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Overview

@ What is wellbeing?
i What is wellness-centred leadership?

“%" What are some key ways to enhance wellbeing and performance in your team?

"8 How can a coach approach help?

>-|  Potential for future research
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What is wellbeing?
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Background: There is no international consensus definition of ‘wellbeing’. This has led to wellbeing being captured in
many different ways.

Aims: To construct an inclusive, global operational definition of wellbeing.

Methods: The differences between wellbeing components and determinants and the terms used interchangeably with
wellbeing, such as health, are considered from the perspective of a doctor. The philosophies underpinning wellbeing and
modern wellbeing research theories are discussed in terms of their appropriateness in an inclusive definition.

Results: An operational definition is proposed that is not limited to doctors, but universal, and inclusive: "Wellbeing is
a state of positive feelings and meeting full potential in the world. It can be measured subjectively and objectively, using
a salutogenic approach’.

Conclusions: This operational definition allows the differentiation of wellbeing from terms such as quality of life and
emphasises that in the face of global challenges people should still consider wellbeing as more than the absence of
pathology.

’ Ca pStCI n https://www.ncbi.nIm.nih.gov/pmc/articIes/PMC8592098/



What is flourishing?

Positive emotions Engagement Relationships Meaning Accomplishment Health

Elevating the good Developing our Nurturingwarm  Opportunities to Learning and Sleeping, moving

while navigating strengths in the and positive make a real achieving things and eating well.
‘ the struggles. here and now. connections. difference. that matter.

Seligman, M. (2018). PERMA and the building blocks of well-being. The Journal of Positive Psychology, 13(4), 333—335. https://doi.org/10.1080/17439760.2018.1437466



Self-determination theory

e \/olition, making decisions, expressing ideas
AUTONOMY and feeling like you can be your true self

BELONGING . éfﬁgfsted, understood and cared about by

COMPETENCE B Feeling like you are skilled, capable and

effective




Self-determination theory impacts work motivation

m Low quality
a”® Controlled Motivation

Controlled by external contingencies
“I have to”

So I don't get in trouble
My reputation depends on it
To get others approval (e.g. my manager)

Because it offers me an opportunity to get another job.

Self-determined Motivation

High quality 4 4

Internally driven “/ want to” ‘

The things | do at work are important and helps others.
The work is exciting and interests me.

It's fun and | enjoy it.

Being a good accountant is part of who | am.

Slide credit:
Dr Vivien Forner, Director of Research - Institute of Management Psychology



Research shows that high-quality work motivation is associated with the
best outcomes in organisations

Low quality High quality
Controlled Motivation Self-determined Motivation

0.2 //

-0.2
e Figure 1. Meta-analytic
0.6 correlations between
—Engagement —Performance Proactivity work motivation
quality and employee
Job satisfaction —Burnout —Turnover intention outcomes
Slide credit: Van den Broeck, A., Howard, J. L., Van Vaerenbergh, Y., Leroy, H., & Gagné, M. (2021). Beyond intrinsic and extrinsic motivation: A meta-analysis on self-

Dr Vivien Forner determination theory’s multidimensional conceptualization of work motivation. Organizational psychology review, 11(3), 240-273.



What is Wellness-Centered Leadership?

14

Amidst all the qualities of a health care
organization—its culture, high-level
organizational strategy, compensation
models, benefits, efficiency of the
practice environment, and the impact

of the electronic health record—the
single biggest driver of professional
satisfaction is the behavior of an
individual’s immediate leader.

))

Shanafelt, T., Trockel, M., Rodriguez, A. and Logan, D., 2021. Wellness-centered leadership: equipping health care leaders to cultivate
physician well-being and professional fulfillment. Academic Medicine, 96(5), pp.641-651.
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A wellness-
centred leader
has three main
roles

o

Leading Leading

Others

Leading
the
" . Organization

https://www.disruptiveleadership.institute/hpld_framework/




Professional
Culture Efficiency fu Ifl I I ment
i i depends on
Wellness - Practice p . III
three main

Fulfillment
elements

Personal
esilien

Copyright © 2016 Board of Trustees of the Leland Stanford Junior University. All rights reserved.
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Wellness-Centered Leadership Playbook

Figure 2. Five Leader Behaviors to Cultivate Positive Leadership

Treat everyone with respect and nurture a culture where all are welcome and
Include :
psychologically safe

Transparently share what you know with the team

Consistently solicit input from those you lead (participatory management)
Nurture and support the professional development and aspirations of team members

@ Recognize Express appreciation and gratitude in an authentic way to those you lead

©2015 Mayo Foundation for Medical Education and Research. For permission to reuse, please contact MedEdWeb Solutions at
https://www.mededwebs.com/leadership-survey. Dr Shanafelt is a co-developer of the Leader Index and may receive royalties
from the licensing of this tool.

¢ Capstan



Actions for positive leadership

Inform
Listen

Engage

Acknowledge

Develop

Role Model
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Figure 5. Organizational Biopsy™ Leadership Assessment Questions

My immediate practice supervisor supports me in my work
(ie, by clearing obstacles to patient care).

O O Gy @o @i
What does
Wellness-

My immediate specialty leader supports my career development
(ie, by holding career development conversations).

Agree Neither agree ; Strongly
o strongly 2 Agree 3 nor disagree 4  Disagree 6 disagree

Centered
Leadership
look like?

My immediate supervisor solicits and follows-up on my ideas and perspectives
(ie, for improving workflows, teamwork, policies, practices).

Agree Neither agree . Strongly
e strongly 2 Agree 3 nor disagree 4  Disagree e disagree

My immediate supervisor shares organizational information openly with me
(ie, re: finances, quality metrics, reasons behind decisions, etc.)

Agree Neither agree . Stron
0 stgong!y 2 Agree 3 nordisag?ee 4  oisagree e dbaggye

My contributions are recognized by my immediate supervisor.

Agree Neither agree " Strongly
e strongly 2 Agree B o disagree 4  Disagree ° disagree

© &6 6 O
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Master the Art of
Asynchronous Inform
Communication

by Syed Balkhi

* Transparently share what you know
with the team

* Openly share information, metrics and
decisions

https://hbr.org/2024/03/master-the-art-of-asynchronous-communication



II LiSte N Three Great Questions:

= What does value and
e appreciation at work feel

like for you?
- Consistently solicit input
from those you lead What prevents you from
' doing a job that makes you
. Focus on moving obstacles proud?

to enable your team to do
their best work

What can be done to move
forward and help you do a
job that makes you proud?



Engage

 Include the whole team and
take time to seek individual
ideas and perspectives

- Treat everyone with respect
and nurture a culture where
all are welcome and
psychologically safe



Acknowledge

- Express appreciation
and gratitude in an
authentic way to
those you lead

WELCOME TO LEARNING FROM EXCELLENCE

A call to learn from
what works well

CLICK HERE TO JOIN THE COMMUNITY

learning
= 'from
W excellence

- Recognise individual
contributions




|| Develop

Nurture and support the
professional development
and aspirations of all team
members




What is Coaching?

« Focus on “good to great”
« Solution focused thinking
« Learning to ask not tell

« Affirming positive efforts
to change

« Encourages different
thinking and perspectives

« Supports forward action

Problem

Counselling

Teaching

Ask

Tell

Coaching

Mentoring

Solution

¢ Capstan



Coaching for COVID-19

A Pilot Study Investigating the Effectiveness of Coaching to
Improve Psychological Outcomes in Hospital-Based Senior
Doctors

Authors
Nathasha Kugentiran ', Jessica Srudwick', Samh Dalion®, Rita Hdland®, Samudl Harvey' Ames Gayed'
'Biack Dog istiute, Sydney. NSW Austaiia ‘Capstan Parners, Sydney, NSW Australia

Back d

‘ i ) “The ability to sound off to a completely neutral and indepe ndent
g "'f“:‘r"’"“?‘"";';:',:'; person...helped me leam a lot about myself and how | reacted to
levels of psychological distress issues, | felt like | made great progress in a short period of time”
expenenced by doctars™ dueto
pressures of managing heir work
demands and the potentially negative
impact this could have on the quality of
patient care”.

Al the onset and durning the peaks of the
pandemic, further elevated levels of

psychological distress amongst doctors
was reporteds.

As highlighted in a review by JAMA®, a
oritcal role for organisations s 0 provide
a safe space for staff o reflect, leam, and
find solutons 1o their challenges.

Coaching prowdes an evidence-based
approach to improve mental health and

Results

Postinernenton measures demonstirated a significant reduction in psychological
distress with a mean reduction in depression of 2.41 points, 2.90 poinis in stress
and 1.45 ponts in anxety on the DASS-21. There was significant improvement
across positive psychological outcomes with the greatest increase of ~10% seen in
the WHO-5 Wellbeing scores.

1a80 21 Soonse = Boems L lerne
.

"

What is coaching?

According o the Inlemational Coaching
Federation 'Coaching is parinering with
chents in a thought-provoking and
creative process that inspires them to
maxmise their personal and professional
potential. The process of coaching often
uniocks previously untapped sources of
imagination, productivity and leadership.”

The primary coaching approach ap pled
inthe Coaching for COVID-19 program
was solution-focused thinking based on
positve psychology prnciple s, cognitive
behavioural foundations and systems
thinking.

Coaching is different 1o mentoring as it is
not based in adwice-giving or ongoing
relationships between peers. The
program consisted of six sessons as
outlned in the figure balow:

e of

Tamdan
b
= |
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Role Model

.- Set a good example of
prioritising self-care

- Inspire others to
prioritise wellbeing




Reflections

 What is a key takeaway
for you today?

* What are you thinking
about differently?

* What is one thing that
you are going to do
differently and when are
you going to start?




Key
Takeaways

Thriving organisations and high
performing teams are built on a
culture of wellbeing

A culture of wellbeing is
developed by wellness-centered
leaders

Wellnhess-centred leaders must
prioritise their own wellbeing

Wellness-centred leaders can
take simple actions that enable
their teams to thrive



Questions

If you are interested in team
interventions and further
research, please get in touch

sarah.dalton@capstan.com.au
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