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! The CREDIJ chose to involve one of the most significant 
training centre of the Paris region providing training in the 
field of the Public accountant expertise: the ACE 
(association des comptables enseignement) www.ace-
expert.com

! This centre provides both initial and continuing training for 
adults.

I – Presentation of the target organisation



! The group of participants was constituted of:
!The pedagogical head of the school in charge of training 

and of the recruiting process
!Three trainers in initial and continuing training
!One trainer for adults
!One trainer in continuing training in charge of the 

counselling function (skills assessment , VAE – validation 
of knowledge acquired through experience, etc.)

I – Presentation of the target group



! The main objective of the training session was to 
introduce the TEVAL methodologies and tools to a group 
of trainers and professionals of the vocational training, and 
to promote professional-development practices among 
these professionals.

! The other priority fixed by the TEVAL partnership and 
directly linked to the first objective, is to promote the 
“culture of assessment/evaluation” among the 
practitioners of the vocational training. 

I – General objectives of the training session



I. Presentation of the TEVAL European context and of the objectives
! Presentation of the key competences identified in TEVAL 1
! Presentation of the professional-profile of the trainer revised in TEVAL 2

II. Open-discussion around the general objectives, the domains of competences, 
and definition of the participants’ expectancies  regarding this training session

III. Presentation and discussion around the TEVAL evaluation process and the 
associate tools :

! The TEVAL evaluation process and some complements
! The Close Evaluation model
! The Portfolio

IV. Definition of the objectives and  participants of the second session– promoting 
the TEVAL methodology and process among the organization

II – Program of the training session



! One PowerPoint presentation screened, and one version printed for each 
participant as paper-support.

! One Evaluation-questionnaires fulfilled by each participant, dealing with:

1. The competences’ model: did you find it interesting, and why? Were the clarifications 
made verbally sufficient? Were the exchanges with the group fruitful?

2. The evaluation process: did you find the evaluation process and tools interesting, and 
why? Were the clarifications made verbally sufficient? Were the exchanges with the group 
fruitful? Do you think that this methodology is applicable in your organisation? What are the 
improvement necessary for ensuring its applicability?

II – Tools, documents and resources used 



! I. Presentation of the TEVAL European context and of 
the objectives

!Presentation of the EQF model and European standards
!Presentation of the TEVAL process, that implies a shifting 

from an analytic model toward a richer model that takes 
into account the competences of the professional, of the 
organisation, and the collective competences as well.

!Objective: to put the professional practices in connection 
with the formalised knowledge. 

III – GENERAL on general issues



! I. First comments and questions
1. Question: Concerning training leading to a qualification, how to apply 

the TEVAL framework when national reference-frames are already 
applicable?

It appears that the national reference-frames are often far from the 
reality of the professions (i.e. Building trade)

2. Comment: in alternating training, the link between the trainer and the 
tutor in company is not sufficiently developed, and the reflection 
around the sharing of the training activities is not successfully 
completed.

III –FEEDBACK on general issues



III – FEEDBACK ON THE ACTIVITIES

ACTIVITY A1 " Analyzing training needs and initial assessment 

Comment 1:

In the first domain, it would be interesting to divide the activities according to their 
final purpose: are they leading to a qualification or not?
A hierarchy between the levels and the characteristics of the professional position is 
missing.
A classification in the activities would be necessary (operational, technician, 
designing and conceptual activities, etc.)
Indeed, is a trainer able to analyse complex functions or professions? He is able if 
he is a professional close to the activities himself.

II. Comments on the domains of competences 



III – FEEDBACK on the activity 1

Comment 2 :

The notion of context of the profession and of the job-environment have to be taken 
into account according to the participants (i.e.: the tutor, the level of formalization in the 
company, the company’s capacities to host the trainee in internship,  the quality of the 
follow-up, etc.)
Sometimes, the activity is linked with collective competences.

Comment 3 :

It is necessary to ensure a continuing interaction as well as a continuing assessment 
between the different players of the training, particularly with the company; in order to 
transpose the company’s needs into operational methods. Generally speaking, the 
mobilisation of the company as a training-player has to be reinforced.
At first, it is essential as well to define the trainee’s position and function in direct 
cooperation with the tutor and the enterprise to ensure adequacy.

II. Comments on the domains of competences – A1



III – FEEDBACK on the activity 1

Comment 4 :

One participant suggested to integrate to the trainer’s profile the competence to 
design tools and to develop attitudes in order to improve the trainee’s involvement 
in his/her own training, and to provide auto-evaluation tools for them. This would 
enable the trainee to position him/herself and to identify his/her needs according to 
their job-environment (internship in company) and in a continuing way.
This implies that the trainer would be able to create tools guiding the trainee in his/her 
own positioning in accordance with the training program. This would imply also that 
the trainer would be able to mobilize and direct the trainee toward diverse 
complementary canals (as e-learning or external resources) to favour auto-positioning. 

The trainer then would have to be able to manage information.

II. Comments on the domains of competences – A1



III – FEEDBACK on the activity 1

Comment 4 :

Finally, this comment leads to a major issue of the training centres: how to produce and 
maintain synchrony between the diverse training  key-players, and to ensure a 
continuing follow-up and support to the trainee?
This mediation function may go beyond the trainer’s role, who would turn into a 
counselling role, and even a negotiator-function with the companies.

These new methods of organizing training with coherence and synchrony would reinforce 
each function of the training process: it would encourage a stronger involvement of the 
tutor, and providing auto-positioning tools for trainees would encourage them to analyse 
their work in enterprise, in training, to identify and express new needs, and to increase 
their reactivity. The trainees are then co producers of their training.
.

II. Comments on the domains of competences – A1



III – FEEDBACK on the activity 2

ACTIVITY A2 " Designing learning programmes

Comment 1:
Generally speaking, in France, trainers are not sufficiently confronted with the national 
reference-frames of activities which are indispensable.
The competences’ transfer is not studied, not mastered, not even controlled. 

Comment 2 :
Complete the following task: «Define the different phases of the training in the training centres 
and in enterprise » and add « in function of the professions/jobs and in function of the 
professional sector »

II. Comments on the domains of competences



III – FEEDBACK on the activity 3

ACTIVITY A3 " Delivering learning programs

Comment 1:.To be able to mobilize diverse canals and networks, different means, 
different methodologies in the training sequences, variance of exercises (multiply 
examples).

Comment 2 : To be able to deal with different criterion of heterogeneity, that call for a 
different mode of processing. To have the necessary tools to assess and find a 
solution to these problems/issues.

II. Comments on the domains of competences



III – FEEDBACK on the activity 4

ACTIVITY A4 " Supporting the learner : learner monitoring and review

Comment 1: in the culture of the « face to face » in teaching, it would be necessary to 
study and improve the processes in order to include supplementary time for supporting, 
guiding and counselling the trainee. 

Comment 2 : to favour a collective appropriation and acquaintance of the groups, it would 
be necessary to develop exchanges between learners and the teaching/ professional team.

Comment 3 : there is a paradox between the general idea of “making the training pathways 
secure” and the idea of ensuring guidance and counselling for trainees during the training. 
One participant says that it is not possible to guide a trainee towards retraining, and 
consider it goes beyond the trainer’s role.

II. Comments on the domains of competences



III – FEEDBACK on the EVALUATION PROCESS

Comment 1: One participant expresses his doubts about the auto-evaluation. He suggests to 
integrate the trainee to the evaluation process, who would be able to identify the 
deficiencies of his/her training, and to identify what she/he has not acquired.
However, the trainer is not aware of and does not master the all assessment criteria. 
In Continuing training, a questionnaire has to be fulfilled by each trainee to assess the trainers 
and practices, at the end of the training course. This is a formalised practice in Continuing 
Training: each beneficiary should have the possibility to assess his/her training (large 
assessment of the training action, the equipment, the support and guidance provided to the 
trainee, the resources, etc.)

Comment 2: It would be necessary to enhance the development of exchanging on good 
practices among practitioners, to pool resources and to analyse practices.
These capitalization methods are not formalized, and most of the initiatives existing today are 
individual. 



III – FEEDBACK on the EVALUATION PROCESS

! Comment 3 : It is necessary to involve the professionals in a professional-
development process, and not under a warning or judging perspective, without the 
idea of sanction. It would be better to talk about « professional development »
rather than « evaluation », and to insist on the development of collegial quality. 

! Remarque 4 : It seems that the organisations themselves do not concerned about 
the continuing professionalization of the players, this culture has to be developed.



III – Results from the QUESTIONNAIRES
! The model of competences:

All the participants fund the domains of competences and the professional profile 
interesting, because:

! This constitutes a tool and an opportunity to clarify how to implement an evaluation 
process in the training centre

! The methodology is open and encourage the common discussion
! The model implies a global vision of the training process and an in-depth analysis 

of the objectives
! This is a “logical” and comprehensive model, starting from the analysis and the 

identification to the implementation
! Generally speaking, this model is interesting because it participates to the 

improvement of training.



III – Results from the QUESTIONNAIRES
! The evaluation process:

All the participants fund the evaluation process interesting, because: 
! It constitutes a concrete example on how to improve the formalization of methods 

and the evaluation processes
! The structure is well-defined
! The methodology is exhaustive
! One participant thinks that this process is applicable if we integrate the culture and 

the practices of a group of professionals
! One trainer consider that the evaluation process should be enlarged to all the 

players, and another thinks that it would be precious to make some tutors 
participating to such training sessions to get them involved in the reflection

! One participant thinks that the portfolio may be difficult to implement
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