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INTRODUCTION

This publication, Country Profile on Teacher Management System in Azerbaijan, has been
developed within the Supporting Education Reforms and Skills in Eastern Partnership (EaP)
Programme by the European Training Foundation. It was designed to support the peer-
learning event Teaching Excellence — Empowering Educators held in Finland and Estonia in
September 2024. The country profile aims to provide insights into the teacher management
systems of participating EaP countries, fostering a deeper understanding of the challenges
and opportunities in teacher education, teaching workforce management, and policy-making.
The profile is structured into three distinct parts:

o Part 1: Factsheet
This section provides a comparable and objective overview of the teacher
management system, highlighting its key characteristics and operational framework.

e Part 2: Analysis
This part offers a narrative assessment of the main challenges within the teacher
management chain, supplemented by a list of policy measures aimed at addressing
these issues and improving the overall system.

o Part 3: Key Data
The final section presents fundamental data to provide context and support a
nuanced understanding of the teaching workforce, including teacher demographics,
qualifications, and professional development.

The profiles are developed in collaboration with education experts from each respective
country. Consultations with national education authorities have been conducted to verify data,
legal frameworks, regulations, and policy priorities. This ensures the accuracy and relevance
of the information presented, making this publication a valuable resource for policymakers,
educators, development partners and other stakeholders engaged in advancing teaching
excellence and empowering educators in the countries.
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Part 1. Factsheet

Areas Topics Factual information

1. RECRUITMENT AND PREPARATION

Eligibility criteria
Legal requirements for entering the teaching profession (e.g., minimum and maximum age, minimum qualification levels, etc.)

Preschool education (PE): higher or secondary specialised education in the field of preschool education [1]", with the maximum age corresponding to the age of
retirement (65).

General education (GE): a State model certificate (diploma) of secondary specialised or higher education in a pedagogical specialty, or a recognised and equivalent
certificate of higher education received in a foreign country [2]. The minimum age is not defined; the maximum age is the age of retirement. Retiring teachers (who meet
some criteria) may prolong their contract five times (for one year extensions) in specific situations that require the agreement of the educational governing bodies.

VET (specialised subject teachers and master trainers?): a State model diploma of secondary specialised or higher education in relevant specialties, or a recognised foreign
country document on higher education, or foreigners granted a permanent residence permit in the country. For specialised subject teachers, the minimum requirements
are a general secondary education and at least one year of experience in the relevant field, and for master trainers, a general secondary education and at least five years of
work experience in the relevant field [3].

Secondary specialised education (SSE): at least a bachelor’s degree, and industrial or teaching experience in the field of secondary education (including at SSE
institutions). The minimum age is not defined; the maximum age is set out in the Labour Law [4].

Higher education (HE): Assistant Lecturer —a master's degree in the relevant field, publications, and three years of relevant professional experience or a PhD in the
relevant field and one year of relevant professional experience; Lecturer— PhD in the relevant field and one year of relevant professional experience; Assistant Professor —
a doctoral degree (PhD. or equivalent) in the relevant field, postdoctoral teaching or research experience; Associate Professor and Professor — a doctoral degree, significant
academic publications and contributions to the field, teaching and research experience and meeting specific academic and professional criteria. Additional language
proficiency requirements may be defined. Minimum and maximum age is not defined [5].

*A medical certificate confirming the candidate’s fitness to work is required for all levels. Cases prohibiting teaching at all levels are set out in Article 36-1 of the Law of the

1 See the list of references below.
2 Master trainers are highly skilled professionals with extensive expertise and experience in specific vocational fields. They are responsible for providing students with practical skills and industry insights, e.g. at
school workshops or in the framework of apprenticeship programmes in companies.
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Republic of Azerbaijan on Education. [6]

Recruitment process
Examinations or competitive selection processes, including their frequency, scope of assessment, and evaluation procedures such as assessors, methods, etc.

PE: Since 2023, the centralised teacher recruitment exam (organised and conducted by the MoSE?®) consists of two stages: a test (60 multiple-choice questions, of which
40 questions relate to content and methodology, and 20 relate to pedagogy, child and age psychology); and an interview for those who have obtained the minimum score
in the test (defined by the MoSE every year). Candidates who pass the interview are offered positions to fill vacancies by the local units of the SAPGE* If the number of
successful candidates is larger than the total number of vacancies, those with the highest exam scores are considered. If the results of the interviewed candidates are
equal, candidates will be given priority in the following order: members of a deceased soldier’s family; those with a higher level of education; those who graduated from
the educational institution with honours; those with more teaching experience; those who live closest to the preschool. The list of candidates who have successfully
passed the competition is sent by the local units of SAPGE to the PE institutions under their jurisdiction for the formalisation of labour relations.

GE: A competition (time is determined and announced by the MoSE every year) for the recruitment of teachers organised in four stages (evaluation of data in the electronic
application, test, selection of vacant places and interview). The exam content is developed by the Institute of Education (loE) and consists of 60 multiple choice questions
(40 on the specialisation and 20 on the general curriculum). The results of the test are announced immediately after the test is finished. Candidates who score a minimum
of 34 points on the general education programme and a minimum of 6 points on the teaching methodology in the test exam, with a total score of 40 points and above, are
allowed to choose from the vacant places. Candidates can choose eight vacancies. Candidates who are members of a deceased soldier’s family are allowed to select from
the vacant places first. Placement in vacant positions is done through the system, based on the score obtained by the candidates in the order of selection indicated in the
electronic application. If there are two or more candidates with the same score for one vacancy, additional indicators are taken into account in the following order: points
collected on the general education programme; educational information (level of education, academic degree); graduation with honours from higher or secondary
education; teaching experience [2].

VET: A competition taking place in two stages: a test (computer-based, with 40 questions on educational programmes and 20 on teaching methodologies and learning
strategies) and an interview [2, 3]. Candidates who pass (with at least 40 points overall and the minimum scores in the specific categories) are able to select from the
available vacancies. The system ranks candidates based on their scores and other educational and professional criteria for placing teachers in vacancies. The successful
candidates proceed to an interview conducted by a committee formed annually from various education and psychology experts, who assess the candidates' overall abilities
and suitability for the position, with the results being communicated within five working days. Candidates who miss the test or interview are not given another chance to
take it. For master trainers, the test consists of 40 questions on training modules and 15 on training methodologies, with five questions in additional sections on labour
protection and safety rules; additional criteria such as education and work experience, are considered®.

SSE: No specific recruitment exams or competition are planned centrally. When there are vacancies, it is the SSE institutions’ responsibility to recruit the corresponding
teachers, and they do that at their own discretion.

3 Ministry of Science and Education.
4 State Agency for Preschool and General Education.
5 For more details, see: https://e-qanun.az/framework/56525.
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HE: University teaching positions in Azerbaijan are often secured through a rigorous selection process that includes competitions. This ensures that the most qualified
candidates are chosen. The process varies by institution but generally follows certain national standards. The main national standard for the teacher recruitment process is
the ‘Regulation on the rules for holding professor-teacher and head of department positions in higher education institutions’ [18].

Status
Type(s) of contract, probation period, etc.

PE: Candidates who pass the recruitment exam are employed on a one-year contract, and then renewed with a permanent contract.

GE: Candidates who pass the recruitment exam are mostly employed on a permanent contract. There is no probation period. A fixed-term contract is signed with teachers
who are recruited after the main round of the competition (e.g. where new vacancies appear during the academic year or additional rounds).

VET: Subject teachers may be hired temporarily and permanently, with a salary according to teaching hours; master trainers have full time contracts, with a standard
salary.

SSE: New teachers are recruited on a one-year contract. There is no specific rule for switching to a permanent contract for SSE teachers, but labour legislation requires a
permanent contract to be given the employee after a maximum of five years of working on a temporary contract. In SSE, teachers usually get permanent contracts after
two-three years of teaching.

HE: Depending on the needs of both the institution and the faculty members, contracts may be permanent (with a full range of benefits including health insurance, pension
contributions and other employment perks, typically granted to experienced teachers) and for a fixed term, for full-time or part-time work (e.g. for visiting professors, post-
doctoral researchers, or to fill temporary gaps in staffing, often semester-based or for the duration of a specific project, and usually paid on a per-course or hourly basis).
The typical probation period ranges from three to 12 months, depending on the university policy and the position's requirements. During this period, the teacher's
performance is closely monitored and evaluated according to specific criteria.

Pre-service training
Duration, provider and content

PE: The preschool teacher qualification is currently provided at secondary specialised (AzQF level 5, 120-180 credits, three years) and higher education levels (AzQF level 6,
240-300 credits, four years) [1], but preschool teacher programmes (and all other pedagogical qualifications) are expected to be eliminated at the level of specialised
education and instead be at AzQF level 6°. Seventy-five per cent of the content of educational programmes (curricula) is defined by State standards and cannot be changed,
but 25% is defined by educational institutions.

GE: Pedagogical qualifications contain credits with amounts varying between 240-300 ECTS (four years). Seventy-five per cent of the content of educational programmes
(curricula) is defined by State standards and cannot be changed, but 25% is defined by HEls [7].

6 From an unofficial communication with a SAPGE representative.

*
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VET: For specialised subject teachers — four years (240-300 ECTS) [7}-Seventy-five per cent of the content of educational programmes (curricula) is defined by State
standards and cannot be changed, but 25% is defined by HEIs themselves. For master trainers — one year at general secondary school. Content is standard and defined by
State standards and programmes (curricula) for the general education level (2010). At least five years of work experience in the relevant field is also required [5].

SSE: Four years (240-300 ECTS) [7], and 75% of the content of educational programmes (curricula) is defined by State standards and cannot be changed, but 25% is
defined by HEls themselves.

HE: A PhD is required for teaching on undergraduate and graduate programmes. Almost all HEIs provide education at master’s level (AzQF level 7). There is no standard
content for master courses; it is entirely defined by the HEIs. However, the number of credits which is the defining feature must be 120 ECTS which is defined by the
State.

Deployment
Procedures for assigning teachers to specific positions (including location, subject taught, etc.)

PE: The placement of candidates in vacancies is carried out gradually, throughout the year. Successful candidates are offered vacancies by local units of the SAPGE [6].
The location is chosen by the candidate. However, as an incentive for occupying positions in rural areas, the passing scores for positions in those areas are lower.
Preschool teachers can teach all classes to any preschool age groups, except music classes, which are taught only by music teachers [5].

GE: Candidates can choose eight vacant positions and are placed according to the order of choice they made in the electronic application. Candidates who are members of
the martyr's family are first allowed to select vacant places [2]. There is no requirement to indicate a particular location depending on the candidate's place of residence or
other criteria. The area of the candidate’s residence is not relevant at this stage. It is taken into consideration in the placement process that vacancies arise during the
academic year. Teaching subjects are assigned to candidates according to their specialisation.

VET: Teachers and master trainers are assigned to certain positions at VET schools according to their specialisation and based on the interview results. All of the
candidate’s documents are checked by the HR department before they officially start teaching at the VET school. There are no official rules regarding the procedures for
assigning certain positions.

SSE: Schools have flexibility in hiring their teachers.
HE: See the section on Recruitment above.

2. CAREER PATHS

Career advancement
Legal requirements for career progression, including opportunities for advancement, promotion criteria, and associated procedures

PE: The ranking system for preschool teachers provides opportunities for career advancement and salary growth, depending on their education level and work experience
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(ranging from category 8 to category 14) [5]. A teacher can also be promoted to the position of a methodologist’ (if he/she has a higher education and no less than 10 years
of teaching experience) or headteacher, for which it is necessary to take additional exams. The first certification process is being considered for launch in 2025 [10].

GE: The ranking (ranging from category 8 to category 15) depends on the teacher’s level of education and work experience [5]. Teachers can be promoted to the position
of deputy-director or school headteacher if they pass a special exam conducted by the MoSE. A certification process has been applied since 2022 to check the levels of
professionalism and professional suitability.

VET: The ranking (ranging from category 8 to category 15 for subject teachers and from category 9 to category 13 for master trainers) depends mostly on work experience
[6]. A teacher can be promoted to the position of methodologist, head of department or head of practical training. Certification is applied for VET teachers who teach
general education subjects.

SSE: The ranking (ranging from category 10 to category 15) depends mostly on the teacher's work experience. A teacher can be promoted to the position of
methodologist, head of department or head of practical training only by the decision of the college director [5].

HE: Career advancement for teachers is governed by various legal criteria and institutional policies. Teachers typically advance through the academic ranks to the positions
of assistant professor, associate professor and full professor [5]. Tenure track: some institutions offer tenure-track positions, leading to permanent employment after a
rigorous evaluation process. However, they are usually on a five-year contract, which then needs to be renewed. Professional development: opportunities for sabbaticals,
research grants and attending conferences to enhance skills and knowledge. Performance evaluation: regular evaluations based on teaching effectiveness, research
output, publication record and service to the institution. Educational qualifications: advanced degrees (e.g. PhDs) are often required for higher academic ranks. Experience:
a minimum number of years in a current position is usually needed to be eligible for promotion. The legal criteria for career advancement ensure a fair and transparent
process for teachers in higher education. These include the Unified tariff-specialisation reference book for service positions of education workers (2017), State standards
and programmes at higher education level (2010) and the Model charter for higher education institutions (2019). These criteria support academic growth and professional
development, contributing to the overall quality of education.

In-service professional development

Legal framework for in-service training opportunities, including whether they are optional or compulsory, methods for identifying training needs (needs-based
or standardised), frequency and duration, provisions for teacher replacement during training periods, and recognition mechanisms for completed training
programmes

PE: Since transferring the management of preschools to the MoSE in 2021, teachers’ professional development is mainly the duty of the PDC? at the Institute of
Education. Other private companies can also participate in tenders endorsed by the MoSE and implement the training, but in that case the training will be monitored by the
PDC. The PDC conducted an initial survey to identify teachers’ professional development needs. It then developed and delivered the training programme dedicated mostly
to new methods relating to delivery of the newly-approved preschool curricula. This training covered all preschool teachers in Azerbaijan. After a further diagnosis of
teachers’ training needs, the PDC will develop and carry out more detailed needs-based training sessions (free of charge) for all teachers. These are compulsory in the first

7 A specialist responsible for methodological support to other teachers and/or introducing new teaching methodologies.
8 Professional Development Centre.
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period of the teaching day®. The training sessions are conducted so as not to affect teachers’ timetables: they take place in the morning for second shift teachers, in the
afternoon for first shift teachers, or else are online or even at weekends, so there is no need to find substitutes for teachers during the training. The training sessions end
with a formal exam. Official certificates of participation and completion will be provided at the end of the training. The PDC is currently working on the development of the
teachers’ professional development system, so details on the in-service training are not confirmed yet'®.

GE: In-service training for teachers is mainly provided by the PDC. It is funded by the Government and, therefore, is free for teachers. The PDC determines the
professional needs of education workers, develops further training programmes, and submits them to the MoSE for approval. After getting approval, a tender for the
training provision is announced. On average, around 40-45 thousand teachers per year pass the professional development programmes. There are also numerous private
companies that can participate in the state-funded tenders or offer their own training programmes. Most training is compulsory. The training programme is generally
needs-based, but the needs are identified from an analysis of big data and are therefore not individualised. Since 2023, training needs have been identified based mainly on
certification results, as well as on PISA, PIRLS and TIMSS results, the results of admission exams and the inspections of the Education Quality Assurance Agency. The
duration, frequency and topics covered in the training sessions vary'' for every teacher.

VET: Short-term ‘professional development’ for teachers and master trainers is systematically managed by the SAVE'. Since 2023/2024, after a needs assessment of the
teaching staff, teachers and master trainers are assigned to various training modules based on their fields of expertise and the gaps identified in specific areas relevant to
their profession. Training sessions usually last one week; upon completion, official certificates of participation and completion are provided. Additionally, teachers and
master trainers are regularly sent abroad on study trips as part of various projects. For example, some went to TUrkiye in 2022 and 2023. The PDC also provides training to
teachers upon the SAVE's request’®.

SSE: There are no compulsory in-service training opportunities for SSE, unlike in the past. It is mostly done voluntarily themselves.

HE: For this level, professional development programmes range from short (a few hours) workshops to comprehensive courses (several weeks or months). They are
offered by various providers, including universities, specialised training institutes and professional organisations. Additionally, educational technology companies and online
learning platforms also provide valuable training resources. The content of the programmes is designed to enhance teaching effectiveness, incorporating, particularly:
pedagogical strategies; technological integration; research skills; and professional skills. Training may be: optional (participation is voluntary, allowing teachers to choose
sessions based on personal or professional interest); compulsory (mandated by educational institutions or governing bodies to ensure compliance with educational
standards and policies); needs-based (tailored to address specific gaps or requirements identified through performance evaluations, student feedback or institutional goals);
standard (uniform training programmes designed to cover general competencies and standard practices expected from all educators). In-service training may take place
annually, biannually, or as required by the institution's policy. There is no national legislation requirement. Certificates are issued upon completion of training, and credits
are accumulated towards professional development requirements or further qualifications.

9 The in-service training system for PE teachers is still under development, and certain aspects are not yet clearly defined,
10 From the communication with the PDC representative.

11 From the communication with the PDC representative.

12 State Agency for Vocational Education.

13 From the communication with the SAVE representative.

*
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3. PEDAGOGICAL ASPECTS

Teaching rules
Regulations and official teaching hour allocations for multi-subject or multi-grade teaching;

Guidelines for practical teaching activities (e.g., internships, laboratory sessions) by education level, including the proportion of total learning hours they
comprise

PE: The weekly workload of educators in preschool educational institutions is 30 hours [11].

GE: The weekly workload of general school teachers is 18 hours [11].

VET: The weekly workload of VET teachers is 18 hours [11].

SSE: The annual teaching load of a full-time teacher must not be less than 500 hours (the time allocated to theory, laboratory and practical classes, as well as to individual
lessons in culture, music and art-oriented specialties should not be less than 80% of the annual course load; 20% should consist of out-of-class activities) [11].

HE: The annual teaching load of a full-time professor must not be less than 500 hours, of which at least 60% is to be allocated to ‘active’ (in-class) hours, such as lectures,
seminars, laboratory and practical exercises, as well as individual lessons in the case of culture, music and art-oriented specialisations, while the remaining maximum 40%
should be “passive’ (out-of-classroom) hours, e.g. supervision, administrative activities and exam preparation. [11]. Hours may be distributed across lectures, seminars and
workshops. Faculty members are responsible for supervising internships and lab work, often requiring additional hours beyond classroom teaching. Institutions have
specific rules regarding the structuring and assessment of practical teaching components.

*Multi teaching, teaching different grades/years and leading in teaching (in GE) have no impact on teachers’ workload amount.

Performance Assessment
Rules and procedures for performance assessment or inspections to evaluate the quality of teaching

PE: In 2023, the decision to conduct a diagnostic assessment (DA) and then a teachers’ certification process was taken. The DA will be carried out as the preparatory stage
to determine teachers’ training needs. Presently, teachers are being prepared for a trial DA exam, to be followed by an actual DA exam and then by the certification
process. Successfully certified teachers will be qualified to work for the next five years. The results of the certification are taken into account in the career development
and stimulation of the work of educators [13]. Those who do not pass the first certification will be allowed another attempt within a year. If the teacher does not pass the
certification on the second attempt, their contact will be terminated, but they will still have the right to apply for the recruitment exam.

GE: The teaching quality of teachers is inspected through a diagnostic assessment (carried out in 2014-2017) and a certification process. The latter began in 2022 with
primary school teachers, followed by teachers of mother tongues and literature in 2023, and then by foreign language and mathematics teachers in June 2024. This first
certification process will be completed by 2026, but it is expected to take place every five years [14]. Certified teachers have the right to engage in pedagogical activity for
the next five years. After passing the certification for the third time, educators are allowed to engage in pedagogical activities in their specialties until retirement age [8].
Non-certified (for different reasons) teachers have the right to participate in the re-certification process within a year [14]. If the teacher does not pass the certification on
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the second attempt, their contact will be terminated but they will still have the right to apply for the recruitment exam. The results of the certification are taken into
account in the career development and motivation of the work of educators [14].

VET: A DA was carried out for the first time in 2017-2018, to assess the performance of teachers and master trainers and to modernise the personnel training process
according to the 'Strategic roadmap for the development of vocational education and training in the Republic of Azerbaijan’. There is no clear information on the SAVE's
future plans concerning further DAs or certification for VET teachers.

SSE: Overall, a scheme similar to that for HE is in place (see below).

HE: At this level, evaluation of the teaching quality is based on a systematic approach to ensure that educators meet educational standards and contribute effectively to
student learning. The key rules and methods for performance assessment are: student feedback — collecting anonymous feedback through surveys and questionnaires that
focus on aspects such as teaching clarity, engagement, and accessibility; peer review — peer observations and evaluations and reviewing teaching materials and methods
for effectiveness and innovation; self-assessment — encouraging teachers to reflect on their teaching practices and identify areas for improvement using structured self-
assessment tools and personal development plans; /earning outcomes — measuring the achievement of learning outcomes through students’ performance and assessment
results and ensuring alignment between course objectives and student achievements; professional development — assessing participation in continuous professional
development activities and evaluating the integration of new teaching strategies and technologies; teaching portfolio — requiring teachers to maintain a portfolio documenting
their teaching activities, achievements and feedback, as well as including lesson plans, student work samples, and reflective commentary; administrative evaluation —
conducting regular reviews by academic administrators, using standardised evaluation criteria to ensure consistency and fairness.

4. FINANCING AND GOVERNANCE

Financing

e Types of Teacher Contracts: full-time, part-time, temporary, permanent, or classifications like civil servants, public servants, or contractual staff (e.g., substitute
teachers);

e Salary Structure and Progression: Details of the salary grid and advancement rules based on the type of teacher contract;

e Targeted Financial Incentives: Special allowances for specific conditions, such as teaching in remote areas, handling multiple subjects or multi-grade classes,
working with students with special education needs, or factors related to teachers’ family situations;

e Recruitment Incentives: Financial measures introduced to attract new teachers, if applicable

PE: Currently, most teachers have permanent contacts, but some limitations are expected to be introduced after the certification exams are conducted in the coming
months. Teachers who do not succeed in the certification on the second attempt will have their contracts terminated in accordance with the law [13]. Those who were
recruited in the last two years through the newly introduced recruitment process have a permanent contract. Teachers' salaries differ depending on the category
(experience and education). There are no financial incentives related to, for example, the location of the preschool. Teachers working with children with special education
needs receive around 20% higher salaries in comparison with other preschool teachers. The MoSE intends to incentivise certified teachers by introducing a differentiation

*
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system and raising their salaries and giving them the right to apply for the position of methodologist or preschool director (if they meet certain other criteria)'.

GE: Teachers are mainly given full-time permanent contracts. Young (under 35) teachers who are going to be employed in remote areas are granted monthly supplements
to their salaries, compensations and other types of support (free transportation, land) [9], but their hourly fees are the same. Multi teaching or teaching different grades
does not impact the hourly fee or final salary. The hourly fee depends on the teacher’s category, which in turn depends on the teacher’s education and work experience, as
well as the results of the diagnostic assessment'® and certification. Teachers receive additional money for being a class leader (around AZN 40 per month in 2024).
Teachers who do not succeed in the certification on the second attempt will have their employment contracts terminated [14]. The salary of the teachers working with
special needs children is 50% higher than other teachers’ salary. Teachers working in inclusive classes receive the same salary as for ordinary class teachers.

VET: The salary grid for teachers and master trainers depends on the ‘Diagnostic assessment of knowledge and skills management, education and VET on approval of the
scheme and amounts of monthly salaries of employees engaged in the activities of the Republic of Azerbaijan’ and subsequent amendments made in 2023 [16]. As seen in
the document, salaries depend on the teacher’s education and work experience.

SSE: There are different types of contracts: full-time and part-time, permanent and temporary contracts, hourly-paid teacher contracts. As mentioned above, teachers’
salaries vary according to their categories, depending on education and work experience. Heads of division and head teachers receive a higher salary (+15%).

HE: The following contracts are available: full-time (usually permanent positions with benefits, starting from one year, then five-year contracts); part-time (usually half the
academic responsibility of full-time professionals, mainly one-year contracts); temporary (fixed-term contracts, often to cover specific periods); permanent (long-term
employment with job security); adjunct (paid based on the number of hours, often without job security). The salary grid and progression rules are defined:  based on
experience and qualifications — higher degrees and more years of experience typically result in higher pay; annual increments — regular pay rises based on performance and
years of service; promotions — advancing to higher academic ranks (e.g. assistant professor to professor) leads to a salary increase. Specific financial incentives are given
for: remote areas (additional pay to attract teachers to less popular locations; depends on individual contracts and the institutional approach, there is no governmental
programme for HE); double-subject teaching (extra compensation for teaching more than one subject); family situation (benefits such as housing allowances or family
support are not provided for in any national legislation). Financial incentives for attracting new teachers include: signing bonuses (usually not applicable if not agreed in
individual cases); relocation assistance (usually no financial support for moving expenses, unless exception applied). Only a few HE institutions may apply incentives for
teachers in special cases, for example with regard to foreigners and teachers from other regions.

Governance
Mapping of the central institutions playing a role in teacher management.

The MoSE is the main policymaking body in the field of education, and is responsible for the overall conduct of recruitment, diagnostic assessment and certification exams
of PE and GE teachers. Other authorities exist for the different education levels and are presented below.

" From the communication with the PE expert.

5 For more information, see Decision of the Cabinet of Ministers of the Republic of Azerbaijan on approval of the salary scheme and amounts for teachers, headteachers and
deputy headteachers of institutions whose knowledge and skills have been assessed diagnostically, and supplement amounts to main salaries (2016):
https://e-ganun.az/framework/33556
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PE and GE: The SAPGE (State Agency for Preschool and General Education) under the MoSE was established in July 2023, with the purpose of improving management in
those two sectors of education in Azerbaijan. It serves as an implementing body. For both PE and GE, exam content is developed by the PDC (which is under the 10E). The
Human Recourse Centre (also under the 10E) is responsible for exam implementation for both PE and GE, while the professional development of PE and GE teachers
comes mainly under the authority of the PDC. The Methodological Support Centre (within the 10E) is also responsible for supporting teachers. The local divisions of
Regional Education Offices are responsible for PE teachers’ deployment.

VET level: The MoSE and the State Agency for Vocational Education play a major role in teacher management, including recruitment, deployment, professional
development and management of VET schools.

SSE: The MoSE is the main policymaking authority in the SSE field. The SASHE'® is the main implementing body for SSE. School-level management is represented by the
director and Pedagogical Council (a higher managing body that is not elected but appointed by the college director). The recruitment, deployment and professional
development of teachers is organised in a way similar to that for HE (see below).

HE: 1) Recruitment: The MoSE sets recruitment policies, accreditation standards and funding allocations; HE institutions (in the case of SSE, schools) carry out hiring
processes, assess candidate qualifications, make final hiring decisions. 2) Deployment: The MoSE and the SASHE develop deployment guidelines, allocate resources and
establish mobility frameworks; however, some HE institutions with public legal entity status can design additional frameworks that do not contradict national legislation.
HE institutions (in the case of SSE, schools) assign teachers to specific courses, departments and programmes based on expertise and demand. 3) Professional
development: the MoSE defines professional development standards, creates funding programmes and facilitates national training initiatives; HE institutions (in the case of
SSE, schools) implement continuous professional development programmes, support faculty research and offer mentorship opportunities.

Teacher performance assessment

PE: There are no particular measures to support poorly performing teachers. Methodologists are only available in preschools with group numbers exceeding six. Small-size
preschools do not have methodologists'”.

GE: The MoSE conducts centralised certification and diagnostic exams for all school teachers. This exam is compulsory. Teachers who score the top level (that changes
depending on the points calculation) receive a 35% salary increase. Those whose performance is higher than the threshold but lower than the top level receive a 10%
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