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Disclaimer 

© European Training Foundation, 2025                       

This publication was prepared by ETF within the framework of the EU-
financed programme Supporting Education Reforms and Skills in the 
Eastern Partnership region. The contents of this report are the sole 
responsibility of the ETF and do not necessarily reflect the views of the 
European Union institutions. 

Except otherwise noted, the reuse of this document is authorised under the 
Creative Commons Attribution 4.0 international (CC BY 4.0) licence 
(https://creativecommons.org/licenses/by/4.0/). This means that reuse is 
allowed provided appropriate credit is given and any changes are indicated. 
For any use or reproduction of photos or other material that is not owned by 
the European Training Foundation, permission must be sought directly from 
the copyright holders.  

Please cite this publication as: European Training Foundation (2025), The 
teacher management system in Moldova - Insights and strategies, Turin, 
Italy.  
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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.) 

Recruitment process 

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

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

Pre-service training 

Duration, provider and content 
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Deployment 

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

 

2. CAREER PATHS 

Career advancement 

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

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. traineeships, laboratory sessions) by education level, including the proportion of total learning hours they 
comprise 

Performance assessment 

Rules and procedures for performance assessment or inspections to evaluate the quality of teaching 
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4. FINANCING AND GOVERNANCE 

Financing 

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

 Salary structure and progression: Details of the salary grid and advancement rules based on the type of teacher contract;  
 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; 
 Recruitment incentives: Financial measures introduced to attract new teachers, if applicable 
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Governance 

Mapping of the central institutions playing a role in teacher management 

 

 
 

 
 
 
  

Teacher performance assessment  
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Utilisation of EMIS for teacher management: Details the systematic collection of teacher-related information, the scope and methods of data processing, and how the 
data is utilised at various levels, from schools to the ministry 
 

Teacher shortage analysis: Examines how teacher gaps are recorded in EMIS, including the consolidation of school-level vacancies into broader datasets 
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Part 2: Analysis 

What challenges does the country face throughout the 
teacher management chain? 

(e.g. what challenges are in: setting clear expectations for teachers; 
attracting the best candidates into teaching; preparing teachers with useful 
training and experience;  matching teachers’ skills with students’ needs; 
leading teachers with strong principles; monitoring teaching and learning; 
supporting teachers to improve instruction; motivating teachers to perform, 
etc.) 

What measures have been implemented or are planned to 
address these challenges? 

(e.g. incentives/programmes to increase the attractiveness of the teaching 
profession, particularly in marginalised or rural areas, or for specific subjects with a 
high need for teachers, etc.; incentives/programmes to increase teacher quality 
through training/certification processes, etc.) 

The quantitative, qualitative, gender, age and environmental imbalances 
have a significant impact on the functionality and performance of education 
from the perspective of human capital. The most evident limitations are 
listed below. 

 The lack of motivation and job satisfaction among employees is leading 
to a low influx of new teachers and a higher rate of professionals leaving 
their jobs in the early years of their careers. The phenomenon affects 
the quality of education at all levels. In general education, it has a direct 
impact on the learning outcomes, as evidenced by the results of the 
PISA assessments. In TVE, the shortage of teachers for specialised 
subjects and the lack of practical skills also affects TVE quality.  

 The number of young people starting initial teacher education 
programmes and entering the education profession is declining. As a 
result, some schools, particularly lower and upper secondary schools 
and those in rural and disadvantaged areas, face challenges in attracting 
enough qualified staff. 

 In many cases, teachers’ and school leaders’ participation in 
professional development courses is based on their own preferences, 
rather than on an actual assessment of their professional development 
needs or their students’ learning needs. It is also unclear to what extent 

 The implementation of the national ‘Investing in Teachers’ programme focuses 
on the continuous professional development of teaching staff from general 
education institutions. This programme, funded by the State budget, consists of 
300 hours of training, providing the necessary theoretical and practical 
foundation for teachers to excel in their profession. 

 The proposed updating of the school performance standards with ‘process’ 
standards (and outcome standards) provides an important opportunity to 
highlight the importance of processes such as all staff engaging in continuous 
professional development (beyond mandatory courses), new staff receiving 
induction and mentoring support or school leaders distributing leadership to 
teachers and creating the time and structures to facilitate professional dialogue, 
collaboration and knowledge exchange.  

 The establishment of the National Institute for Education and Leadership (NIEL) 
which will create a network of 1 000 mentors selected from top educators 
nationwide to offer guidance during pedagogical traineeships for students from 
pedagogical institutions and young professionals. 

 The piloting of a new standardised classroom observation tool TEACH. 

 Financial allocations established with a special purpose to support young 
teachers in the first three years of work. Graduates of higher education 
institutions receive an annual amount of MDL 40 000, while graduates of post-
secondary TVE institutions receive MDL 32 000 a year. In addition to these 
allowances, special purpose budget allocations also cover monthly 
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teachers’ and school leaders’ participation in professional development 
training and courses responds to schools’ improvement priorities1. 

 Part of the challenge would seem to lie in the fact that professional 
development courses (with the exception of school-based professional 
development) are often designed to meet mandatory and optional 
teacher accreditation requirements and explain policy and new 
expectations by the MoER2. 

 The current system of certification and granting teaching and managerial 
degrees lacks a comprehensive professional development approach. 
Many educators view mandatory in-service training courses for degree 
attainment merely as a means of securing salary increments, rather than 
as essential tools for fostering professional advancement. 

 Merely increasing teachers' salaries does not automatically enhance the 
quality of education. Given that the salary policy has a generalised 
character and does not correlate directly or correlates insufficiently with 
specific performance criteria, the attainment of educational quality 
objectives cannot be accomplished without supplementary incentive 
systems. 

 Although they have relatively good theoretical training in their 
specialisation, most TVE teachers do not possess sufficient teaching 
skills to provide action-oriented approaches, to innovate and rapidly 
respond to the demands of new technologies. Most in-service teacher 
training programmes are not adjusted to the specifics of TVE teaching 
or to the needs of TVE teachers.  

 Headteachers in general education and TVE are frequently individuals 
who function more as local administrators rather than as professional 
managers of the educational institution. At the general education level, 
the ‘one building – one head’ principle is applied uniformly, regardless 
of variations in the size of educational institutions, thereby impacting the 
responsibilities and obligations of managers. 

 The ageing workforce in education poses a challenge and aggravates 
the teacher crisis. Approximately 47% of school staff members fall under 

compensation for expenses related to renting accommodation, electricity costs, 
and annual compensation for heating. These benefits are provided to teaching 
staff working in public educational institutions located in rural areas and district 
centres.  

 At the MoER’s initiative, the Government has approved the increase/doubling of 
scholarships for students specialising in pedagogy. Graduates of higher 
education institutions will receive allowances amounting to MDL 200 000, while 
graduates of TVE institutions will get MDL 160 000). 

 
1 An assessment of the professional development of teachers and school leaders, and curriculum and learning resources in the Republic of Moldova. 
2 Ibid. 
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the age categories of around and over 60. In TVE, the share of staff 
around the age of 60 and over is 13%. 

 Pedagogical higher education struggles to adapt to societal changes, 
making it difficult to cater to the needs and interests of young individuals. 
Traditional teaching methods persist in pre-service teacher training, with 
a strong emphasis on theoretical content. This approach fails to engage 
students sufficiently as active and responsible participants in their own 
learning. There is a lack of exploration into teaching methods that 
prioritise the needs of students, parents and communities. 
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Part 3: Key data 

Key data on teachers in Moldova 

Indicator Education level 2014/15 2018/19 2022/23 

Number of teachers 

Early education 12 431 12 785 12 582 

Primary and general secondary education institution 30 834 27 657 26 272 

Secondary VET (vocational schools) 2 096 1 582 3 771 

Postsecondary vocational and postsecondary non-tertiary education (colleges) 2 417 1 465 1 558 

Secondary vocational education with integrated programmes (centres of excellence) M.D. 1 022 937 

Higher Education 5 372 4 545 3 772 

Share of female 
teachers by level of 

education 

Primary and general secondary education institution 85%            
(26319 out of 
30834) 

86.8% 
(24018 out of 
27657) 

87.7% 
(23053 out of 
26272) 

Secondary VET (vocational schools) 55.2%          
(1156 out of 
2096) 

53.4%     
(844 out of 
1582) 

66.9%  
(2524 out of 
3 771) 

Postsecondary vocational and postsecondary non-tertiary education (colleges) 70%       
(1693 out of 
2417) 

71.7%  
(1051 out of 
1465) 

73.2%  
(1141 out of 
1558) 

Secondary vocational education with integrated programmes (centres of excellence) M.D. 72%         
(736 out of 
1022) 

71.7%     
(672 out of 
937) 

Higher Education 54.2%  
(2912 out of 
5372) 

54.7%  
(2484 out of 
4545) 

56.2%  
(2121 out of 
3772) 
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Share of teachers in 
rural areas 

Early education 
56%       
(6964 out of 
12431) 

55.2%  
(7053 out of 
12785) 

53.9%  
(6778 out of 
12582) 

Primary and general secondary education institution 
58.4%  
(17995 out of 
30834) 

55.6%  
(15389 out of 
27657) 

52.6% 
(13823 out of 
26272) 

Number of teachers for 
children with special 

education needs (SEN) 
on the total of teachers 

Higher Education 

 
59 

 
92 

 
119 

Average student-
teacher ratio 

Early education 14.9 14.6 13.5 

Primary and general secondary education institution 11.4 12.4 13.0 

Higher Education 15.3 13.2 15.6 

Total number of 
teachers with teaching 

loads 
Primary and general secondary education institution 

29771 26960 25036 

Table source: National Bureau of Statistics, Moldova 
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Number of teachers by level of education 
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