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The demands placed on public-sector leaders continue to grow, even as
resources and time remain limited. Every day, leaders navigate shifting policies,
evolving community expectations, new technologies, and the operational
pressures that come with serving the public. Yet while expectationsrise, the
opportunities for leaders to strengthen the skills that help them manage this
complexity often fall to the bottom of the list.

Professional development is frequently treated as something to revisit “when things slow down.” But in
public service, things rarely slow down — and the absence of development takes a real toll. Without
intentional space to learn, reflect, and practice, leaders struggle with unclear priorities, inconsistent
communication, and the burden of constant fire-fighting. Teams feel these pressures through confusion,
misalignment, and burnout. These challenges aren’t about effort; they’re about support.

Decades of research make the case clear: leadership capability is directly connected to performance,
employee engagement, and service outcomes. Leaders who think strategically, communicate clearly, and

guide teams through change create more resilient workplaces. In public service, where missions matter and
demands are high, strong leadership is one of the few advantages that scales.
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Building leadership capacity doesn’t 3%
require extensive time away from work.

Leaders can make meaningful progress
by focusing on five core competencies
that consistently improve public-sector
performance:

Strategic Thinking

Leaders strengthen this skill by stepping back to
connect daily work to long-term goals, asking
clarifying questions, and anticipating downstream
impacts. Even brief moments of reflection help
leaders focus on what matters most.

Change Leadership

When navigating new systems or policies, leaders
can support their teams by explaining the “why,”
addressing concerns early, and breaking
transitions into manageable steps. These small
actions build trust and reduce resistance.
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Operational Clarity & Accountability

Clear expectations, defined roles, and simple
structures for follow-through dramatically
reduce confusion and rework. Shared templates
or consistent meeting practices can improve
alignment almost immediately.

Inclusive & Collaborative Decision-Making
Leaders build stronger decisions by inviting
perspectives, weighing tradeoffs openly, and
clarifying next steps. It doesn’t require a new
process — just intentionality and a few minutes
of structured discussion.

Coaching & Staff Development

Regular, short coaching interactions — asking
open questions, offering specific feedback,
acknowledging progress — help staff feel
supported and confident. These practices build
stronger relationships and improve performance
over time.

Collectively, these five competencies
give leaders a practical foundation to

strengthen performance without

adding significant workload. They
offer immediate ways to create more
clarity, reduce friction, and support
healthier team dynamics.
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Professional development is
one of the most practical steps
leaders can take to create better
outcomes for their teams and
the people they serve.
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When leaders have the opportunity to build their
skillsin ways that are realistic and grounded in
their actual work, everyone benefits. Teams
communicate more effectively. Workflows
stabilize. Collaboration improves. And
communities receive better service.

If this Insight sparked ideas about where your
leaders could grow, you’ll find a complimentary
self-assessment below to help clarify strengths
and development priorities. If the results
highlight areas you’d like to strengthen across
your team, Mainline Consultants can partner
with you to translate those insights into practical,
targeted development steps — tailored to your
goals and the realities of your work.

References

Fernandez, S., & Moldogaziev, T. (2015). Leadership training and performance in public organizations.

Salas, E., Tannenbaum, S., Kraiger, K., & Smith-Jentsch, K. (2012). The Science of Training.and Development in Organizations.

Reeves, D. (2021). The impact of professional development on organizational performance.

Joyce, P. (2020). Leadership in the public sector: Managing.change and complexity.

mainlineconsultants.com Empowering teams. Driving excellence.



https://onlinelibrary.wiley.com/doi/10.1111/puar.12481
https://psycnet.apa.org/record/2012-04620-001
https://creativeleadership.net/wp-content/uploads/2021/01/White-Paper-The-Impact-of-Professional-Development-on-Organizational-Performance.pdf
https://www.e-elgar.com/shop/gbp/leadership-in-the-public-sector-9781788119926.html

Leadership Competency 3%
Self-Assessment

This five-minute self-assessment helps leaders reflect on their
current strengths and identify areas for growth across five core
competencies that consistently support effective leadership.

Instructions for Use

1.Rate yourself on each competency using the
scale below:

1=Developing
2=Emerging
3 =Consistent
4 = Strong

5 =Mastery

1.Be honest and specific. The goal is awareness,
not evaluation.

2.Select one competency to focus on over the
next 30 days — ideally the one that would make
the biggest positive difference for your team.

3.Pick one action you can take each week to
strengthen that competency. Small, consistent
steps lead to meaningful improvement.

Reassess monthly to track progress and
refine your focus.
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Leadership Competencies Self-Assessment

Competency

Strategic Thinking

Change Leadership

Operational
Clarity &
Accountability

Inclusive &
Collaborative
Decision-Making

Coaching & Staff
Development
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Description

Connects daily work to long-term goals;
anticipates impacts; prioritizes effectively
in dynamic environments.

Communicates clearly during transitions;
supports staff through uncertainty;
breaks change into manageable steps.

Sets expectations; defines roles;
strengthens workflow consistency;
follows through reliably.

Gathers perspectives; facilitates
productive discussions; guides
teams to aligned decisions.

Provides constructive feedback; asks open
questions; recognizes contributions; builds
staff confidence and capability.

Rating (1-5)
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Reflection Prompts

Use these prompts to turn your scores into meaningful next steps:

Which competency had the lowest score? Why?

Which competency, if strengthened, would most improve my team’s experience or performance?

What’s one small practice | can try this week to build this skill?

What support or resources would help me grow in this area?

How will | know ’'m improving? What will look or feel different?

When you’re ready to take the next step, Mainline is here
to support you and your team in turning these insights
into meaningful, lasting growth.
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