especially what effort was put into researching this program.  Was the applicant recruited or did they take the initiative?

(2) Reason for motivation:
· Why is it your choice to be part of the Naval Reserve Intelligence Command?

· What do you like best about your current (or last) military position?

· Applying for a direct commission suggests that you may be overqualified or too experienced for an enlisted position.  What are your plans if you are not successful in obtaining a Direct Commission?

Interviewers should elicit some statement from the applicant as to the sincerity of their motivation.  Some candidates are eminently qualified but simply want to provide a "bullet" for a resume.  Others are looking for a part-time job.  And some enlisted Intelligence Specialist (IS) applicants simply want to be paid more for doing the same job.  Some are interested in the prestige of being a naval intelligence officer.  And finally, there are those who really and truly want to serve their country.  Our experience is that motivation is fairly easy to determine when all previous interview responses are considered and appropriate follow-up questions are asked.  There should be no effort to spare the applicant's feelings when probing this area.  Finally, the applicant should be informed of the possibility of PSRC and should be queried about their attitude toward having to leave family and occupation for up to 6 months.  Although remote, this possibility does exist since the reserve community provides a pool of highly skilled individuals who support the Active Component - especially in times of crisis.  This caveat should also be accompanied by the fact that current laws protect an individual's employment status when recalled to active duty.  But it does not eliminate the sacrifice that the reservist's family must make.  Proper explanation of this fact of reserve life tends to separate the truly motivated from the others.

(3) Willingness to accept Reserve duties and obligations:
· How long do you plan on staying with the NRIC?

Ensure the applicant understands the need to:

· Make long term commitment and accept training.

· Drill on assigned weekend.

· Perform AT/ADT as scheduled.

· Do tedious production work.

· Conform to grooming standards.

Most candidates are willing to accept conditions outlined in this area.  Interviewers should take this opportunity to explain the program and a typical career path for NRIC officers.  Interviewers may also take advantage of this opportunity to give the applicant some indication of their chances of success with the national selection board.

D.
GENERAL CHARACTERISTICS AND ABILITIES
(1) Bearing/poise: The applicant should come to the interview appropriately dressed in business attire or military uniform.  Applicant should be well groomed and in good physical condition reflecting some form of physical exercise program.

(2) Communication skills - verbal and written: Responses to interviewer's questions should be well formed and reflect forethought and planning.  The best candidates plan for the interview, try to anticipate questions and formulate answers.  Since it is impossible to anticipate all questions, interviewers will easily determine the quality of applicant's verbal articulation.  Writing skills can be addressed through questions addressing the candidate's academic and professional background.

(3) Analytical skills: Experience shows that answers to questions regarding civilian occupation and awareness of foreign policy and world situation clearly demonstrate applicant's analytical skills.

(4) Unique experience which matches NRIC needs: This might include technical expertise which the candidate possesses, as well as other skills/experience gained through civilian employment, education, etc.

· What can you do for us that someone else can't?  In other words, if we have four candidates, what is it about yourself that would earn you our top recommendation?
(5) Language capabilities: This is a valuable asset and is considered by the selection board.  Lack of fluency in a foreign language is a detriment only when the process becomes very competitive.

· Describe your current language skills.

(6) Well-rounded individual: This becomes obvious during the course of the interview.

(7) Team Player: Is the applicant a loner or have they demonstrated commitment to group goals?

(8) Value judgment and stability: Questions regarding future plans and goals will give the interviewers insight into the applicant's tendency to drift through life or to follow some reasonable plan.

(9) Potential or demonstrated leadership abilit-v: Many applicants are fairly young and are just starting out in their civilian careers.  It is often necessary to make an informed judgement about the applicant's leadership potential.  Enlisted applicant's leadership potential should be documented in evaluations and commanding officer recommendations.

E.    OTHER RECOMMENDATIONS

When scoring, remember that the CONINAVRESINTCOM DIRCOM board is extremely competitive.  If the candidate is competitive, use strong descriptors (impressive, articulate, intelligent) to send that message.  Conversely, weak descriptors (neat, well dressed, etc.) also send a message.  Be sure you are clearly communicating your opinions on the candidate's potential.

Narratives should be substantive, concise and clearly indicate your overall impression.  Narratives should also reflect and justify the numerical grades assigned on the interview sheet.  Statements such as "One of the top five civilian applicants that I have ever interviewed" tend to send a clear message.

