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Subpart A—General Provisions

§412.101 Coverage.

This subpart applies to all incum-
bents of or candidates for supervisory,
managerial, and executive positions in
the General Schedule, the Senior Exec-
utive Service (SES), or equivalent pay
systems who are also covered by part
410 of this chapter.

§412.102

(a) This subpart implements for su-
pervisors, managers, and executives
the provisions of chapter 41 of title 5 of
the United States Code related to
training and section 3396 of title 5 re-
lated to the criteria for programs of
systematic development of candidates
for the SES and the continuing devel-
opment of SES members.

(b) The subpart identifies a con-
tinuum of preparation starting with
supervisory positions and proceeding
through management and executive po-
sitions Governmentwide. For this rea-
son, the subpart establishes a com-
prehensive system that is intended to:

(1) Provide the competencies needed
by supervisors, managers, and execu-
tives to perform their current func-
tions at the mastery level of pro-
ficiency; and

(2) Provide learning through develop-
ment and training in the context of
succession planning and corporate per-
spective to prepare individuals for ad-
vancement, thus supplying the agency
and the government with an adequate
number of well prepared and qualified
candidates to fill supervisory, manage-
rial, and executive positions Govern-
mentwide.

Purpose.

§412.103 Criteria for programs for the
systematic training and develop-
ment of executives, managers, su-
pervisors, and candidates.

Each agency must provide for the ini-
tial and continuing development of in-
dividuals in executive, managerial, and
supervisory positions, and candidates
for those positions. The agency must
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issue a written policy to assure that
their development programs:

(a) Are designed as part of the agen-
cy’s strategic plan and foster a cor-
porate perspective.

(b) Make assignments to training and
development consistent with the merit
system principles set forth in 5 U.S.C.
2301(b) (1) and (2).

(c) Provide for:

(1) Initial training as an individual
makes critical career transitions to be-
come a new supervisor, a new manager,
or a new executive consistent with the
results of needs assessments;

(2) Continuing learning experiences,
both short- and long-term, throughout
an individual’s career in order for the
individual to achieve the mastery level
of proficiency for his or her current
management level and position; and

(3) Systematic development of can-
didates for advancement to a higher
management level. Formal candidate
development programs leading to non-
competitive placement eligibility rep-
resent one, but not the only, type of
systematic development.

§412.104 Formal candidate develop-
ment programs for Senior Execu-
tive Service positions.

Formal SES candidate development
programs permit the certification of
the executive qualifications of grad-
uates by a Qualifications Review Board
under the criterion of 5 U.S.C.
3393(c)(2)(B) and selection for the SES
without further competition. The agen-
cy must have a written policy describ-
ing how the program will operate. The
agency must obtain OPM approval of
the program before it is conducted for
the first time under these regulations
and whenever there are substantive
changes to the program. Agency pro-
grams must meet the following cri-
teria.

(a) Recruitment. (1) Recruitment for
the program is from all groups of quali-
fied individuals within the civil serv-
ice, or all groups of qualified individ-
uals whether or not within the civil
service.

(2) Agencies may request an excep-
tion to the provision in paragraph (a)
of this section if they can show that
during the 5-year period prior to the
announcement of a program they have
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