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MANAGERS AS
CLIMATE CONTROLLERS

Managers often focus on outcomes and deadlines, but their real influence lies in the team’s emotional climate. Daily behaviours
shape whether people feel safe to speak up, share ideas, or admit mistakes. Psychological safety isn't built through policies but
through consistent interactions.

Creating psychological safety doesn't mean lowering standards - it enables open contribution and sustainable performance.
Without it, teams risk quiet burnout, where results continue but engagement fades.

Ultimately, a healthy team environment is built through small, consistent leadership behaviours.

MANAGER’S PLAYBOOK
Do’s & Don'ts for Building Psychological Safety

DONT

& Make it safe to ask “basic” questions
When managers openly welcome questions, it signals that
learning is valued more than appearing perfect.

& Clarify what truly matters.
When managers openly welcome questions, it signals that
learning is valued more than appearing perfect.

# Normalize boundaries in everyday
conversations.
Respect time off, discourage unnecessary late messages,
and show that sustainable performance matters.

& Create space for quieter voices.
Not everyone speaks up immediately; intentionally invite
input from those who may hesitate to share.

# Admit when you don’t have all the answers.
Vulnerability from managers builds trust and reduces the
pressure on teams to appear flawless.

& Reward thoughtful risk-taking.
Recognize initiative and experimentation, even when the
outcome isn't perfect.

# Check the emotional temperature of the team.

Regularly ask how the team is managing workload and
pressure, not just progress on tasks.

# Don't mistake silence for agreement.
A quiet room often means people are unsure or
uncomfortable speaking up.

4 Don't turn every conversation into a
performance evaluation.
Teams need space to explore ideas without feeling
constantly judged.

4 Don’t unintentionally glorify burnout.
Praising late nights and constant availability signals that
overwork is expected.

& Don’trespond defensively to feedback.
If managers shut down feedback, teams quickly learn
that honesty is risky.

# Don’t create pressure through constant
escalation.
Overusing urgency language can make the workplace
feel tense and reactive.

4 Don't micromanage under the guise of
“support.”
Excessive control reduces autonomy and signals lack of
trust.

Team effectiveness goes beyond capability. It reflects the environment
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