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@ O1 Competitive Advantage

Maintaining competitive advantage has become
increasingly intricate due to the acceleration of
innovation cycles, necessitating that firms
consistently modify their products, services, and
processes to outpace competitors.

WHAT IS THE CURRENT STATE AND
CHALLENGES OF ORGANIZATIONS ?

02 Sustainable Growth

Achieving a balance between profitability and long-
term sustainability presents a challenge, as
organizations face pressure to innovate while
fulfilling environmental, social, and governance (ESG)
criteria.

03 Market Volatility

Organizations encounter heightened uncertainty
stemming from swift technical advancements,
geopolitical conflicts, and economic disturbances,
necessitating adaptive ways to manage perpetual

change.
+™) Mental Hub

Mental Health Partner and HR Assessment Center



WHAT IS ADAPTIVE LEADERSHIP ?
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ambidextrous

adjective
UK ) | =m.bi'dekstras/ Us ) / z=m.bi'dek. stras/
Add to word list I=

able to use both hands equally well:

« [ am naturally left-handed, but was not allowed to write with my left hand, with the result that
| became ambidextrous.

* He is a promising, ambidextrous young golfer.
+i=
designed to be used both by people who are left-handed (= using the left hand to

write and do most things) and those who are right-handed (= using the right hand
most):

+ The ambidextrous design means the mouse is great for lefties or righties.

« There is an ambidextrous thumb lever on both sides of the hand grip.

+
il

able to do two or more different things equally well:

 Working in today's media calls for ambidextrous mullitasking.

« They suggest that, in order to successfully innovate while maintaining the performance of
the core business, organizations need to be "ambidextrous”.
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Mental Health Partner and HR Assessment Center A/} Indonesia



Mental Health Partner and HR Assessment Center



WHAT IS AMBIDEXTROUS ORGANIZATION AND LEADERSHIP?

An ambidextrous organization adeptly manages
the simultaneous requirements of exploration
and exploitation, facilitating innovation while
optimizing current operations. This equilibrium is
essential for sustained success in a competitive
environment.

Trac, D., Tran. (2023). Organizational Ambidexterity. Management, doi:
10.1093/0b0/9780199846740-0214

Mental Health Partner and HR Assessment Center

Ambidextrous leadership denotes the capacity of
leaders to concurrently participate in exploration
and exploitation endeavors. This indicates that
they can innovate while simultaneously
guaranteeing efficient production and operations
inside their businesses.

Rachel, Reynolds., Ann, Romosz. (2023). Ambidextrous Leadership in
Non-Profit Organizations: The Role of Joint Space. doi:
10.2139/ssrn.4613340
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DEFINITION

Exploitation

Existing processes, improving efficiency, and
capitalizing on known resources. It focuses on
optimization, control, and risk mitigation.

= s

Exploration

Activities that focus on innovation, experimentation, and
seeking out new opportunities or ideas. It emphasizes
flexibility, learning, and risk-taking.

O'Reilly, C. A, Ill, & Tushman, M. L. (2004, April). The ambidextrous
] ol . | ambidextrous-organization

B

'! _— : organization. Harvard Business Review. https://hbr.org/2004/04/the-

I il
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LEADERSHIP IN AMBIDEXTROUS ORGANIZATIONS

Role of Leaders

Leaders in ambidextrous firms are crucial in articulating the vision and cultivating a culture that prioritizes both
innovation and operational efficiency.

Vision and Strategy

Effective leaders must communicate a persuasive vision that balances exploration and exploitation, linking
resources and efforts with common goals.

Promoting Innovation

Leaders must create a climate that nurtures creativity and risk-taking, enabling people to explore new ideas while
ensuring operational efficiency.

m Decision-Making Frameworks

The use of comprehensive decision-making frameworks allows leaders to assess opportunities from both

exploratory and exploitative viewpoints, hence assuring equitable resource distribution.
+™) Mental Hub
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Part 1: The Early Success and Challenges

e USA Today thrived in the 1990s with a large readership and
strong advertising revenue.

e Problems emerged: declining newspaper readership, rising
competition from TV and internet, and increasing newsprint
costs.

e Tom Curley, President and Publisher, recognized the need to
expand beyond print, aiming for new media opportunities like
the internet.
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Part 2: Initial Online Strategy and Challenges

e In 1995, Lorraine Cichowski was tasked with launching
USAToday.com, operating independently from the print
division.

e Despite a promising start, the online business struggled due to
isolation from the print team and lack of support.

e Curley realized that separation was not the answer—
integration was needed to leverage the newspaper’s
resources.
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Part 3: The Ambidextrous Organization

e In 1999, Curley introduced a “network strategy,” integrating
print, online, and television platforms.

e Separate teams with distinct cultures were maintained, but
leadership became tightly integrated.

e A unified incentive system encouraged collaboration, leading
to shared content across platforms and long-term success in
both print and digital media.
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SWOT Analysis for USA Today

Strength:

Strong Brand Recognition
Innovative Leadership
Diversification

Weakness:

Cultural Differences
Initial Isolation
Rising Costs

Opportunity:

Growth of the Internet
Expanding Audience Base
Digital Advertising

Threat:

Declining Print Readership
Competition
Technological Change

Mental Health Partner and HR Assessment Center
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TOWS Analysis for USA Today

Strength:

Strong Brand Reco@igiion
Innovative Leaders@ip
Diversification

Opportunity:

Growth of the Internet
Expanding Audience Base
Digital Advertising

Weakness:

Cultural Differences
Initial Isolation
Rising Cg

Threat:

Declining Print Readership
Competition
Technological Change
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TOWS Analysis for USA Today

Strength Weakness

Address cultural differences
through training and team-
building initiatives to
strengthen cross-platform
collaboration.

Leverage strong brand
recognition and integrated
platforms to dominate both

print and digital markets.

Opportunity

Leverage brand recognition Balance rising costs by
Threat to retain loyalty among diversifying revenue streams,
traditional print audiences including digital
while expanding digital reach subscriptions and online ads

+ Mental Hub
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SWOT Analysis for Kemenkes Case

Strength:

Strong commitment to infrastructure
development and workforce training

Support from government funding

Weakness:

High logistical complexity in reaching
underserved rural areads

Opportunity:

Partnerships with NGOs and international
organizations

Threat:
Sociocultural barriers in rural areas

Economic instability

Mental Health Partner and HR Assessment Center
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TOWS Analysis for Kemenkes Case

Strength Weakness

Partner with NGOs
specializing in rural
healthcare delivery to
overcome logistical

Leverage government and
international partnerships to
scale healthcare initiatives in

underserved areas

Opportunity

challenges
Use government resources Focus on efficient resource
and partnerships to address allocation to optimize costs
Threat sociocultural barriers and minimize logistical
through targeted awareness challenges in rural
campaigns deployment
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SWOT Analysis for Your Own Organization

Strength: Weakness:

Opportunity: Threat:
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SWOT Analysis for Your Own Organization

Strength: Weakness:

Opportunity: Threat
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TOWS Analysis for for Your Own Organization

Strength Weakness

Opportunity

Threat
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How to Write SMART Goals

ART

.....

Specific Measurable Achievable Relevant Time-bound
Provide a clear Include a metric Set a Set a Set a date for
description of with a target challenging challenging when your goal
what needs to that indicates target, but keep target, but keep needs to be

be achieved. success. it realistic. It realistic. achieved.

A Mental Hub
A/} Indonesia
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What is SMART looks like?

TO (action verb)(single key result) by (target date) by S;%Su?;gg)es
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Is it a SMART Objectives?

e [ncrease market share

e Meet budget

e Monthly analysis of market trends

e Liaise with Commercial and Production
e |ncrease customers

A Mental Hub
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What is SMART looks like?

Examples:

e To implement a new performance management process by Dec 31, 20XX by involving
stakeholders in the design and providing training to users.

e To complete a customer satisfaction survey by Jan 31, 20XX by partnering with an
experienced external firm on the design and deployment.

e To implement changes by 15 November 20XX to enable month end analysis to be
completed and reports produced by the bth working day of the month without loss of
quality of analysis or presentation standards.

+ Mental Hub
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SMART Goal for for Your Own Organization

TO (action verb)(single key result) by (target date) by S;%SU?ng)eS

To reduce maternal mortality by 25% by December 2026 with
support from government funding and international
partnerships.

+ Mental Hub
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OKR is a tool/method to manage goals,
promote collaboration, drive execution

Began in the 1970s, became popular with large tech companies after Google’s successful use in the 2000s.

XY A
© 7~
a Key Results
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Breaking it down...

Objective Key Results

A ' 4
4 \
[}

“Where do | “How do I Know I'm
need to go?” getting there?”
Objectives are goal Key Results measure
statements that set progress and confidence
direction and toward an Objective
inspire action based on the strategy

identified

Mental Health Partner and HR Assessment Center

Initiatives

“Whatilll do
to get there?

Initiatives describe the
work/tasks required to
drive progress on Key

Results
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An easy-to-understand example:

Objective: Qualify for RONMAN World Championship on 2025 Inn"“n"

Key Results:

KR1 Increase functional threshold power (FTP) from 192 watts to 275 watts.
KR2 Increase average cadence from 84 to 100 rpm.

KR3 Increase time in saddle from 5 hours per week to 11 hours per week.

Initiatives:

10 week FTP builder program; Yoga for cyclists; Weight gain program for strength;
Weight training

+ Mental Hub
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Objective: To reduce maternal mortality by 25% by December 2026 with support from
government funding and international partnerships.

Key Results:

1.Establish 100 community-based maternal health clinics in rural areas by December 2026.

2.Train 500 midwives in rural areads to provide prenatal and postnatal care by December
2026.

3.To ensure 80% of pregnant women in targeted rural areas receive at least four prenatal
care visits by December 2026

Initiatives:

1.Clinic Development Program
2.Midwife Training Program
3.Partnership and Fundraising Campaign

+™) Mental Hub
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OKR QUALITY: 4 Keys to writing good Objectives

1. FOCUS
e Recommend to have no more than 3-5 Objectives

e Priorities game-changers

2. RIGHT GRANULARITY
e Goals to be achieved within a defined timeframe

e Not too generic or granular

3. INSPIRE
e |Incorporate qualitative description to set challenging but inspiring goals

4. PROACTIVE COMMUNICATION & ALIGNMENT
e Communicate goals within the team (manager, subordinates), and across functions (peers)

e Align with relevant parties, adjust if necessary, before finalizing

+™) Mental Hub
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Performance
Management
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What is performance management?

Performance management aligns organizational success with goals
through goal setting, measurement, feedback, and development. It
ensures continuous improvement by monitoring, evaluating, and
enhancing stakeholders’ performance effectively.

Paola, Cantarelli. (2023). 4. Performance Management. doi: 10.1007/978-3-031-40490-0_2
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Mental Health Partner and HR Assessment Center



Evolutionary stages of Performance Management

— _I::vo-m- - il g
g —— lalogue
SR e . cycle
-
i
1. Focus on 2.Focus on 3.Focus on strategy alignment
performance performance and performance culture
More | appraisal management
sustainable “I am truly committed to maximize
performcmce my own, my team’s and my
company’s performance”
»
“I need coaching to improve my
competencies and achieve the objectives”
“I must meet my
targets”
Less
sustainable
performance

Less resource intensive > More resource intensive
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Mental Health Partner and HR Assessment Center A/} Indonesia




Strategic Performance Management

Starting point Outcomes
] RS SE R S E i | ,
Strategic context | | Business
| |
. | ! performance
. . | |
Strategic intent Performance model B Performance management |
. |
Business model B systems : Aligned
o I I .
Operating model : | Behavior metrics
| |
Purpose ' Planning |
: | hi | Way of ROI on awards
Philosophy . Coaching | working
Principles | Reviewing :
Key metrics Rewarding : Key
| | [EREEESEEE ! Compbetencies engagement
— i Leadership ! P
Assumptions | Promotlc.)n : Value based Employee
Symbols : Succession : Behaviors enablement
| o
Beliefs : : Climate
| |
I I
R e e |
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Performance Management Concept

Organization’s Strategic
Goals

A

Division [ Department Goal

Division/ Department Goals
Translated From Overall
Organization’s Strategic Goals

Accounting for ;
—
Performance Individual Goals ,
KPI for Individual Job Behavioral Competency
Aligned with Defined to Achieve Optimal
Department Goals Output / KPI
Output/ Key Performance
Indl)::ators Process/ Competency
Coaching Performance Coaching
Planning
Eq.link with
;qunqglng Remuneration, Link with Other HR
or INK WI er . .
Training & Systems Mid Term Review
Performance
Development
and Career
Management Coachin Year End Review Coaching

N——

Mental Health Partner and HR Assessment Center
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Performance Management Cycle

“Differentiation of

“Clarity of

. eXxpectation”

Strategy

/ Rewa rding Planning '

Structure, Culture &
Organization Goals

Reviewing Coaching

Team Objectives,
Jobs, Roles

" “Frequency
and quality of
dialogue”

+ Mental Hub
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Performance Management Cycle

Rewarding

Understanding what Assessing how good/

good performance is

Re-enforcing good
poor performance was performance

W@Performance planning is a core B@Managers are selected for and held Binitial self-assessment is critical Bincreased clarity regarding how
business process accountable for effective coaching S performance is rewarded
WOpen, two-way communication is
BTranslates strategjc intent into BManagers and employees are trained clliletel BMDistinctive rewards for different

understood goals/actions : g d at hi . o aspects
In and are good at coaching EDiscussion includes both performance
evaluation and development

opportunities BUse of both monetary and non-

WAIll aspects of performance matter B@Modeling of coaching behaviors is
monetary rewards

o . o critical (this includes the executive levels)
BODbjectives include behaviors in

addition to results B The role of Human Resources is

value-added vs. controlling

BEmployees play a strong role in the .gﬂqunecr'%errge%(e)?rtneotr?geCI'mo'te for
performance-planning process BlNeed to have an objective rating
Binteri . d (f lly) assessment, could consider
WObstacles to good performance are ARSI ClASC IS Lo lLh/ calibration process
identified and dealt with o :
ICoochlng interventions are frequent
and are focused

(less formal)

|[dentify what «Monitor «Act on feedback «Summarize total period
-Clarify how -Give feedback -Build self-esteem -Rate performance *Apply a broad spectrum of
-Commit -Get feedback and capability -Strategize for improved performance rewards in a focused way

+™) Mental Hub
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Cascading goals (alignment process)

Corporate Plan

Business Unit Plans

Mental Health Partner and HR Assessment Center Indonesia



Balanced Scorecard Approach

e Balanced Scorecards are divided
into 4: Financials, internal
tornal Businoss Process business process, customer and
Ty, S By e learning & growth

“To sabaly our

our vision, how Vision and SR
mhouid we = wnd
- Etmlegy .

T HE o e Alignment with vision and
strategy

antl T

Learning and Growth

Obsjectves Maasres Tupsts |nitiaties

o, | |
- [
change and

~ .

“To mchive
o o, how
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Balanced Scorecard Approach

The Balanced Scorecard (BSC) is a strategic management tool designed
to provide a comprehensive view of organizational performance by
integrating both financial and non-financial measures. It facilitates the
alignment of business activities with the organization's vision and strategy,
enhancing communication of objectives across various levels.

e Financial Perspective: Focuses on financial performance metrics, such as revenue growth and
profitability, to assess the economic health of the organization.

e Customer Perspective: Evaluates customer satisfaction and retention, emphasizing the importance of
customer relationships in achieving strategic goals.

e Internal Processes Perspective: Analyzes the efficiency and effectiveness of internal processes,
ensuring that operations align with strategic objectives.

e Learning and Growth Perspective: Encourages continuous improvement and innovation by measuring

employee training, skills development, and organizational culture
+™) Mental Hub

Mélinda, Chéhimi., Gérald, Naro. (2024). 1. Balanced Scorecards and sustainability Balanced Scorecards for corporate social responsibility strategic
alignment: A systematic literature review. Journal of Environmental Management, doi: 10.1016/j.jenvman.2024.122000
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Balanced Scorecard Approach

Increase in profit

- N financial

Sales go up perspective

All objectives should be measurable !

|
|
Acquiring - Increase I| customer

new business

perspective

customers existing clients

Developing Effectiveness |ntem0.|
new products of processes perspective

learning & growth
perspective
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Balanced Scorecards on Kemenkes Case

Financial Perspective

Objective: Ensure cost-effective implementation and sustainability of the
project.

e Key Performance Indicators (KPIs):
a.Total Budget Utilized: Ensure the budget is allocated efficiently to the

establishment of clinics and midwife training.

b.Percentage of Funding Secured from Partnerships: Measure the amount
of external funding (government and international partners) versus
iInternal funding to assess the financial viability of the project.

c.Cost per Clinic Established: Track the average cost of establishing each

clinic to ensure resource dllocation is optimal.
+™) Mental Hub
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Balanced Scorecards on Kemenkes Case

Customer Perspective

Objective: Improve maternal health outcomes by increasing access to
maternal healthcare.

e Key Performance Indicators (KPIs):
a.Maternal Mortality Rate Reduction: Achieve a 25% reduction in maternal

mortality in the targeted rural areas by 2026.
b.Prenatal Care Access Rate: Target 80% of pregnant women in rural

areas to receive at least four prenatal care visits.
c.Patient Satisfaction: Measure satisfaction of women who visit the new

clinics through surveys to assess service quality and trust in the system.

+™) Mental Hub
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Balanced Scorecards on Kemenkes Case

Internal Processes Perspective
Objective: Optimize clinic operations and ensure effective healthcare delivery.

e Key Performance Indicators (KPIs):

a.Number of Clinics Established: Complete the establishment of 100
community-based clinics by 2026.

b.Midwife Training Completion: Train 500 midwives by December 2026 and
ensure 100% of trained midwives are deployed in the rural clinics.

c.Clinic Utilization Rate: Track the percentage of clinics’ capacity utilized
(number of visits vs. available slots) to ensure services are reaching the
target population.

d.Healthcare Delivery Process Efficiency: Measure the time from clinic
construction to operational status, aiming for timely setup and service

provision.
+™) Mental Hub
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Balanced Scorecards on Kemenkes Case

Learning & Growth Perspective

Objective: Build capabilities within the Ministry and ensure sustainability of the
health initiative.

e Key Performance Indicators (KPIs):
a.Midwife Retention Rate: Track the retention rate of trained midwives in the
rural clinics, aiming for a high retention rate to ensure continuity of care.
b.Employee Training Hours: Measure the number of training hours invested in
developing the skills of healthcare workers, including midwives, clinic
managers, and community health workers.

+™) Mental Hub
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Performance Management Challenge ~

/

e Resistance to Change: Employees and managers may resist adopting new
performance management practices due to fear of additional workload, skepticism
about the system'’s effectiveness, or a lack of understanding of its purpose.

e Lack of Clear Objectives and Metrics: Without well-defined performance objectives
and measurable metrics, employees may struggle to understand expectations,

leading to inconsistencies in performance evaluations.

e Inconsistent Implementation: Performance management systems can be applied
Inconsistently across departments or teams due to varying levels of management

commitment or understanding.
+™) Mental Hub
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WHAT IS THE BEST WAY TO DRIVE
CHANGE IN AN ORGANIZATION?

+™) Mental Hub
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Q Leadership style is important in supporting
organizational change as it influences

O
35 ES communication, employee engagement, and

ﬁ
? % overall morale.

Michael, Ba, Banutu-Gomez., Ramatoulie, Whan, Banutu-Gomez. (2024). 1. Leadership, Strategy and
Organizational Change. Journal of Knowledge Management Practice, doi: 10.62477/jkmp.v24i1.202

+™) Mental Hub
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The research confirms that the right leadership style is
crucial in overcoming ongoing changes. Adaptive
leadership, along with strategic leadership and
Intuition, enhances adaptation strategies, enabling
organizations to effectively navigate rapid change and
maintain competitive advantage.

Yul, Windiya, Rini,, Iriani, Ismail. (2023). 6. Exploration of Leadership and Adaptation Strategies to
Organizational Change. doi: 10.55927/modern.v2i5.5991

+™) Mental Hub
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We need to map out leadership styles to
maximize potential, identify challenges,
and recognize opportunities within the
different types of leadership.

DISC Personality can be one of an effective
tool for understanding leadership styles
because it provides insight into the
behavioral characteristics that underlie
how a person leads.

+ Mental Hub
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DISC Personality

(Dominance, Influence, Steadiness, dan Compliance)

Let’s observe ourself character...
Then, reflect together....

= o 8 e
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DISC: Dominance (Red)

Individuals with a Dominance personality type are characterized by their
assertiveness and ability to manage challenges effectively. They are often seen
as strong-willed and goal-oriented, demonstrating intelligence and a resolute
approach to problem-solving.

Dominance person leadership style:

e Assertive and Results-Oriented: Tend to act quickly and focus on
achieving outcomes, making decisions with confidence.

e Willing to Take Risks: They aren't afraid of big challenges and are
often willing to take risks to reach ambitious goals.

e Direct and Straightforward: Their communication style is usually clear
and to the point, though it can sometimes come across as blunt or
aggressive.

Source: Qurratul, Aini.,, Nur, Rachman, Dzakiyullah. (2023). 1. The Use of Dominace, Influence, Steadiness, and Compliance (DISC) Personality Test in the
Assessment of Nurses’ Personal Characteristics. Jurnal Keperawatan Soedirman, doi: 10.20884/1.jks.2023.18.2.6592

+™) Mental Hub
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DISC: Influence (Yellow)

Those with an Influence personality type are typically outgoing and sociable,
often engaging in interpersonal behaviors that encourage collaboration and
teamwork. They are persuasive and enjoy leading others through their charm
and enthusiasm.

Influence person leadership style:

e Inspiring Motivator: Natural motivators, inspiring others through their
energy and enthusiasm.

e Relationship-Oriented: They focus on building strong connections
and creating a positive, inclusive work environment.

e Collaborative and Friendly: These leaders enjoy working with teams
and encourage collaboration and participation among team
members.

<

Wees

Source: Qurratul, Aini.,, Nur, Rachman, Dzakiyullah. (2023). 1. The Use of Dominace, Influence, Steadiness, and Compliance (DISC) Personality Test in the
Assessment of Nurses’ Personal Characteristics. Jurnal Keperawatan Soedirman, doi: 10.20884/1.jks.2023.18.2.6592
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DISC: Steadiness (Green)

The Steadiness personality type is marked by traits such as dependabillity,
patience, and empathy. Individuals with this personality are good listeners
and are often seen as trustworthy and supportive.

Steadiness person leadership style:

e Supportive and Caring: Care about their team’s well-being and provide a
stable foundation of support.

e Calm and Patient: They are typically calm under pressure and maintain
patience, helping the team feel secure and supported.

e Consistent and Reliable: These leaders maintain a stable and consistent
approach, ideal for promoting steadiness within the team or organization..

Source: Qurratul, Aini.,, Nur, Rachman, Dzakiyullah. (2023). 1. The Use of Dominace, Influence, Steadiness, and Compliance (DISC) Personality Test in the
Assessment of Nurses’ Personal Characteristics. Jurnal Keperawatan Soedirman, doi: 10.20884/1.jks.2023.18.2.6592
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DISC: Compliance (Blue)

Compliance personality types are characterized by their adherence to rules,
procedures, and standards. They are detail-oriented and focused on
accuracy.

Compliance person leadership style:
e Analytical and Detail-Oriented: Data-driven and highly attentive to
detail, ensuring decisions are based on facts.
e High Standards: They set high standards and ensure that work
meets expected quality levels.
e Systematic and Methodical: These leaders prefer a structured,
systematic approach, ensuring processes are followed accurately.

Source: Qurratul, Aini.,, Nur, Rachman, Dzakiyullah. (2023). 1. The Use of Dominace, Influence, Steadiness, and Compliance (DISC) Personality Test in the
Assessment of Nurses’ Personal Characteristics. Jurnal Keperawatan Soedirman, doi: 10.20884/1.jks.2023.18.2.6592
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DISC Energy on a Good Day

To the point

Detall

: Tegas
. Pendiam Fokus .
COmP"Clnce Senang menganalisis Proaktif Dominance

Disiplin gartekad kuat

Rajin pemberani
Konsisten pominan

Menggunakan data Percaya Diri

Perhatian Antusias
Senang membantu Mudah beradaptasi
Apresiatif Fleksibel
Supportive Penyemangat Influence

Steadiness Dapat diandalkan Interaktif

Sabar Menyenangkan
Sangat menghargai Dinamis
Ceria

Source: https://www.fullcircletd.co.uk/insight-discovery/

+™) Mental Hub
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Steadiness

Terlalu kaku
Ragu-ragu

Penuh curiga
Dingin

Lebih banyak diam

Pasif

Tidak bersemangat
Lambat

Terlalu bergantung
Keras kepala

Mental Health Partner and HR Assessment Center

Agresif

Mengontrol

Mengatur

Sulit toleransi

Emosi mudah meledak
Angkuh

Tidak bisa diam
Mudah panik

Berisik

Terburu-buru
Tergesa-gesa dalam
mengambil keputusan

DISC Energy on a Bad Day

Dominance

Influence

Source: Source: https://www.fullcircletd.co.uk/insight-discovery/
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Expert Profile

dr. Elvine Gunawan, SpKJ
Psychiatrist

Doctoral Candidate, Medical Faculty,
Padjadjaran University (current)

*Psychiatrist, RSIA Limijati Bandung
*Psychiatrist, Klinik Utama Karya Sehat Nusantara

*Founder Mental Hub Indonesia
Head of Health and Wellness Program Career Class

*Cognitive Behavior Therapy

Dialectical Behaviour Therapy Foundational Therapy
*Acceptance Commitment Therapy
*Marital Therapy Gottman
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01 02

Sadar akan Kemampuan

Potensi mengatasi
tekanan

il 2

Mental Health Partner and HR Assessment Center

03

Bekerja
Produktif
Menghasilkan

Kesehatan Jiwa

Psikiatri - Psikologi positif

04

Kontribusi
terhadap
Komunitas

+™) Mental Hub



KESEHATAN MENTAL =
KESEHATAN OTAK

| Kesehatan otak anda adalah
’ kunci dari kesehatan jiwa Anda.

+™) Mental Hub
A/} Indonesia
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Poloski Vokic, cupational Stress Perceived: A Croatian Survey. F
0, EFZG Working Papers Series. 11.
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Kesejahteraan Psikologis pada Pekerja

Kepemimpinan Kepuasan
PEmimp (Optimasi Bekerja)
Interv.ensi. Emosi Perilaku
Organisasi Sejahtera
Resiliensi - Kesejahteraan Performa Kerja -

Psikologi Positif Psikologis Engagement
Kapasitas v Komitmen

Psikologi Individu organisasi

Mishra, Himani & Venkatesan, M.. (2022). Psychological Well-being of Employees, its Precedents and Outcomes: A Literature Review and Proposed Framework. Management and Labour Studies. 48. 0258042X2211179. 10.1177/0258042X221117960.

+™) Mental Hub
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Fisik
e Mudah Lelah
e Keluhan Nuyeri

e Keluhan GIT
e Keringat >>

Kesejahteraan
Jiwa

Kognitif

e Kecerdasan

e Memori

e Konsentrasi

e Problem solving
e Stuck - Blank

Mental Health Partner and HR Assessment Center

e Keluhan Fisiologis MOSOIOh

Emosi

Tidak stabil
Cemas
Curiga
Sensitif
Negatif

Perilaku

Insomnia
Agresif
Adiksi
Agitatif
|solasi

+™) Mental Hub




Selama 2 minggu terakhir, seberapa sering

. Tidak Beberapa Lebihdari Hampir Setia
Anda terganggu oleh masalah-masalah berikut: P P P

Pernah Hari 7 hari 14 hari

—

1. Kurang tertarik atau bergairah dalam melakukan apapun 0 1 2 3
-—

2. Merasa murung, muram, atau putus asa 0 1 2 3

e~
3. Sulit tidur / mudah terbangun / terlalu banyak tidur 0 1 2 3

e ——e
4. Merasa lelah atau kurang bertenaga 0 1 p) 3

e ——e

5. Kurang nafsu makan atau terlalu banyak makan 0 1 2 3

e ——
Kurang percaya diri, atau merasa bahwa Anda adalah orang yang

"~ gagal atau telah mengecewakan diri sendiri atau keluarga

Sulit berkonsentrasi pada sesuatu, misalnya
mengerjakan sesuatu, membaca, atau menonton

Bergerak atau berbicara sangat lambat sehingga orang lain
8. memperhatikan, atau sebaliknya merasa resah atau gelisah, 0 1 p) 3
bergerak lebih banyak dari biasanya

9. Merasa lebih baik mati atau ingin melukai diri sendiri

dengan cara apa pun 0 1 2 3

+™) Mental Hub
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Selama 2 minggu terakhir, seberapa sering

Anda terganggu oleh masalah-masalah berikut: Tidak  Beberapa Lebih dari  Hampir Setiap

Pernah Hari 7 hari 14 hari
1. Merasa gugup, cemas, atau gelisah 0 1 2 3
—€§€§€—€§—€————————————— o
2. Tidak dapat menghentikan atau mengontrol kekhawatiran 0 1 2 3
3. Terlalu banyak mengkhawatirkan berbagai hal 0 1 2 3
4. Sulit merasa santai 0 1 2 3
5. Merasa kurang istirahat hingga sulit untuk diam 0 1 2 3
6. Mudah kesal atau marah 0 1 2 3
7. Merasa takut hal buruk akan terjadi 0 1 g 3

+™) Mental Hub
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Silahkan hitung jumliahnya!
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Hopkins Checklist 25
(HCL-25)

https://hprt-cambridge.org/screening/hopkins-symptom-checklist

Mental Health Partner and HR Assessment Center Indonesia


https://hprt-cambridge.org/screening/hopkins-symptom-checklist

1 Bagian A: Gejala kecemasan Sama sekali Sekali Agak Sering
tidak pernah sekali sering
1. | Tiba-tiba merasa ketakutan 1 2 3 4
‘ il_tanpa sebab yang jelas |
| 2. | Merasa ketakutan | ] 2 3 | 4
[ 3. | Limbung, pusing, atau lemas ] 2 3 1 4
4. | Kegelisahan atau gemetar di 1 2 3 4
dalam din
| 5. | Jantung berdebar kuat atau | 1 I 2 | & | 4
| amat cepat
6. | Gemetaran 1 2 3 4
7. | Merasa tegang atau terhimpit 1 2 3 4
8. | Sakit kepala l 2 3 4
Saat merasa amat ketakutan 1 2 3 4
atau panik
10. | Merasa resah, tidak dapat 1 2 3 4
diam tenang

+™) Mental Hub
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Bagian B: Gejala Depresi Sama Sekali Sekali Agak Sering
Tidak pernah sekali sering
(A) (B) (C) (D)
11. | Merasa kurang bertenaga, 1 2 3 4
melambat
12. | Mempersalahkan dir1 sendiri 1 2 3 S
untuk bermacam-macam atau
berbagai hal
13. | Mudah menangis 1 2 3 -
14. | Kehilangan minat atau 1 2 3 —
kesenangan seksual
(tidak mau berada di1 antara
perempuan atau laki-laki, lawan
jenis)
15.| Selera makan terganggu 1 2 3 -
(berkurang)

Mental Health Partner and HR Assessment Center
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16.| Sulit tidur, mudah 4
terbangun/terjaga

17.| Merasa tidak punya harapan 8
mengenal masa depan

18. | Merasa sedih

19.| Merasa kesepian 4

20. | Berpikir untuk mengakhiri . 4
hidup anda

21.| Merasa terperangkap atau o
terjebak, tidak dapat keluar dan
suatu situasi

22.| Terlalu mengkhawatirkan 4
banyak hal

23.| Merasa tidak tertarik atau tidak 4
berminat terhadap segala hal .

24.| Merasa bahwa segala sesuatu o
memerlukan usaha keras atau
terasa berat |

235.| Merasa tidak berharga 8

Total | D=

Mental Health Partner and HR Assessment Center
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Skor Klien=(A+B+C+D)/15=(..... +....... +
T R /15

Intepretasi

0 -- 1,75 = tidak memiliki masalah depresi

1,76 -- 3,00 = memiliki masalah depresi

3,01 -- 4,00 = memiliki masalah depresi berat

Mental Health Partner and HR Assessment Center

Mental Hub

®

Indonesia



Bagaimana kita bisa mengidentifikasi
staf atau teman kerja yang memiliki
masalah mental emosional?

+™) Mental Hub
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‘ Tahap ALARM

Ancaman/ Reaksi terkondisi Denyut jantung +
Pemicu terhadap 'i:ekuncln darah +
: +
& Pemicu Stres etegangan otot
{}"-.
ﬁqﬁ‘ Kehilangan fokus —W
¥ Pikiran kalut
- Aktivasi
: : . Takut
Amigdala Fight - Flight - Freeze e

Sumber: www.wakingwaves.com

+™) Mental Hub

Mental Health Partner and HR Assessment Center



& Tahap RESISTEN

Strateqi fisik dan :
Pemicu Stres mentgal untuk Kurang tidur
Berlaniut Kekebalan lemah
) melawan stresor

= O Mood tidak stabil

'f ~eigl ﬂﬁ Kelelahan mental

Vel !

| : = Reaktivitas

~Aktivasi Tubuh butuh emosional yang
AkSlS HPA ! t|ngg|

homeostasis

Sumber: www.wakingwaves.com

+™) Mental Hub
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Tahap KELELAHAN

Kewalahan Kemampuan
oleh Tuntutan adaptif sudah

20 sepenuhnya

o
{Ep‘a terkuras
&
. -.‘;«""
Dampak Tubuh sudah
Global sangat kewalahan

Mental Health Partner and HR Assessment Center

Kelelahan kronis
Kesehatan
memburuk

Penurunan kognitif

dan kesehatan
mental

Mati rasa
Gangguan mood

Sumber: www.wakingwaves.com
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e
N
Perubahan Suasana Hati
(Changes in Mood)

Sehat (Healthy) Reaktif (Reacting) Terluka (Injured) “

e Naik turunnya mood e Mudah marah e Marah e Mudah meledak-ledak
yang cenderung e Tidak sabaran e Cemas e Cemas yang
normal e Gugup e Kesedihan yang berlebihan/ panik

e Tenang e Sedih mendalam e Suasana hati

e Percaya diri tertekan/ mati rasa

+™) Mental Hub
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Perubahan Pikiran dan Sikap
(Changes in Thinking and Attitude)

Sehat (Healthy) Reaktif (Reacting) Terluka (Injured) “

e Memiliki selera humor e Sarkasme yang tidak e Memiliki sikap yang e Tidak patuh
yang baik tepat negatif e Memiliki pikiran bunuh
e Menerima segala e Memiliki pikiran yang e Pikiran yang tidak diri
sesuatu dengan tidak diinginkan diinginkan datang e Tidak memiliki
tenang e Terkadang hilang berulang kemampuan untuk
e Memiliki kemampuan fokus saat e Berkali-kali hilang berkonsentrasi, hilang
untuk berkonsentasi mengerjakan tugas fokus saat ingatan atau
dan fokus pada tugas mengerjakan tugas kemampuan kognitif

+™) Mental Hub
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Perubahan Perilaku dan Kinerja
(Changes in Behaviour and Performance)

Sehat (Healthy) Reaktif (Reacting) Terluka (Injured) “

o Aktif secara sosial e Berkurangnya _ e Menarik diri
maupun fisik aktifitas maupun * Menghindar e Mangkir
e Hadir dengan penuh kegiatan sosial * Lamban e Tidak dapat
kesadaran e Hadir namun tidak * Kinerja menurun menyelesaikan tugas/
e Berkinerja baik penuh kesadaran pekerjaan

e Menunda pekerjaan

+™) Mental Hub
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Perubahan Fisik (Physical Changes)

Sehat (Healthy) Reaktif (Reacting) Terluka (Injured) “

e Memiliki pola tidur e Memiliki pola tidur e Gelisah saat tidur e Tidak bisa tidur/ tidur
yang baik yang kurang baik e Kehilangan nafsu yang berlebihan

e Memiliki nafsu makan e Perubahan pola makan makan e Tidak nafsu makan
yang baik e Sedikit kekurangan e Sedikit kelelahan e Kelelahan yang

e Merasa penuh enerqi e Berat badan naik turun berkepanjangan
semangat e Berat badan sedikit secara tidak stabil e Berat badan naik turun

e Memiliki berat badan bertambah/ berkurang secara ekstrim
yang stabil

+™) Mental Hub
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Perubahan dalam Hal Kecanduan
(Changes in Addictive)

Sehat (Healthy) Reaktif (Reacting) Terluka (Injured) “

e Mengkonsumsi e Mengkonsumsi e Sering mengkonsumsi .
alkohol dalam jumlah alkohol secara teratur slkalis] * Minum alkohol secara
yang terkontrol ke sering e Minum alkohol secara teratur ke sering

e Tidak minum alkohol e Minum alkohol agak berlebihan e Kecanduan
secara berlebihan berlebihan

+™) Mental Hub
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Sumber Stres

di Tempat Kerja

Karakteristik Gejala Penyakit
Individual Akibat Kerja

e Tekanan darah diastolik
Individualistik e Kadar kolesterol

Pekerjaan Intrinsik
Kondisi kerja fisik yang buruk | Beban kerja yang
berlebihan | Tekanan waktu | Bahaya fisik, dll.

Peran dalam Organisasi

Ambiguitas peran | Konflik peran | Tanggung jawab
terhadap orang lain | Konflik merupakan batasan
organisasi (internal dan eksternal, dll.)

Tingkat kecemasan » Detak jantung

Tingkat neurotisme  Merokok
Toleransi terhadap e Suasana hati depresif

ambiguitas e Minum untuk melarikan diri
Pola perilaku tipe A  Ketidakpuasan kerja

Pengembangan Karier
e Penurunan aspirasi, dll.

Promosi yang berlebihan | Promosi yang kurang |
Kurangnya Keamanan Kerja | Ambisi yang terhalang, dll.

Hubungan di Tempat Kerja Sumber Stres

Hubungan yang buruk dengan atasan, bawahan, atau rekan di Luar Tempat Kerja
kerja | Kesulitan dalam mendelegasikan tanggung jawab, dll.

 Masalah keluarga

e Krisis kehidupan

e Kesulitan keuangan,
dll.

Struktur dan Iklim Organisasi

Kurang atau tidak ada partisipasi dalam pengambilan
keputusan | Pembatasan perilaku (anggaran, dll.) |
Politik kantor | Kurangnya konsultasi yang efektif, dll.

+™) Mental Hub
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Pegawai yang melaporkan tingginya
tingkat perilaku toxic di tempat kerja
lebih cenderung mengalami burnout,

yang pada akhirnya
meningkatkan niat untuk keluar.

+™) Mental Hub
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Perilaku toxic di tempat kerja merupakan
penyebab utama)dari dampak negatif,
seperti burnout dan tingginya niat untuk keluar.

+™) Mental Hub
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MNegative outcomes Positive outcomes

Intent Burnout Depression  Anxiety Job Organizational Worls
to leave  symptoms  Distress  symptoms symptoms satisfaction  advecacy engagement

Factors
Other’

Freedom from stigma

4

4
2 2
7 5
4 8

Suppaortive growth
environment

Sustainable work

Faktor-faktor yang
berkontribusi terhadap
hasil di tempat kerjaq,

M Inclusivity

B Toxic workplace
bhehavior

persentase variansi
dalam pengukuran hasil
yang dipengaruhi oleh
faktor tersebut.

McKinsey

& Company

Jote: %0 values indicate the relative contribution of each predictor bo the proportion of variance explained for each outcome. These melrics weare farced

to sum to 100% (instead of B2 or no meaningful sum) to allow for direct comparisons of the propoertion of total variance explained across outcomes. Total
r-squared for each outcome: work engagement, 0.53; organizational advocacy, 0.51; work satisfaction, 0.51; burnout symptoms, 0.36; intent to leave, 0.34
distress, 0.22; depression symptoms, 0.21; anxiety symptoms, 0,19, Figures may not sum to 100%, because of rounding

icludas organizational accountability, employes health as a strategic priority, and access t0 resgurces.
Source: Mckinsey Health Institute Emplovee Mental Health and Wellbeing Sureey 20925, 0= 14 5059
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https://www.mckinsey.com/mhi/our-insights/addressing-employee-burnout-are-you-solving-the-right-problem

Mengelilingi diri dengan orang-orang yang
menantang cara berpikir Anda dan

mengubah pandangan ketika dihadapkan
dengan logika serta bukti yang lebih kuat.

Saya mungkin salah!

Berinteraksi dengan berbagai
sumber informasi dan

Itu mungkin salah!
mempertanyakan kredibilitasnya.

Menemukan kelemahan dalam argumen
_orang lain tetapi tidak menyadari
~_keterbatasan argumen sendiri.

Kalian semua salah!

Memperjuangkan pandangan
diri sendiri dan menyerang
pandangan pihak lain.

Mereka salah!
Kami benar!

Memperlakukan pemikiran
diri sendiri sebagai
kebenaran mutlak.

A Mental Hub
A/} Indonesia

Saya selalu
benar!
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Narcissism

e Muluk e Eksisionisme e Superior
e Dominasi ¢ Perasaan memiliki hak istimewa
e« Sewenang-wenang e Sombong e Eksploitasi
e Ekstrover « Kekaguman terhadap diri sendiri
e Perbaikan diri  Angkuh o Sensitif terhadap kritik
e Mandiri ¢ Mengejar perhatian dan sensasi

Kemampuan untuk
mempengaruhi dan

_ : Promosi diri
MAPISISERNY Ketidaksenangan oron ot Psychopathy

Keegoisan

o ° E Ketidakpedulian
Machiavellianism S
A | e Implusif e Rentanc g
. Reputasi ® Sinisme o Strategis (Gl « Mencari-cari emosi « Agresif Lec:laci's
Taktik Orientasi ke masa depan N o Suka mengambil risiko e Anti sosial
® erbohong . . .
e Etika dan moral yang rendah Penipu opotunis Menarik dan mempesona dari luar saja

. Tidak bermoral e« Fleksibel e Empati rendah « Tidak bertanggung jawab

) : o Tidak berhati nurani
e Perhitungan strategis _ o
e Orientasi di masa sekarang

 Tidak berprinsip  Tidak memiliki belas kasihan

dan rasa bersalah

+™) Mental Hub
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Constructive Leadership
Bright Side of Leadership
(Values based leadership)

Authentic Leadership
Charismatic Leadership
Ethical Leadership
Responsible Leadership
Servant Leadership

Spiritual Leadership
Transformational Leadership

=> Derailed Leadership

Dark Side of Leadership
(Strengths in Extreme)

Strengths overused, e.g..:

=  Extreme self-confidence becomes
arrogance

= Extreme assertiveness becomes
mtimidation

= Extreme competitiveness becomes
manipulation

= Extreme affiliation becomes
passive-aggressiveness

= Extreme need for control becomes
micromanaging
Negative traits not addressed, e.g..:

=  Low emotional control leads to
extreme moods, unpredictability and
volatility

Destructive Leadership
Dark Side of Leadership

(Harm to individuals and organisations)

= Abusive Supervision

= Aversive Leadership

"  Dark Side Charismatic

=  Dark Side Transtformational
=  Dark Side Authentic

= Laissez-faire Leadership

®»  Machiavellian Leadership

= Narcissistic Leadership

= Qrganisational Psychopaths/
Sociopaths (subclinical)

»  Toxic Leadership
=  Tyrannical Leadership
®  Unethical Leadership

Leader self-regulation Negative affectivity and

poor leader self-regulation
Follower fear, blind

obedience, silence, and
compliance

-—-

Follower courage,

. ; —
influence and voice

Sumber: Webster, V. (2016). The Dark Side of Leadership and Its Impact on Followers.

+ Mental Hub
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Lack of Trust
in Team

Lack of Increased
Leadership Trust Control

Diminished
Leadership
Effectiveness

Diminished
Performance

Lack of Team
Self-Sufficiency

e Flinders, Matthew & Tonkiss, Katherine. (2015). From ‘Poor Parenting’ to Micro-Management: Coalition Governance and the Sponsorship
of Arm’s-Length Bodies in the United Kingdom, 2010-2013. International Review of Administrative Sciences. 82.10.1177/0020852314564311.

e Flinders, M, & Tonkiss, K. (2016). From ‘poor parenting’ to micro-management: coalition governance and the sponsorship of arm’s-
length bodies in the United Kingdom, 2010-13. International Review of Administrative Sciences, 82(3), 490-515.

Mental Health Partner and HR Assessment Center

Decreased
Performance

Decreased
Morale & Culture

Lack of Trust in
Leadership

Increased

Anxiety

Increased Fear

Increased
Avoid

+™) Mental Hub

\/J Indonesia




Tight—Loose Tight—Tight
[Fukuyama’s ‘sweet spot’, | [‘'micro-management’,  ‘agency
‘proportionality’, ‘good governance’] | shadowing’]

oy
<
= =0 N :
= - Pengasuhan Otoritatif Pengasuhan Otoriter
=
6 Loose-l.oose Loose-Tight
= [ ‘'rTunaway bureaucracy thesis’, [Little control 1n relation to aims
a0 : g o5 e S :
"E S abdication thesis’, ‘poor parenting’| | but significant oversight]
& S
7 3 Pengasuhan Mengabaikan Pengasuhan Memanjakan
Loose Tight

Operational Control

+™) Mental Hub
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Budaya Kerja Keras
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Ketidakseimbangan
Berkepanjangan

Tuntutan Pekerjaan

e Tekanan target
pekerjaan

FenOmena e Lingkungan kerja
Okupasi - kurang nyaman

. e Tuntutan pekerjaan
Pekerjaan / ekspektasi

Mental Health Partner and HR Assessment Center

Sumber daya

Otonomi di pekerjaan
Relasi pekerjaan yang
suportif

Penghargaan -
apresiasi

Konflik internal

+ Mental Hub
A/} Indonesia




o Kelelahan berkepanjangan
atau ekstrim

e Regulasi kognitif menurun

e Masalah proses emosional

e |solasi sosial

+ Mental Hub
A/} Indonesia
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n

Kessler score
LA

2015 2016

2017/ 2018

2019

16%
14%
12%
10%
8%
6%
4%
2%

0%

== Kessler === Productivity loss
1 Phillips W, Whitmore M and Soffia M. Case Study Evidence: What matters for mental health and productivity in a financial services firm, Briefing, June 2022, What Works Centre for Wellbeing.

2.de Oliveira, C., Saka, M., Bone, L., & Jacobs, R. (2023). The Role of Mental Health on Workplace Productivity: A Critical Review of the Literature. Applied health economics and health policy, 21(2), 167-193. https://doi.org/10.1007/s40258-022-00761-w

Mental Health Partner and HR Assessment Center

Productivity loss
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Guided self-help/
Primary care/
Specialty care

Culture/ Workplace/
Systems Organisations

Burnout

Karoshi

Al-Madhagi, H. A. (2023). Unveiling the Global Surge: Unraveling the Factors Fueling the Spread of Karoshi Syndrome. Risk Management and Healthcare Policy, 16, 2779-2782. https://doi.org/10.2147/RMHP.S444900

https://www.sma.org.sg/news/2018/may/overwork-related-disorders-karoshi-depression-and-burnout
+ Mental Hub
M/ Indonesia
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Stres psikologis kronis — .:R

e Pekerjaan e Pendidikan

e Relasi e Ekonomi
 Keluarga ¢ Perubahan iklim - polusi *%°
ACTH
Highly palatable \
foods
=5 . o
ﬂ P i ?‘l LI
- il Increase .
Disrupted sadentary . X =;= THE
h : °
circadian rhz.rthm bE avigur tGe tAdrenaline -
-1- H}: \ tNA | ACh (hactophagos T - EX .
a® .'-' 8 Cefle, Naiural :, ion
H a9 ."- e Eiller Calis) —
I a® L - I / Peustbeus Cylopdasm

Behavioural Risks B - Infl ti
nflammation

7 \
Metabolic <—/ Cardiovascular Risks

i A "

=T

Vascular damage  aiphorosclerosis

Hypercoagulable
state

Insulin
Resistance

Increased
adiposity

Hypertension
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Model Dinamik Temporal

Interaksi stres - hippocampus

Moderate
Neural activity Synaptic plasticity
Place cefls, LTP LTD
Osoillations
l H | A ~ Morphology
Motivation, S| V itic
Arousal ﬁ‘y_‘ﬂ,' ' reorganization,
; Spine density,
=" Soma size
: Q
Neurochemicals -
CRF, ACTH, CORT, ®; o, [ Neurotoxicity, g
Catecholamine, .7 @~ Neurogenesis § =

Enkephalins

+

|

Stress effects on
hippocampal functions

Stress intensity and duration

+ Mental Hub
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Stres Kronis

HPA i
PR ~ (N Inflammation
dysregulation s- 'r )
)-('-‘). 7
Cortisol - Oxidative stress
’ — e 4
Altered Insulin
neurotransmiters o I o resistance
Dysregulation of Abnormal gut
hunger and microbiota
appetite hormons | m——

Pigtkowska-Chmiel |, Krawiec P, Zietara KJ, Pawtowski P, Samardakiewicz M, Pac-Kozuchowska E, Herbet M. The Impact of Chronic Stress Related to COVID-19 on Eating Behaviors and the Risk of Obesity in Children and Adolescents. Nutrients. 2024; 16(1):54. https://doi.org/10.3390/nu16010054
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Fisik
e Mudah Lelah
e Keluhan Nuyeri

e Keluhan GIT
e Keringat >>

Kesejahteraan
Jiwa

Kognitif

e Kecerdasan

e Memori

e Konsentrasi

e Problem solving
e Stuck - Blank

Mental Health Partner and HR Assessment Center

e Keluhan Fisiologis MOSOIOh

Emosi

Tidak stabil
Cemas
Curiga
Sensitif
Negatif

Perilaku

Insomnia
Agresif
Adiksi
Agitatif
|solasi
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Self
Awareness

e Penyadaran emosi
e Self assessment
e Percaya diri

Self
Management

Kontrol diri

Mempercayai &
dipercayai

Disiplin & tanggung jawab
Kemampuan adaptasi
Dorongan berprestasi
Inisiatif

Mental Health Partner and HR Assessment Center

Social
Awareness

e Empati
e Orientasi service
e Penyadaran organisasi

Social Skill

Membangun orang lain
Mempengaruhi
Komunikasi

Manajemen konflik
Kepemimpinan

Katalis perubahan
Membangun ikatan
Kerjasama dan kolaborasi

+ Mental Hub
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Survival Mode Revival Mode

Mengatasi Menghentikan
beban kerja berlebihan beban kerja berlebihan
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"’fSE{:urity ]

o
C Safety )

Protection
from Harm

| Learning (Stmial. Suppnrt)

Connection
& Community

Opportunity
for Growth

Centered on

Worker Voice
and Equity

Glc:cnmplishment)

Work-Life
Harmony

~ b

L
a
PaT

Mattering
at Work

¥

( Meaning

www.hhs.gov/surgeongeneral/priorities/workplace-well-being/index.html
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The company is not and must never claim to be
home, family, religion, life or fate for the individual.

It must never interfere in his private live
or his citizenship.

He is tied to the company through a voluntary
and cancellable employment contract, not
through some muystical or indissoluble bond.

-Peter Drucker
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Canlas, J.M. (2015). The Influence of Family Relationship Satisfaction and Perceived Work-Family Harmony on Mental Health Among Asian Working Mothers in Singapore.
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Keamanan psikologis di tempat kerja

1. Tentukan batasan
e Personal vs Individual
e Cara berinteraksi dan waktunya
e Batasan topik dan ekspektasi
e Sampaikan ekspektasi dan buat klarifikasi

2. Buat batasan - target dan sistem efektif
e Pengaturan waktu V.
o Komunikasi jelas dan spesifik - kurangi kesalahan persepsi
e Transparansi dan dukungan

3. Observasi anggota tim yang disfungsional

4. Empati --> Ildentifikasi

5. Cari dukungan --> Sistem rujukan

+™) Mental Hub
Mental Health Partner and HR Assessment Center @ Indonesia


https://docs.google.com/document/d/1I989xDsk_MUZ4WprKhlR4XNqbSwmcR2a/edit?usp=sharing&ouid=113509818189777653094&rtpof=true&sd=true

Staf mengalami penurunan konsentrasi,
sering melakukan kesalahan, terlihat

murung dan tidak bersemangat.
Banyak mengeluh dan sering izin sakit.

e Kemungkinan Kasus?
e Apa yang akan Anda Lakukan?

+ Mental Hub
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Staf sering terlihat cemas saat presentasi, gagap, dan blank saat
ditanya, berkata bahwa saya tidak mampu, tidak bisa, tidak akan
berhasil. Orang lain melihat dia sebagai anak yang pesimis.

NB : Secara performa baik dan cerdas

e Kemungkinan Kasus?
e Apa yang akan Anda Lakukan?

+ Mental Hub
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Anda memiliki anggota tim yang sering mengadu domba
dan membuat kegaduhan dalam berelasi.

Staf bisa menjadi sangat baik di depan Anda tapi
meminjam nama Anda untuk menekan beberapa orang.

e Kemungkinan Kasus?
e Apa yang akan Anda Lakukan?

+ Mental Hub
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Anda bertemu dengan staf baru yang cenderung tidak
bertanggung jawab dan sering membuat alasan untuk
kelalaliannya, kerap menjual drama dan Anda melihat

tendensi nya untuk mengakui hasil karya orang lain.

e Kemungkinan Kasus?
e Apa yang akan Anda Lakukan?

+ Mental Hub
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Anda diminta untuk memasukkan nama salah satu staf
untuk promosi. Anda senang dengan seseorang karena
dia bisa mengerjakan tugas Anda dengan baik tapi
banyak digunjuingkan orang lain sebagai manipulatif

Apa yang akan Anda lakukan

sebagai pimpinan?

Mental Health Partner and HR Assessment Center
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Kasus 1

Anda bekerja dalam sebuah tim di mana atasan

Anda sering menegur dan mempermalukan
anak buah di tengah rapat.

Beliau juga sering cuci tangan bila
mendapatkan teguran dari atasan.

Apa yang akan Anda dan lakukan sebagai
individu dan sebagai anggota tim?

+ Mental Hub
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Kasus 2

Anda sering menemukan teman kerja yang
menjual “masalah hidup” untuk mendapatkan
pemakluman dari teman-teman sekelompok.

Selain itu sering kali yang bersangkutan
menunjukkan ketidak bertanggungjawabannya.

Apa yang akan Anda lakukan agar hal ini tidak
berkelanjutan dan mengganggu kerja tim?

Mental Health Partner and HR Assessment Center
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Kasus 3

Anda melihat teman Anda menunjukkan
perbuahan emosi dan perilaku. Menjadi
sering menarik diri, cenderung sensitif dan
mudah tersinggung. Sering tidak masuk dan

tidak membalas pesan. Yang bersangkutan
pun tampak murung.

Apa yang akan Anda lakukan?

+ Mental Hub
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Kasus 4

Anda menemukan teman kelompok Anda
memiliki pola manipulatif dan ambisius tidak
sehat. Sering kali berbicara merasa paling
banyak bekerja, tidak mau mengakui kerja

kelompok, selalu berusaha terlihat baikd an
dekat dengan atasan.

Apa yang Anda dan tim akan lakukan? 9

+ Mental Hub
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Dengan meningkatkan kesadaran diri
terhadap kepribadian orang lain,

kita dapat meningkatkan kinerja
dan kesejahteraan di tempat kerja.

N -Dr Rainer Kurz
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Membangun Memberikan

kesadaran & akomodasi

budaya yang kepada
suportif karyawan

Mental Health Partner and HR Assessment Center

@ o
"~ nieess

; 9,

Menawarkan Memastikan
bantuan akses terhadap
kepada pengobatan

karyawan
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Professional fulfilment
lAﬁsesment is key

Survey

e Burnout is the metric
| e Well-being is the goal |

Drives strategy Responsible parties

Individual

Personal
— .
resiliency

All stages of prevention need to be included in strategy development

Primordial prevention Primary prevention Secondary prevention
Optimal well-being High stress Burned out

Mehta, L.S., Murphy, D.J. Strategies to prevent burnout in the cardiovascular health-care workforce. Nat Rev Cardiol 18, 455-456 (2021). https://doi.org/10.1038/s41569-021-00553-0
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Komunikasi Efektif

Komunikasi yang efektif merupakan keterampilan penting
untuk kesuksesan dalam kehidupan pribadi maupun profesional.
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TERIMA KASIH

Share momen/insight dan tag instagram @elv_gun

Let’s Collaborate!

() TERA +62 821 3066 2565




