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Subpart A—General Provisions

§412.101 Coverage.

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

§412.102 Purpose.

(a) This part implements for super-
visors, managers, and executives the
provisions of 5 U.S.C. chapter 41, re-
lated to training, and 5 U.S.C. 3396, re-
lated to the criteria for programs of
systematic development of candidates
for the SES and the continuing devel-
opment of SES members.

(b) This part identifies a continuum
of leadership development, starting
with supervisory positions and pro-
ceeding through management and exec-
utive positions Governmentwide. For
this reason, this part provides require-
ments by which agencies:

(1) Develop the competencies needed
by supervisors, managers, and execu-
tives;

(2) Provide learning through con-
tinuing development and training in
the context of succession planning; and

(3) Foster a broad agency and Gov-
ernmentwide perspective to prepare in-
dividuals for advancement, thus sup-
plying the agency and the Government
with an adequate number of well-pre-
pared and qualified candidates to fill
leadership positions.

Subpart B—Succession Planning

§412.201 Management succession.

The head of each agency, in consulta-
tion with OPM, must develop a com-
prehensive management succession
program, based on the agency’s work-
force succession plans, to fill agency
supervisory and managerial positions.
These programs must be supported by
employee training and development
programs. The focus of the program
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should be to develop managers as well
as strengthen organizational capa-
bility, and to ensure an adequate num-
ber of well-prepared and qualified can-
didates for leadership positions. These
programs must:

(a) Implement developmental train-
ing consistent with agency succession
management plans;

(b) Provide continuing learning expe-
riences throughout an employee’s ca-
reer, such as details, mentoring, coach-
ing, learning groups, and projects.
These experiences should provide broad
knowledge and practical experience
linked to OPM’s Federal leadership
competencies, as well as agency-identi-
fied, mission-related competencies, and
should be consistent with the agency’s
succession management plan; and

(c) Include program evaluations pur-
suant to 5 CFR 410.202.

§412.202 Systematic training and de-
velopment of supervisors, man-
agers, and executives.

All agencies must provide for the de-
velopment of individuals in super-
visory, managerial and executive posi-
tions, as well as individuals whom the
agency identifies as potential can-
didates for those positions, based on
the agencies’ succession plans. Agen-
cies also must issue written policies to
ensure they:

(a) Design and implement leadership
development programs integrated with
the employee development plans, pro-
grams, and strategies required by 5
CFR 410.201, and that foster a broad
agency and Governmentwide perspec-
tive;

(b) Provide training within one year
of an employee’s initial appointment
to a supervisory position and follow up
periodically, but at least once every
three years, by providing each super-
visor and manager additional training
on the use of appropriate actions, op-
tions, and strategies to:

(1) Mentor employees;

(2) Improve employee performance
and productivity;

(3) Conduct employee performance
appraisals in accordance with agency
appraisal systems; and

(4) Identify and assist employees with
unacceptable performance.
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