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Company-specific programnmes are not off the shelf. Each inquiry sets

a four-step plan in motion: needs assessment, programme design,
implementation and evaluation. A few experts with practical experience
of the process have their say.

Energy supplier Eandis is one of

the latest recruits for the company-
specific programmes of Vlerick
Leuven Gent Management School.
The company started with the Eandis
First Management Programme in May
2009 and since then has completed
two modules.

“The programme focuses on our ‘first
managers’, staff below the middle
management tier who are ready to be
given greater scope,” explains Erik
Vande Weijer (head of Staffing and
Career Development). “The aim of
the programme is that participants
should not just implement others’
ideas but also question, improve and

rethink things for themselves.” Before
Eandis turned to Vlerick Leuven Gent
Management School, the company
had already conducted a thorough
analysis of its learning goals and
linked them to the competences and
disciplines that it felt it needed to fo-
cus on. “You have to be clear what you
want to achieve in order to prepare
properly,” says Erik Vande Weijer.

“In our case the programme had to
prepare staff for a transfer, broader re-
sponsibilities or more complex tasks.
We also wanted to build in a network
component: we didn’t want the
programme to be just an individual
learning experience; we wanted it to
serve as a collective learning vehicle,

not only for the participants but
also for their supervisors, the senior
managers.”

Eandis designated one or more
in-house experts for each module.
“Their role was to illustrate the
theory being taught at Vlerick
Leuven Gent Management School
with Eandis business practice,”
explains Elke Verniers (Training
Products Developer). “Concrete
learning objectives as well as a
scenario setting out the content

and teaching approach were drawn
up for each module in consultation
with the School.” Whether the needs
assessment was done well will only
become apparent later. One of the
first important indicators of this,
according to Erik Vande Weijer, will
be the course participants’ final
project. “Anyone can do a training
module, but the project will show how
much effort the managers put into
the programme and whether it has a
concrete impact on them.”

It’s about being
clear what you want
to achieve”

[Elke Verniers, Training Products
Developer and Erik Vande Weijer,
head of Staffing and Career
Development at Eandis]



Programme design

Interest and commitment at the top are crucial”

[Alexandre Segers, Vlerick Leuven Gent Management School]

A specific programme is designed
based on a thorough assessment

of needs. The man responsible for
company-specific programmes at
Vlerick Leuven Gent Management
School, Alexandre Segers, is involved
in the design process right from the
start. “The company’s input during
the needs assessment stage gives us
a pretty good idea of their objectives,
and we forge concrete links based on
that information. For a company that
wants its managers to give their staff
more feedback, we can develop, for
example, a few sessions showing the
importance of feedback and high-
lighting the link between feedback
and performance.”

Vlerick Leuven Gent Management
School puts a draft programme
together and then submits it to the
company. This draft is checked within
the organisation, and sometimes

also with a number of prospective
participants. “What follows is an itera-
tive process of giving feedback and
adapting until we agree on the overall
design and we know what topics and
objectives should be included in the
various modules.”

What does Alexandre Segers think
are the critical success factors for de-
signing a professional programme?
“Interest and commitment at the

top are crucial. Management has to

Programme implementation

invest more than just money in the
programme; there has to be real in-
volvement. In addition, the company’s
initial request must be carefully ana-
lysed and placed in the specific con-
text in which the company operates,
before a solution is formulated. Is this
programme really the best solution
or are there other options? Finally,
open and confidential communica-
tion is always very important — from
the School to the organisation, from
the organisation to the School, and
also from the organisation to its own
employees. After all, they’re the ones
who will evaluate the programme in
the end: the proof of the pudding is in
the eating, as they say.”

Generating collective momentum in the company”
[Gunter Cools, HR Director at SAS]

A company-specific programme has
been running for business software
developer SAS since autumn 2008.
The aim is to develop or strengthen
the “soft” leadership skills of staff who
have been promoted internally from

a technical role to a management
position.

The programme consists of seven
modules, each of which takes two
days. HR Director Gunter Cools gives
an interim assessment. “SAS used the
programme to address the whole line
management, eighteen of them. We
didn’t want only senior management
to benefit from this kind of training

and these ideas, but everyone in the
company. That’s possible with a tailor-
made programme.”

Gunter sees even more benefits: “By
communicating the same message to
the same group of people at the same
time, you generate a collective mo-
mentum in the company. That gives
an incredible boost of energy. Where
the participants feel comfortable with
one another on a customised train-
ing course, you also get more fruitful
discussions. It’s easier to raise sensi-
tive issues than on an external course.
And then there’s the team-building
aspect: members of staff get to know






