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Abstract. Обучение позволяет сотрудникам лучше интегрироваться в рабочую силу, сохранить свою занятость и развить свои 
навыки. Созданные системы направлены на обеспечение трудоспособности работника, его способности сохранить или 
получить работу. Работник имеет право на обучение. Обучение играет важную роль в развитии навыков человеческих 
ресурсов в любой организации. Фактически, этот рычаг, который обязательно должен затрагивать все аспекты в компании и 
все ее функции, должен быть обобщен на всех сотрудников, независимо от их уровня знаний или положения в иерархии. 
Обучение – это инструмент, который позволяет компании эффективно противостоять все более непредсказуемой и 
ограничивающей среде. Важность систем обучения в организациях такова, что лица, принимающие решения, регулярно 
заказывают аудит систем обучения своих компаний, чтобы выявить сильные и слабые стороны и предложить необходимые 
корректировки. Данная презентация дает возможность продемонстрировать концепцию аудита обучения и представить 
обобщение примеров применения этого подхода в группе Societe Generale в качестве меры повышения эффективности 
процесса обучения. 
Keywords: аудит, обучение, управление человеческими ресурсами, совершенство, компания. 
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Аннотация. Training allows employees to better integrate into the workforce, maintain their employment and develop their skills. 
The systems put in place aim to ensure the employability of the employee, his or her ability to keep or obtain a job. The employee has 
a right to training. Training plays an important role in the development of human resource skills in any organization. In fact, this lever, 
which must necessarily affect all aspects in a company and all its functions, must be generalized to all employees, regardless of their 
level of knowledge or position in the hierarchy. Training is a tool that allows the company to effectively confront an increasingly 
unpredictable and restrictive environment. The importance of training systems in organizations is such that decision makers regularly 
commission audits of their companies' training systems to identify strengths and weaknesses and suggest necessary adjustments. This 
presentation is an opportunity to demonstrate the concept of a training audit and to present a synthesis of examples of how this approach 
has been applied in the Societe Generale Group as a measure of excellence in the training process. 
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Introduction 

The optimization of human resources man-
agement practices is the wealth of any company, 
but to remain in the competitive market, require to 
take care of human resources, it is necessary to in-
vest to train the employees who will guide us and 
give us strength and power to always have the keys 
of success and remain always in competitiveness, 
because the success of any company depends 
largely on the skills and qualifications of its human 
resources. 

In this context, managers are led to question 
themselves and their collaborators about the func-
tioning of the organization. The development of au-
diting has led to the appearance of different types 
of approaches classified according to different cri-
teria. These different types have emerged with the 
development of the internal and external environ-
ment of companies and with the emergence of new 
needs for certification and organization. 

The training audit is one of the results of this 
development and its objective is to improve the 
training system in organizations. Every training 
system has strengths and weaknesses. 
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In this context, the purpose of the training 
audit is to evaluate the training system or structure, 
both in terms of structuring the response to training 
needs and in terms of organizational conditions 
(human, financial and material resources, etc.). 

This work attempts to define the concept of 
training audit 

And gives its approach and methodology of 
application. To further understand its applicability 
at the level of the group societe generale which 
concerns the application of the audit of training. 

Social auditing is a process applied to the 
management, activities and relationships of indi-
viduals and groups in organizations; it is a method-
ical, independent and documented process that ob-
tains audit evidence and evaluates it objectively to 
determine the extent to which audit criteria are met. 
Audit criteria are met 

In our study, we used theoretical and practi-
cal models aimed at analyzing the training audit. 

Training Audit: The training audit is an ex-
ternal contractual and efficiency audit, it examines 
the quality of the training rules and procedures and 
their compliance with predefined standards or 
benchmarks. 

The steps of the training audit process are as 
follows: 

– The three stages of the audit; 
– The six essential steps; 
– The essential documents (underlined el-

ements); 
The figure 1 below illustrates the training au-

dit process.  
 

 

Figure 1. Adaptation of the training program audit approach 

 
 
 

Objectives of the training program audit: 

First step: 
ANALYSIS 
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DEMAND 

1 - A demand: A problem, an 
imbalance, a question, a need for 

evaluation 
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Second 
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To examine the efficiency and conformity 
of all activities related to the training programs  
followed by the company's employees (training 
plans, administrative management, training pro-
gram design, choice of external training organiza-
tions and courses, organization of internal courses, 
management of a team of trainers, evaluation of 
actions and results. 

Consolidate the group's societe generale 
training offer training in relation to the key compe-
tences of tomorrow 

The Group's training policy has several ob-
jectives: 

 To digitalize and diversify learning meth-
ods of learning; 

 To make the employee a player in his de-
velopment and employability, by providing them 
with a rich learning offer and guiding them to ac-
cess relevant training content relevant to their pro-
jects for their projects, in addition to HR and man-
agerial support from which they benefit. 

 Anchoring a culture of responsibility 
through training in risk management and compli-
ance training. 

Societe Generale group training offer targets 
in priority: 

 Expertise in the business lines and digital 
culture; 

 Managerial culture and social and envi-
ronmental responsibility; 

 Behavioral skills (agile method, collabo-
ration, management, change management, etc.) 

 Customer orientation and new uses in 
customer relations; 

 the culture of Risk, Responsibility and 
Compliance of collaborators (including risks of 
conduct, ethics, etc.) conduct, ethics and social and 
environmental responsibility). 

In addition, the mandatory training programs 
for all Group employees in 2021 covered the fol-
lowing subjects: 

 Financial security – Information security, 
General Data Protection Regulation; 

 The Code of Conduct, conflicts of inter-
est and harassment; 

 Behavioral skills; 
 Managerial culture; 
 Env. and social risk management. 
 The Group is continuously developing its 

global training program and proposes more than 
20,000 learning objects covering micro-learning, 
rapid-learning, МООСs, summary files, class-
room, digital and blended (combining classroom 
and digital) courses, most of which are freely avail-
able and free of charge for employees. 

The MYLEARNING training program plat-
form is interactive and personalized, recommend-
ing programs to users that are adapted to their pro-
file and their declared interests. 

Training programs leading to certifications 
and diplomas, such as the Chartered Finance Ana-
lyst, Market Authority Financiers certifications, IT 
certifications (IТ4IТ™ Foundation, CISSP, 
CISM® – Certified Information Security Man-
ager…), Lean Six Sigma certifications… can also 
be financed by an employer contribution. 

Training programs, training paths specific to 
certain professions or sectors (e.g., corporate advi-
sory services, retail banking sales profiles, private 
banking, human resources, auditing, etc.), targeted 
learning communities, expert groups on the inter-
nal corporate social network, and personal devel-
opment offers (coaching, co-development, mentor-
ing and reverse mentoring) reinforce employee 
support and enable practices to be aligned between 
Group entities. 

Group employees benefit from the support 
of HR teams and their managers in managing their 
careers. 

The individual development of employees, 
their wishes for change and their Training program 
needs are discussed during the employee's annual 
performance review and during individual meet-
ings with the HR manager or the manager. In 
France, a professional interview is conducted with 
the manager every year. 

In total, Group employees attended 3 million 
hours of training program in 2021, an average of 
nearly 26 hours per person. 88% of Group employ-
ees attended at least one training program during 
the year (compared with 85% in 2020) 

Evaluate the effectiveness of the training 
program in societe generale group: societe generale 
evaluates the effectiveness of the training programs 
through different methods, depending on the pro-
gram. the following methods can be used: 

– Return on expectations (ROE), which 
seeks to measure the impact of a program based on 
performance indicators such as the Net Promoting 
Score of participants, the impact on the efficiency 
and quality of work, the impact on behaviors or 
knowledge, etc., based on surveys and question-
naires conducted on the spot and/or six months af-
ter training; 

– for certain programs, an analysis of 
quantitative or financial returns, for example via 
the quantification of efficiency gains in Lean Six 
Sigma certification programs. In these programs, 
the return on investment of the training program is 
calculated on the basis of the gains declared by the 
certified employees on the Green Belt, Black Belt 
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Lean Six Sigma and Lean Management projects 
they have carried out. In particular, the Group has 
identified 15 projects carried out in 2021 repre-
senting a gain of €2.1 million. In Asia, the support 
teams for the high-potential development and men-
toring programs are comparing the costs saved on 
the recruitment of key positions with the cost of the 
cost of providing training programs and admin-
istration of the programs. 

Key indicators 2021: 
5,000 employees trained in digital skills in 

25 countries. 
1,000 training programs realized by employ-

ees on the 15 references in the catalog in the agile 
sector. 

64% of IT employees mature in agile prac-
tices. 

Table 1.  
Statistics on training programs within the societe generale group 2021/2019  

CONTINUING PROFESSIONAL TRAINING 2021 2020 2019 
Percentage of payroll spent on training programs 3,10% 2,52% 3,68% 

Amount spent on training program  
(In millions of €)  

 Functioning of the internships organized 
in the company 

18,0 17,1 18,6 

 Remuneration paid to trainees 29,9 15,5 36,6 
 Training programs provided in 
application of conventions 

5,4 5,9 8,3 

 FONGECIF payments 0,00 0,00 9,0 
 Payments to the Treasury and others 0,00 0,00 25,6 
 Contribution to Continuing Professional 
Training program 

25,7 26,0 0,00 

Total 79,0 64,5 98,1 
 39 620 37 297 41 324 

Number of employees trained 

Men 
 Technicians 3 331 3 143 3 843 
 Frameworks 13 924 13 400 14 258 
 Total 17 255 16 543 18 101 

Women 
 Technicians 9 652 9 028 10 862 
 Frameworks 12 713 11 726 12 361 
 Total 22 365 20 754 23 223 

 900 867 463 779 1 098 225 

Number of hours paid for training 
program 

Men 
 Technicians 96 078 50 957 127 655 
 Frameworks 279 670 138 839 324 675 
 Total 375 748 189 796 452 330 

Women 
 Technicians 249 760 139 057 324 447 
 Frameworks 275 359 134 926 321 448 
 Total 525 119 273 983 645 895 

Decomposition by type of training 
program 

 Number of participants: 788 607 692 790 904 046 
 Adaptation to the workplace 788 607 692 790 904 046 
 Maintaining a job or progressing in a job 0 0 0 
 Development of skills 0 0 576 
 Total 788 607 692 790 904622 
 Paid hours: 900 867 463 779 1 098 225 
 Adaptation to the workplace 900 867 463 779 1 098 225 
 Maintaining a job or progressing in a job 0 0 0 
 Development of skills 0 0 4425 
 Total 900 867 463 779 1 102650 

TRAINING PROGRAM VACATIONS    
Number of employees who benefited from a paid training vocation 20 18 19 
Number of employees who benefited unpaid training program vocation 2 1 7 
Number of employees refused training vocation 0 0 0 
LEARNING    
Number of learning contracts signed during the year 1555 1311 853 

 

Materials and methods 

During our research, the internet was used as 
tool of searching necessary information and statis-
tics with specific official websites including, yearly 

Report of bank, Reseachgate, Scholarvox, The-
ses.fr, ScienceDirect.com, Google Scholar. 
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Results and discussions 

 An audit of the training system within the 
Societe Generale group not only allows us to iden-
tify the strengths and weaknesses of all the ele-
ments that make up the system, but also to propose 
recommendations to those in charge that will allow 
for the improvement of the general organization of 
the system and address both formal and substantive 
issues with the objective of establishing excellence 
within this process. 

In 2021, the distribution of training pro-
grams has returned to a level comparable to 2019 
despite the continuing health crisis, as a result of 
the digitalization of the training program offering. 

The training program has been expanded 
with the development of new pedagogical content 
via the deployment of digital platforms for all, as 
well as the enrichment of the training program co-
constructed with the CPF. 

The training programs have answered the 
company's main challenges: to be the "champions" 
of customer experience and satisfaction, to develop 
the bank's Social and Environmental Responsibil-
ity and to improve our operational efficiency. 

The training program audit missions carried 
out within the Societe Generale bank and presented 
in this article give a general idea of the application 

of the training program audit in the field within 
large international groups. Different reference sys-
tems and tools as well as different approaches have 
been adopted within the framework of these mis-
sions, however, the ultimate goal remains the same, 
namely to give an inventory of these training sys-
tems of this bank, to identify their strengths and 
weaknesses and to provide the necessary adjust-
ments within the framework of the recommenda-
tions communicated to the managers in order to 
help improve these systems and at the same time to 
correct the stereotypical misconception that the 
majority of people have with regard to the concept 
of auditing itself 

Conclusion 

The audit profession is facing new chal-
lenges linked to the internationalization of business, 
the rapid development of information technologies 
and the increasing role of audit in corporate govern-
ance. Training program audit missions within the 
bank of societe generale, conditioned by the in-
volvement of both managers and employees, will 
not only develop their training systems and improve 
it, but also increase its relevance and efficiency and 
make its procedures, methods and functioning con-
form to organizational standards. 
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