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LEADING IN A VUCA

LEADING IN A MATRIX

PEAK PERFORMANCE

At TTM associates, we are spurred by the belief of            
creating a lasting positive change for our stakeholders. 
This is why we went to great lenghts to formulate our 
rounded and unique on Behavioural Leaderhip.

We left no stone unturend in our quest to bridge the gap 
between strategic intent and behaviours that are             
experienced by customers.

Indeed, if you picture company vision as an ephemeral 
dream that is intangible and conceptual to customers, 
you will realise that behaviours are the connecting tissue 
that enable you to transform that vision into a reality; an 
experience that can be seen, touched and felt by your 
customers be it internal or external.

Based on our research and interaction with our clients as 
well as thought leaders globally, we sifted through the 
vast world of behaviours and zeroed in on the critical 
ones that create the di�erence as follows:
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Set goals and aligh personal goals with the 
organisational ones whilst priorising them.

Challenge problems by being a proactive think-
er and generate the creative solutions to                  
overcome the problems of achieving your 
personal and organisation goals.

Go through the decision making process flow.
They will become sharp and capable decision 
makers when it comes to day-to-day tasks,          
withstanding the consequences of good and 
bad decision making.

Build influencing skills in relation to various 
stakeholders to make sure decisions are                
implemented in a measurable way.
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Show the can-do-spirit and take the hard calls 
to improve performance and results.

Manage and handle the decision making 
processes within their sphere of inlfuence.

Proactively think how to solve problems.

Delegate tasks related to your decisions to 
various stakeholders to achieve the optimum 
results.

Understand the difference between                           
responsibility and accountability.

Use sharo communication and influencing 
strategies that impact and boost the level of 
execution. 
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Proactive thinking and problem solving.          
Handling complex situations to improve             
organisational goals.

Manage and handle the decision making 
process across the organisation.

Develop a culture of ownership, autonomy and 
empowerment of people as all levels.

Managing and handling the implementation of 
decisions down the organisation.

Mappin stakeholders and managing various 
interests of people.

Inspiring people to take owneship of                  
mobilising their team members and efforts 
collectively to achieve the company results. .13.
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How to become a skilful opportunity maker who 
implements and sustains change for the sake of 
achieving sustainable organisational change.

How to address the impact of change on 
oneself, peers and customers ( internal or                
external), addressing the emotional dimensions 
of change.

How to live change and understand the                 
variables in relation to clients. Moreover, they 
will be able to build the skills of influencing by 
involving the various stakeholders in                        
implementing sustainable change.



Understand the need to evolve with the             
evolving business environment and proactively 
act on the opportunities that it generates.

Be aware and appreciate the impact of change 
on themselves, peers and their team members.

Learn how to deal with and address the                
emotional dimension of change.

They will be able to build the skills of influencing 
by involving the various stakeholders to                   
implement the sustainable change and achieve 
the anticipated results.

How to be forward thinking and how to identify 
opportunities for growth, be an accomplisher 
and derive results from change.



Understand the concept of the burning platform 
of change and capture the posed opportunities 
proactively.

Create, manage and make changes in their    
organisations and at the same time withstand 
the volatile environment and complexity of                 
stakeholders management and mapping.

Commonly understand the uncertain side of 
change on people and various stakeholders. 
Learn how to deal with and address the                 
emotional dimension fo change in various              
situations.

They will be able to build the skills of influencing 
by involving the various stakeholders in                   
implementing the sustainable change and 
achieve the anticipated results.
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Understand the performance management 
cycle and people’s performance.

How to become a skilful, capable planner and 
implementer of day to day tasks to achieve 
goals; this includes setting goals and objectives.

Appreciate the impact of inspired attitude on 
the way they work and achieve their objectives 
on a daily basis.



Making decisions and setting goals and targets 
to improve performance.

Managing and handling the decision making 
processes within their sphere of influence.

Manage other people’ performance and learn 
how to monitor performance.

How to delegate the various tasks of your                
decitions to various stakeholders to achieve        
maximum results.

How to provide a framework for achievement. 
The art of assigning tasks to others to implement 
decisions and achieve results.



Proactively thinking about how to solve              
problems and handling complex situations to 
improve organisational goals.

Create an environment of achievement, clarify 
expectations and ensure employees success.

Develop a culture of owneship and autonomy 
and empower  people at all levels.

Encourage people to achieve, recognise and 
reward achievements.

Inspiring people to take charge and                            
responsibility of mobilising their team  members 
and efforts collectively to achieve the company 
results.
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Understand and appreciate the collaborative 
leadership quality for the nurturing of high 
performance organisations. Focus on the team 
goals and live the team values.

What does it take to build these collaborative 
behaviours? How to become a collaborative 
team member and contribute to the achieve-
ment of the team performance goals?

How to develop a mind-set shift form a ‘me’  
based orientation, to a ‘we’ centred approach?

Build the skills of resolving conflict with peers, 
customers and other stakeholders in order to 
make sure you achieve the anticipated results.

Understand how to contribute as a team 
member in building and sustaining highly          
collaborative performing teams.



highly
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No  matter whether you live, work or manage business, there are lots of 
uncertainties involved and for various reasons they could be economic,            
natural disasters or political turmoil... It is indeed a VUCA world, VUCA is a 
term that was coined more than a decade ago by the US army. They 
described the environment as a VUCA world, meaning that it was Volatile, 
Uncertain, Complex and ambiguous. This is certainly the least that anyone 
can say of such dangerous and rapidly  changing environments where not all 
the facts or inter-relationships can possibly be known. Employees often 
have to operate without having all the facts or of the full understanding of 
the forces that may be influencing a situation. The army quickly realised that 
it took a certain kind of employee to emrace this ambiguity and work with 
structure and vision despite the chaos.

Why Is It Important

What Is

The VUCA world is not going to disappear. As technology develops 
faster and the world becomes a global marketplace, there is no place to 
hide. Change is reletless and the landscape which we work in is               
constantly shifting. Leading in VUCA times becomes increasingly about 
creating moment of clarity and focus, whilst at the same time keeping 
an eye on what is shifting and being prepared to react to it. Reacting 
without having any vision, leaves people feeling confused and demoti-
vated.

Rigidly adhering to a chosen strategy risks missing opportunities or 
failing to respond to market and environmental changes. Somehow 
employees need to walk a fine line betweem these two positions, in 
order to be flexible and yet sufficiently focused to keep people                
motivated. VUCA is complex and challenging, but it is also an                      
environment that cab allow true talents to emerge at all levels of the 
organisation. Indeed one of the mjor lessons of the VUCA world is that 
employees need to engage at all levels to gain their trust and                     
contribution in dealing with the great range of challenges that VUCA 
poses. Seen from this point of view VUCA becomes an opportunity for 
development and greater collaboration, rather that a risk to be                 
mitigated.

The workplace has changed. A phrase borrowed from 
military circles, VUCA is an accurate description of today's 
workplace. In many cases VUCA has become the "new 
normal" since the time of the great recession. What is VUCA 
and how to lead in a VUCA world is more than a buzzword. 
Organisations and their leaders could begin by reframing 
VUCA (Volatility, Uncertainty, Complexity, and Ambiguity) 
with a new lens so that VUCA could mean a world of Vision, 
Understanding, Clarity and Agility

In this new VUCA world order, it is up to the leaders to create 
the environment that leads to engagement and to make sure 
that VUCA now stands for:

Making sure that all employees have the same laser 
focused vision for the future.

Helping employees understand the role that they 
play in making this vision a reality.

Providing the clarity necessary to ensure proper        
alignment and execution of that vision.

Ensuring that employees have the learning, resilience 
and experientia agility that will enable them to 
execute at superior levels both now and in the future.
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Understand the VUCA concept and the why do we 
need to live, work and lead in a VUCA world.

Identify how to evolve in VUCA time with VUCA 
prime.

Demonstrate positive VUCA behaviours.

Take initiatives and decisions in VUCA environments

Use an effective technique to influence your              
stakeholders / customers in a VUCA world.

Make the best out of the business opportunities 
during change and demonstrate agility.

employees, professional

Evolve with VUCA Prime
Be able to emrace & elevate the need

for change.

How to evolve from the negative notion
of VUCA to the positive one,

beginning with yourself and then with 
your team & sphere of Influence.

Focus on demonstration positive 
BEHAVIOURS in a VUCA world.

VUCA! The new normal.

Practicing, acting then reflecting
(at group level and individually).

Transferring this into real life learning
and practice.

Be able to take initiatives and decisions
in a VUCA environment

Be able to focus on the outcomes not
on the events.

Understand the decision making
process.

Identify and map your stakeholders and
know how to cluster and deal with

them appropriately.

Influence your stakeholders in a VUCA
world via the PUSH-BUILD technique.

Apply the stakeholder mapping model
on a real case.

Foreseeing pros and cons of ambiguity.

Believe that you can make a difference.

Explain the importance of being agile in
VUCA time.

Understand the agility model to adapt
with VUCA changes.

Know your change preferences.

The key challenges of businesses today.

Why do we need to lead in VUCA?

Behavioural challenges that you may
face in fast turbulent times.

How you respond to these challenges?

What are the approaches needed
to navigate the VUCA world?
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charged with ambiguity.

prime

What is VUCA and What Are the
Symptoms of a VUCA environment

-

VUCA! The new normal - practicing,
acting then reflecting (at group level

-

-

Vision, Understanding,  Clarity,  Agility.
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Understand the VUCA concept and its impact on 
your business & people.

Leading in a VUCA world -
be Visionary

Volatility in a team context.

Module 4:

Develop your role as coach and mentor

.95.
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The matrix organisation is increasingly becoming a source of        
competitive advantage in today’s highly networked, team based, 
and partnership-orientated business environment. Yet few leaders 
have been trained to lead a matrix organisation; which means 
being highly skilled in managing individuals with  more than one 
reporting line (in a matrix structure), managing across function, 
across business groups and other forms of collaborative working 
that cross the traditional vertical business units - often traditionally 
found in silos - of function and geography.

Businesses today need an expanded repeortoire of skills and a new 
mind-set to succeed in a fast-paced, chaotic, and highly competitive 
business environment. Leading in a matrix structure enables          
leaders to break down business information silos, to increase          
cooperation and communication across the silos and unlock 
resources and talent that are currently inaccessible to the rest of 
the organisation.

Leading in a matrix organisation enables leaders to deliver work 
across the business more effectively - to serve global customers, 
manage supply chains that extend outside the organisation, and 
run integrated business regions, functions and processes. They are 
able to respond more flexibly - reflecting the importance of both 
the global and the local, the business and the function in the        
structure, and are able to respond quickly to changes in markets 
and priorities.

To develop broader people capabilities, a matrix helps develop 
individuals with broader perspectives and skills who can deliver 
value across the business and manage in a more complex and    
interconnected environment.

“The challenge is not so much to build a matrix structure as it is to create a 
matrix in the minds of our managers”. Quoted by a Line Manager. Most 
academic work has focused on structure, where most practitioners seem to 
struggle with the skills and behaviours needed to makte matrix                     
management a success. Most of the challenges are found in the way people 
work together, not the structure.

In “Making the Matrix Work: How Matrix Managers Engage People and Cut 
through Complexity”, Kevan Hall identifies a number of specific matrix 
management challenges in an environment where accountability without 
control, and influence without authority, become the normal way of           
working:

Context - matrix managers need to make sure that people understand 
the matrix structure, the reasoning behind maatrix working and 
change their behaviours accordingly.

Collaborative Culture - being and operating in different countries / 
cultures / time zones and set ups. A matrix is intended to improve 
cooperation across the silos, but it can easily lead to an increase in 
bureaucracy, more meetings and slower decisions where too many 
people are involved.

Control - in a matrix managers are often dependant on strangers 
where they don’t have direct control. There are many factors that can 
undermine trust such as cross cultural differences and communicating 
through technology. When trust is undermined managers often 
increase control. Centralisation can make the matrix slow and expen-
sive to rin with high levels of escalation. Matrix managers need to 
directly build trust in distributed and diverse teams and to emporwer 
people, even though they may rarely get to meet face-to-face.

Community - the formal structure becomes less importat to getting 
things done in a matrix, so managers need to focus on the “soft struc-
ture” of networks, communities, teams and groups that need to be set 
up and  maintained to get things done.
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Describe the features and characteristics of a 
matrix organisation.

Discusss the benefits of working in a matrix                    
structure.

Understand how to set smart goals, and be 
authentic in your workplace.

Identify your organisational culture in a matrix                 
structure.

Build strong relationships and connections in the 
workplace.

Practice effective influencing, collaborating and 
coordinating approaches.

Develop the ability for strategic networking and 
relationship building.

This programme targets leaders, managers and team 
members facing challenges in any matrix organisation. 
The complexity of cooperation within a matrix or 
network organisation poses new challenges for                
delegates and leaders as well. In order to use the full 
potential of such systems, to achieve both individual 
and business goals it requires new competencies and 
tools. Leading in a matrix requires the ability to build 
commitment, accept and apply a new system of 
accountability, and using collaborative tools and            
techniques. Furthermore, additional ingredients for 
leading successfully in a matrix are: demonstrating 
authenticity and integrity in order to build connections 
and collaboration, and also networking with others 
throughout the organisation.

Setting smart goals and objectives with
your line manager.

Setting smart goals and objectives with
your line manager.

Agreeing on the defines goals and how
they fit the matrix structure design.

What are the priorities?
(Yours and the matric group).

What drives your desire to achieve your
goals in the context of the matrix?

Demonstrate accountability to groups
and your own goals? -

The Accountability Steps
do it, solve it, own it, see it.

Experiencing cultural differences in a 
more diverse corporate context.

Impact of Cultural Diversity in 
Matrix structures.

Understanding and sharing personal
cultural experiences.

What is culture and what are the
10 indicators of culture?

What are the cultural inclusice
behaviours and the practices which

demonstrate them?

The underlying skills required to
become a culturally competent

participant in a matrix structure.

Building networks & cooperative
relationships across the matrix structure.

Define networking,
its application and advantages.

Assess and audit your network.

Set network code of conduct.

What is authenticity in the workplace?

Importance of authenticity and personal
accountability in your workplace.

Demonstrate and show your
authentic behaviours.

What is a matric organisation?
How does it work? Why do organisations

adopt matrix structures?

What are the characteristics of a matrix
organisation?

Matrix structures and how to they
compare with current / other

organisational structures? What are team
members roles in a matrix organisation.

Essential skills and behaviours required
of team members.

Why New Organisation design is
imporant in Today’s Business

Environment

Module 1: Module 3:

Module 4:

Valuing Cultural Diversity in
Matrix Structures

Build Strong Coonecyions with
Others in a Matrix Structure

Module 2:
Understanding and Agreeing on

Goals in a Matrix Structure

Module 5:
Being Authentic in the Workplace
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What a matrix structure is important?

What  are the various business structures
and organisation designs

(link between strategy and structure).

Pros and cos of every structure.

The matrix structure and how it compares
with current / other organisational

structures. Challenges for leading across
a matrix structure.

Module 1:
Why New Organisational Design is

Important In Today’s Business
Environment

Strategically and tactically aligh
stakeholders to achieve inter-

dependent goals and objectives.

Understand the different stages
of organisational development
and the leaders resposiveness

to these various stages.

Forge a shared purpose that
inspires all involved.

Craft agreements for engagement and
accountability. Allow autonomy.

Module 2:
Resilient Leadership Styles in a

Matrix Structure

Experience cultural differences in a
more diverse corporate context.

Impact of cultural diversity in a matrix
structure.

Module 3:
Valuing Cultural Diversity in a

Matrix Structure

Understand and share personal
cultural experiences.

What is culture and what are the
6 levels of culture?

What are the cultural inclusive behaviours
and the practice which demonstrates

them?

The underlying skills required to
become a culturally competent manager.

Work effectively within structures or
environments that lack clarity,

while providing direction and positive
support for various people,

(and eliminating the ambiguity).

Practicing influence in a matrix structure
and enxhibiting a continuum of

influencing strategies.

Module 4:
Driving out Ambiguity to Lead

in the Matrix

Handling conflicts for better
understanding and strengthening the

team collaboration in a matrix.

How to deal constructively with
resistance from your collagues and other

important stakeholders.

Widen your network. Effectively develop
and maintain a range of short-term and

long-term collaborative stakeholder
relationships.

Use the SPLASH Model for Lobbying.

Module 5:
Handling Conflicts & Building Your

Network in a Matrix Structure

Understand the cultural bias of a matrix                     
environment and identity personal effectiveness 
gaps for an effective matrix leadership.

Explore common leadership best-practice to       
overcome challenges imposed in a matrix context 
and also develop the ability for strategic                   
networking and relationship building.

Practice effective influencing, collaborating and 
coordinating approaches. Further to this, explore 
leadership communication requirements in a 
matrix set up. Understand strategies for achieving 
objectives and performance in matrix structures.

Identify and manage critical relationships and 
resolve stakeholder conflicts.

Identify individual and organisational action and 
enhancement plans in a matrix structure.

This programme targets the matrix Leaders in  the                
organisation and focuses on developing their skills & 
leadership capabilityto manage people and tasks in an 
ultraditional set-up and structure; the matrix!                           
Collaboration and nurturing its essence is a key success 
factor for them to be able to ignite the spirit of teamwork 
at all levels across the matrix Structure. The complexity 
of a matrix environment changes key effectiveness              
criteria and skill requirements for leaders. Participants 
explore the specific cultural biases imposed by a matrix 
structure. They explore their own assumptions,                   
challenges, successes, mind and skill sets. They                       
investigate the critical skills of influencing, cooperating, 
coordinating, strategic networking and relationship 
building, as well as leadership communication and talent 
management in a matrix context.

.103.



This programme targets executive leaders who are 
facing changes, or are considering changes in their 
organisation design (the match between , strategy, 
structure and culture) into a matrix structure. They will 
learn when to consider this change in the organisation 
structure and will have a tool-kit to spot the right time 
of this change on the organisation life cycle evolution. 
They will learn how to adopt a new set of leadeship 
skills to roll out this change and how to align all             
stakeholders on this journey. Collaboration is a key 
success factor to be able to ignite the spirit of team-
work at all levels. They will learn how to create a launch 
plan whereby they can overcome challenges imposed 
by the complexity of a matrix structure like cultures, 
purpose, roles & responsibilities, performance man-
agement and above all, the conflict of interest of 
various stakeholders!

Learn when & why to consider the matrix          
structure in their company. Appreciate the 
cultural bias of a matrix environment & how this 
impacts peoples performance and results.
Identify & recognisethe importance of shared 
goals & purpose in enhancing ownership and 
buy-in into the matrix structure. Explore 
common leadership best practice to overcome 
challenges imposed in a matrix context. Develop 
the agility for strategic change & amend              
structure and culture accordingly.
Explore leadership communication require-
ments in a matrix set up and practice effective 
influencing, collaborating and coordinating 
approaches. Identify & manage critical relation-
ships and resolve stakeholder conflicts.
Identify individual & organisational action and 
enhancement plans and understand strategies 
for achieving objectives and performance in 
matrix structure.

What are the various business structures
and organisation designs (link between

strategy and structure). Pros and cons of
every organisation design.

Organisation lify cycle & when should we
consider a matrix structure?

Challenges on leading in matrix Strucutre.

Module 1:
Why Change Organisation Design

(Strategy, Structure & Culture)

The organisation purpose: is eveyone
on-board? Inspired? Own the direction?

Aligning the stakeholders on the purpose
and the goals - defining mechanisms to

cascade stategic goals in a matrix
strucutre.

Understanding the different stages
of organisational develpment and the

executives responsiveness to these
various stages.

Crafting agreements for engagement &
accountability to allow autonomy.

Module 2:
Strategic Purpose, Fit Between

Organisation Goals, Strategy
& Structure

Experiencing cultural differences in a
more diverse corporate context & matrix

structure.

Module 3:
Being Culturally Inclusive in

Developing & Launching a Matrix
Structure

Impact of cultural diversity in matrix
structure.

Understanding and sharing personal
cultural experiences.

What is culture and what are the
6 levels of culture? What are the

cultural inclusive behaviours and the
exhibitors which demonstrate them?

The underlying skills required to
become a culturally competent

executive.

Managing complexity of decision making
in a matrix structure.

Work effectively within a matrix
environment that lacks clarity while

providing direction and positive support
for various stakeholders.

How to deal constructively with
resistance and manage stakeholders.

How to deal constructively with
resistance and manage stakeholders.

Practicing influence in a matrix structure
and exhibiting a continuum of

influencing strategies.

Module 4:
Managing Complexities and Thriving

on Ambiguity to Lead in a Matrix

Why conflict happens in a matrix
structure and how to handle it?

Widen your network. Effectively
develop and maintain a range of short

and long term collaborative stakeholder
relationships.

Module 5:
Building Network & Lobbying in a

Matrix Structure
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Today’s workplace is in need of a change. It’s time for employees to stop  look-
ing in the rear view mirror and start upgrading their talent to take it to the 
next level. Many people describe temselves as high performance employees, 
but only a few have the mind-set, discipline, and wherewithal to deliver on 
that promise every day. High performance employees are not just driven, 
they can anticipate crises, manage change, and block out the noise around 
them. Peak performance is a state that is also known as the zone of optimal 
functioning and flow. It refers to a moment when an individual puts it all 
together, when they are in the zone, when everything flows, and when they 
achieve an exceptional performance. Peak performance has been said to be 
the ultimate hig that can reached in human performance (Privette, 1983), and 
described as the prototype of the superior use of human potential (Jackson & 
Roberts, 1992). Peak performance has also been defined as a state of superior 
functioning whose characteristics are clearly focused attention, lack of 
concern with outcome, effortless performance, perception of time slowing 
down, and a feeling of supreme confidence (Brewer, Van Raalte, Linder, & Van 
Raalte, 1991). In a fast-paced and ever-changing workplace environment, we 
are all concerned about stress, bunout and how to achieve peak levels of 
performance on an ongoing basis. Empowering individuals at all levels of the 
organisation to effectively combat stress and to rise above daily challenges, 
to strive towards self-mastery, which ultimately leads to organisational 
wellness is of concern to all. Accordingly, all levels can learn how to join 
together to create individual and organisational health and well being.

As a CEO, business leader, department head, manager or employee, you 
no doubt agree that personal and organisational performance is a key 
driver to any suceess. High performance does not only result in higher 
growth rates increased profitability; it also leads to lower risk, less 
stress, and creates a more joyful workplace for people withing your 
organisation.

Employees who self-manage, rise consistently to hig levels of peak 
performance in their work and in their lives. They are able to manage 
stress and often have a mind-set and situational awareness where they 
take responsibility for decisions, calculated risks, they change                  
maladaptive patterns of thought and behaviour and deal with life’s 
demands in a powerful, effective manner. Employees and colleagues 
respond creatively with a renewed sense of enthusiasm to the pressures 
and demands of work and life. They more beyond traditional stress    
management tactics, to a new paradigm where stress is embraced and 
used as an enerising force to catapult the peak performer to higher and 
higher levels of achievement.

This powerful workshop will give you the opportunity to learn 
about the most recent developments in theory and practice 
relating to developing a peak performance mind-set. You will 
develop your peak performance mind-set by experiencing the 
three important traits of a peak performer - TTM Associates 
style. First, awareness is the foundation of all change. Next, 
revewal is the conscious, ongoing effort to rejuvenate and 
regenerate oneself, a necessary factor in combating regular, 
potent stressors. Finally, the peak performer formulates        
strategies and tactics for dealing with the demands of work 
and life. Being driven is the key differentiator, that makes peak 
performenrs stand out from individuals who give in to life’s 
challenges. Be in charge of your own destiny!

TTM Associates, will use the HPT-3-D Model by Stock 1996, to 
support building the peak performance mind-set across          
different organisational layers. We define the functional and 
the emotional role of each layer and demonstrate with a   
measurable set of behavious.
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PEAK
PERFORMANCEPERFORMANCE
PEAK

Understand the definition of the peak                       
performance state (the zone of optimal func-
tioning and flow) ZOF and its characteristics.

Define your peak performance state by being 
aware of your primary motivators.

Be aware of your stressors and de-stressors, 
and initiate change to lead others to peak           
performance.

Renew yourself, stay focused, analyse your 
situations, solve problems systematically and 
make sound decisions.

Appreciate the impact of changed attitude on 
the way you work and achieve objectives on a 
daily basis.

This programme is designed for front-line employees 
and professional / supervisors. They will build their 
capability in performance behaviours to become 
skilled and inspiring communicators as well as effec-
tive planners. They will effectively recognise their 
peak performance state, when it happens and learn 
how to sustain and renew it. Furthermore, they will 
understand the how, when and why of setting goals, 
giving constructive feedback, coaching peak perfor-
mance teams and encouraging others to achieve. 
Participants will learn how to engage and be focused, 
confident and resourceful. They will be able to 
respond to challenges, and consistently over achieve. 
Simply put, they will practice and build the skills to 
demonstrate these behaviours as follows:

How to keep peak performance
flowing?

Overcome challenges, solve problems
and make sound decisions by using

the 4-steps method.

Take initiative and inspire other to
make the change happen.

Understand change psychology and
its different stages.

Embrance the change stages and
make the best out of it.

Module 3:
Self-Renewal

What drives your desire
to achieve goals?

What are your priorities and goals?

Your work life balance.

Managing your workload,
stress and motivation.

Putting it all together!

Module 4:
Inspiring Yourself To
Drive Performance

Why do we need to be peak performers
in today’s fast-paced changing business

environment?

Behavioural challenges that delegates
face in achieving the organisations

performance goals.

What are the peak performance
barriers?

How do these challenges impact on
motivation and inspiration?

What is peak performance?
What behaviours demonstrate

peak performance?

The qualities of peak performers.

Module 1:
Understanding Peak Performance in

an Organisational Context

Define your Stress Profile using
the WBT    .

The impact of your stress
profile on performance.

How can you de-stress yourself.

What are the drivers of inspiration - 
the external and internal forces.

How to overcome negativity and keep
motivated team players focused on

their own and the team goals.

Understand the impact of personal
style on the perception of inspiration.

Module 2:
Self-Awareness

.111.



Define the peak performance team characteristics. 

Encourage people to take ownership of, and be 
accountable for their work performance.

Embrace stress and use it as a motive to create a 
work environment where people are comfortable 
taking on the risks associated with new responsibil-
ities.

Engage & empower team members in problem 
solving and decision making processes. Further 
support team members to be part of the change.

How to provide a framework for achievement. Set 
clear functional & behavioural goals for self & 
teams. Monitor the ZOF of self and others and give 
feedback.

Boost morale, improve productivity, and increase 
profitability by coaching for peak performance. 

This programme targets from all functional back-
grounds and different levels (line, middle or senior man-
agers). They will benefit from developing peak perfor-
mance capabilities such as showing initiative, planning, 
target and goad setting, engaging their subordinates in 
problem solving & decision making processes, building 
peak performaning teams, communicating efficiently 
and effectively, striving to achieve and giving space to 
people to learn. Your managers through examples, will 
learn how to develop a culture of peak performance and                   
achievement. They will practice giving constructive             
feedback and how to influence and motivate others. 
They will look at what it takes to develop a high perfor-
mance culture which is driven by engaging, enabling 
and giving feedback. This will help them develop the 
skill and behavious listed below in themselves and in 
their teams:

Smart
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This programme targets senior executives and focuses 
on their role of developing, a peak performance culture 
across the organisation. Creating a high performance 
culture and empowering employees leads to improved 
employee morale. Executives will be taken through a 
challenging, thought-provoking learning experience 
that will shape peak performance behaviours like highly             
effective communication, personal responsibility,                
emotional and rational influence, empowering, creativi-
ty, driving results and learning by doing. Your execu-
tives will develop the skills to create a peak perfor-
mance culture which will be mission and value driven. 
They will learn to become skilful communicators who 
have the ability to influence other and achieve sustained 
results; they will experience. practice and build skills to 
help them develop these behaviours in themselves and 
their organisations:

Create an environment of peak performance,           
clarify expectations and ensure employees 
succeed.

Develop a culture of empowerment - empower 
people at all levels.

Encourage people to achieve, recognise and 
reward achievements.

Inspiring people to take charge and responsibili-
ty of mobilising their team members and efforts 
collectively to achieve the company results.

Set engagement strategies and enablers pool.
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