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Billets By BSO 

Requirements (FY14) CWO 
(Maint) 

LDO 
(Maint) 

1525 1515 1500 1527 Totals 

NAVAIR (19) 0 0 91** 102 6* 5 204 

NAVPERS (22) 0 0 0 0 0 2 2 

SPAWAR (39) 0 0 0 5 0 0 5 

LANTFLT (60) 0 2 1 1 0 0 4 

PACFLT (70) 0 3 2 5 0 0 10 

CNAFR (72) 13 20 7** 3 0 58 101 

NETC (76) 0 0 0 0 0 1 1 

Totals 13 25 101 117 6 66 331 

• *  1 Flag Officer (RDML) 

• ** Includes recall billets, NAVAIR 1, CNAFR 6 
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NAS North Island 

MSW 

VR57 – C40 

HSC85 – HH60H 

 

NAS PT Mugu 

VR55 – C130 

NAS Fallon 

VFC13 – F5 

NAS Whidbey 

VP69 – P3C 

VR61- C40 

VAQ209 – EA-18G 

MCAS Kaneohe 

VR51- C20G 

ETD PAC –  C37A(G-V) 

NAS NOLA 

VR54 – C130 

VFA204 – FA18A 

NAS JRB FT Worth 

TSW 

FLSW 

VR59 – C40 

 

NAS 

Jacksonville 

VR58 – C40 

VR62 – C130 

VP62 – P3C 

 

NAS Mayport 

HSL60 – SH60B 

NAF Andrews 

VR1 – C37B/C20D 

VR53 – C130 

 

NAS Oceana 

VR56 – C40 

VFC12 – FA18A 

McGuire AFB 

VR64 – C130 

NAS Key West 

VFC111 – F5 

 

NAS Sigonella 

ETD MED- C20A 

AMDO ISO FTS Aviation 
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Direct Commissioned Officer Board  

Competitive Selection Profile 
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O-1 O-2 O-3 O-4 O-5 O-6 TOTAL

% INV / OPA N/A N/A 56% 87% 68% 118% 101%

FY15 OPA 0 0 39 38 31 11 119

CURRENT  INV 12 19 22 33 21 13 120

OSI OPA 0 0 48 41 26 11 126

 

SELRES AEDO (1515) 
 

        INV vs.OPA PAYGRADE                                    LOS CHART (INV vs. OPA) 

               ACCESSIONS                                                        PROMOTIONS 

AEDO/AMDO OSI 

Shift in Billets 

Updated SEP14 

Source: RHS 
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SELRES AEDO (1515) 

• Community is healthy but has challenges at LT/LCDR rank 

– Manned at 101% 

• NAVET community recently supplemented with a DCO program 

– Sustainable NAVET/DCO accession model 

– Stable promotion opportunity through FYDP  

• FY 14 Signed Plan 

• Phase I OSI conducted due to over-manned AMDO (138%) and 
under-manned AEDO (76%) communities - Complete 

– Shifted billets (RFAS coded for either AEDO/AMDO) from AEDO to AMDO 

– Stabilized both communities at about 92% with realistic accession goals 

• Phase II OSI ongoing to roll up/down billets for a healthy OPA 

– Current planned OSI OPA depicted on Quad Chart 

• Approximately 6 accessions per year (4 DCO / 2 NAVET) required to 
sustain community 
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O-1 O-2 O-3 O-4 O-5 O-6 TOTAL

% INV / OPA 120% 160% 96% 77% 77% 100% 94%

FY 15 OPA 10 5 28 22 22 9 96

CURRENT  INV 14 9 23 23 14 10 90

OSI OPA 4 4 30 26 18 8 90

        INV vs.OPA PAYGRADE                                    LOS CHART (INV vs. OPA) 

               ACCESSIONS                                                        PROMOTIONS 

No Officers in Zone 

FY14 

AEDO/AMDO OSI 

Shift in Billets 

Updated Sep14 

Source: RHS 

SELRES AMDO (1525) 



NAVY 

BUPERS 3 
SELRES AMDO (1525) 

• Community is healthy but has challenges at LCDR/CDR rank 

– Manned at 94% 

– NAVET community recently supplemented with a DCO program 

– Sustainable NAVET/DCO accession model 

– Stable promotion opportunity through FYDP 

• Phase I OSI conducted due to over-manned AMDO (138%) and 
under-manned AEDO (76%) communities - Complete 

– Shifted billets (RFAS coded for either AEDO/AMDO) from AEDO to AMDO 

– Stabilized both communities at about 92% with realistic accession goals 

• Phase II OSI ongoing to roll up/down billets for a healthy OPA 

– Current planned OSI OPA depicted on Quad Chart 

• Approximately 7 accessions per year (3 DCO / 4 NAVET) required to 
sustain community 
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FTS AMDO (1527) 
 

        INV vs.OPA PAYGRADE                                    LOS CHART (INV vs. OPA) 

               ACCESSIONS                                                        PROMOTIONS 

No In-Zone 

Officers 

Updated OCT14 

Source: OAIS 
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FTS AMDO (1527) 

• FTS AMDO is over-manned by 1 officer 

•  AMDO is extremely specialized with very restrictive 
requirements 
– Most AMDO Officers have prior service 

– The divot in the middle of the LOS chart is due to voluntary 
retirements 

• Challenges 
– Close monitoring is required due to the small size of the competitive 

category 

• Promotion rates remain relatively stable in FTS AMDO 
– The deviation in promotion rates is due to the small number of eligible 

officers (2 of 4 (50%) vs 3 of 5 (60%)) 
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RC AED/AMD Officer 
Accessions and Losses   

1515 

1525 
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Promotion Planning 

Opportunity and Time in Grade (TIG) 

Grade 
Law 

10 USC § 14303, 14304, 14305, and 12242 

Navy 
SECNAVINST 1420.1B 

SECNAVINST 1412.6L (ENS/LTJG) 

SECNAVINST 1412.8B (LDO/CWO) 

 

CAPT 

CDR 

LCDR 

 

LT 

LTJG 

“The number of 
officers that should 
be placed in the 
promotion zone in 
each of the next five 
years to provide to 
officers in those years 
relatively similar 
opportunities for 
promotion.” 

TIG 

> 3 years 

3 to 7 years 

3 to 7 years 

 

2 to 5 years 

> 18 months 

“…provide relatively 

similar promotion 

opportunity over a period 

of five years.” 
 

 

AFQ:  24 Months 

AFQ:  24 Months 

 

CWO5 

CWO4 

CWO3 

 

“… shall be governed by such 
regulations as the Secretary concerned 
may prescribe.” 

TIG 

N/A 

36 months 

36 months (AFQ) 
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FY15 Promotions 



Racial and Ethnic Diversity 

Multiple Races     

Declined to 

Respond 

American Indian or 

Alaskan Native 

Native Hawaiian or Other 

Pacific Islander    
Black or African 

American 

White 

Asian  

Racial Diversity 

Hispanic or 
Latino  

Not Hispanic or 
Latino 

Ethnic Diversity 

Data Source: NSIPS as of 9/30/2014 

Multiple Races     
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American Indian or 
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American 
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Asian  

Racial Diversity 
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All Navy RC Officer 1515 Officer 



Total 
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Gender 
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Gender 

All Navy RC Officer 1515 Officer 

Gender Diversity 
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RC Aviation Maintenance CWO/ LDO 
Community Management  

• LDO (6335) community manned at 52% 

• CWO (7338) community manned at 54% 

• Majority of billets are in RC Aviation Squadrons  

• Challenges 
• Current OPA structures, as separate stand-alone communities, are not 

sustainable for accession and promotion purposes 

• Both communities are undermanned due to historically low number of 

qualified applicants at RC LDO/CWO IP Boards 

• Way Ahead 

• OSI in progress to determine if merger of LDO and CWO communities is 

a viable option 

• Increased advertisement for FY16 RC LDO/CWO IP Board 

• Planning for Aviation Maintenance to be a separate competitive category 

for promotion, starting in FY17 
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RC Aviation Maintenance LDO  

LOS Chart  
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RC Aviation Maintenance CWO 

LOS Chart  
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RC Aerospace Engineering Duty Officer 
Community Management  

 Accession and Promotion 

planning 

 Quality, quantity, policy 

 Lateral 

conversions/Redesignations 

 Health Promotion Opportunity 

 Training 

 Initial (‘A’) school requirement 

 Advanced/career (‘C’) school 

requirements   

 Policy advisor to NETC/OTC    

 Review billet changes for 

impacts on community health 

 Sea/shore rotation 

 Career progression 

 Information dissemination 

 Link, web pages, PAO efforts 

 Force structure management 
 Advancement/Promotions  

 Career paths 

 Retention 

 Retirements 

 Separations (early, hardship) 

 Sea shore tour lengths 

 Perform to Serve (PTS) 

 Continuation/SERAD 

 Probationary Officer Continuation and 
Redesignation Board 

 Incentives 
 Pay 

 Bonuses  

 Special duty assignment pay (SDAP) 

 Training incentives (STAR/HPSP) 

 Miscellaneous 
 NEC changes, Occupational standards, 

ASVABs, language management 

 



• The Ready Reserve is composed of the Selected Reserve (SELRES) and 

the Individual Ready Reserve (IRR) 

• Members who drill for pay are in the SELRES 

• Members not assigned to a pay billet are in the IRR 

• Members in the IRR either participate in a Voluntary Training Unit (VTU) or 

are assigned to the Active Status Pool (ASP) 

Reserve Officer Statuses 

~49K SELRES 

 

~10K FTS 

 

~3,100 

Includes Officer and Enlisted  
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Questions? 

RC Aerospace Engineering Duty Officer 

Community Health 


