


Often the role of managers in relation to learning and development is seen as detailing personal development plans for their teams. However, without the cohesion and input from employees these plans will not deliver the benefits to teams, employees or the organisation. Whether through formal or informal learning, there is a need to establish learning outcomes or objectives. Often these are seen in the acronym of SMART. Specific, Measurable, Achievable, Realistic and Time-Bound (Taylor and Woodhams, 2022). The overall aim is to foster collaboration, a shared sense of responsibility along with a desire to embrace the opportunity to grow, build and expand on areas of strength and echo this across other areas of work (Gifford, 2025).
Managers have always been expected to support employees learning in their role. However, there is more expectation that managers should also be supporting development through coaching and mentoring, encouraging engagement and promoting work-life balance, all whilst maintaining a learning culture (CIPD, 2025). As a manager you are at the forefront to promote a safe, innovative and curious climate helping to encourage this learning culture. Whilst there are several methods of learning, it is also acknowledged that there are many different styles of learning. The advancement of technology has allowed for new developments to expand the available opportunities to suit most learning styles whether inside or outside a physical classroom base. Line managers are essential in being able to cascade a huge amount of training to their teams whether it is experience or academically based; the passing of knowledge and learning is key to keeping teams dynamic and agile. 
Without a level of autonomy being given to managers, there is a difficulty in engaging their staff and as a result poor decision may result (The Kings Fund, 2014). In climates that do not support managers and teams to feel safe to challenge normal practise or be heard with innovative ideas, there is an inherent lack of motivation, engagement and performance from teams.  
Psychological safety has wider effects that just the employee wellbeing; it impacts organisational performance, influences diversity and inclusion as well as affecting performance, retention and absence within an organisation (McKinsey & Company, 2023). 
There has been research by Bailey et al (2015) which details that traits and practices demonstrated by managers, ranging from interventions and role design to influencing the climate or culture affect how engaged employees are. It found engagement positively correlated to enhanced performance both individually and organisationally. The relationships developed and support provided by managers have been found to influence this (CIPD, 2024a). 

 LO1 Self Awareness
Self-awareness is a tool to help build effective high performing teams and organisations. Through a good understanding of your individual strengths, weaknesses, emotional triggers and potential preconceptions or bias based on experiences, good leaders can manage themselves better and make better decisions (Sear, 2024). Continually developing self-awareness is fundamental for professional and personal growth. Good leaders strive to be adaptable, create stronger connections with their team members and as such bring the best out of all team members (Owen, 2020). Being able adapt oneself can help to create innovative climates and shared inquiry (CIPD, 2024b).
Mindfulness is a tool which when utilised effectively can improve wellbeing and resilience. However, it is often met by stigma and stereotyping (Fitzhugh, 2020). Managers can support teams and develop themselves by helping to break the stigma around mindfulness whether by encouraging employees to undertake it. By signposting them to resources or by practising it themselves they in turn become more emotionally intelligent. Emotional intelligence allows managers to assess a situation, gauge the involvement required and draw out the best response from others (Cassidy, 2024a, 30:46).
 LO2 Team Awareness 
Team awareness includes recognising the individuals within the team and how their personalities and priorities influence the dynamic. It is key for managers to effectively address these differing influencing factors as poorly managed power dynamics within teams will often lead to reduced psychological safety, lack of engagement and ineffective collaboration (Young, 2023). 
CIPD (2021) research demonstrates that a culturally diverse workforce allows for higher innovation climates and creativity. Whilst multicultural diverse teams see many benefits, they inherently come with multiple challenges such as communication barriers and differing assumptions. As such it is essential that leaders develop cultural intelligence and a clear understanding of unique contributions that each team member brings to the workplace to enable effective team working and avoid conflict (CIPD, 2021). 
In a team where diversity is celebrated, members feel psychologically safe with all individuals’ voices being heard, and opinions valued. As engagement increases the climate of innovation becomes more prominent and higher performance results from this environment (Taylor and Perkins, 2021).
 LO3 Motivate & Inspire
The ability to motivate and inspire others is a critical part of transformative learning and transformational leadership as it pushes learners and employees to work out of their comfort zone, to challenge them and their held perceptions (Rees and French, 2023). Managers who can effectively maintain high levels of energy and passion within their team whilst fostering a climate of safety will encourage and support employee voice. Continuous conversations can support teams effectively even during periods of change (Balogun et al, 2015). 
When there is a psychologically safe environment, people will feel more included, contribute more and produce more innovations, thereby achieving better results boosting morale. It is key for managers to develop a genuinely safe environment where diverse teams are more than just visibly diverse; they are given a voice to contribute and are actively listened to, which in turn enhances motivation (Cassidy, 2024b, 30:56).
[bookmark: _Toc190279373]Through the creation of a safe, supportive and inspiring climate; innovation and commitment to excellence is encouraged and a positive correlation to job satisfaction, engagement and retention is seen (Armstrong and Taylor, 2023).
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