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INTRODUCTION

This country profile on the teacher management system in Moldova has been developed by
the European Training Foundation under the Supporting Education Reforms and Skills in
Eastern Partnership (EaP) Programme. 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 policymaking.

The profile is structured into three distinct parts.

e 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.

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 concerned.
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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.)

The National Qualifications Framework (NQF) establishes specific standards and criteria for professional competencies that educators must possess in order to practice
the teaching profession, and defines the following fundamental requirements for employment in general education: an NQF level 4 qualification obtained in post-secondary
vocational education for a teaching position in early childhood education; an NQF level 5 qualification obtained in post-secondary non-tertiary education for a teaching
position in primary education; an NQF level 6 qualification (bachelor's studies) and NQF level 7 qualification (master's studies) for employment in lower secondary and
upper secondary education, respectively [1]. However, given that there is a shortage of teachers in the system, these requirements are not always met in practice [2].

Recruitment process

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

Matters relating to the recruitment of educational staff are regulated by the Education Code. Thus, in general education, the positions of Director and Deputy Director
are filled through a competition, in accordance with the professional and managerial competence criteria. The regulation on organising and holding a competition to fill
the position of director or deputy director is approved by the Ministry of Education and Research (MoER). The Director and Deputy Directors are appointed for a period
of five years, by the end of which the individual employment contract will be terminated by law, and the position will be declared vacant.

Vacant teaching positions are filled through a competition organised by the educational institution in accordance with the methodology approved by the MoER. Any
candidate meeting the requirements provided in the legislation in force may participate in the competition. Vacant positions are filled primarily through the appointment
of teachers who are at the start of their careers. Teaching staff are employed at educational institutions by entering into an individual employment contract with the
director of the institution, in accordance with the legislation in force. Graduates of higher education programmes with a non-pedagogical profile must complete a
psycho-pedagogical module within first two years after starting employment.

The regulation on the attestation of teachers from the general, vocational education sectors and from psycho-pedagogical assistance structures gives teachers the
possibility to be re-employed in the education system and to be awarded a pedagogical degree they previously held but which was no longer valid due to a period of
absence from the system [3].

The directors of public technical and vocational education (TVE) and training institutions are selected by a competition organised by the MoER or the relevant
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ministries having VET institutions under their supervision, and are appointed for a period of five years, for a maximum of two consecutive terms, in accordance with the
regulation approved by the MoER. The management and teaching staff are employed through a competition organised in line with the regulation approved by the
Ministry of Education.

Candidates holding scientific or science- qualifications and who have at least five years of experience in research and higher education can be elected as rectors of
higher educational institutions. In accordance with the Education Code, teaching, science-teaching and scientific positions in higher education are filled based on
competitions, in line with the framework regulation approved by the MoER. The minimum qualification requirements for filling a teaching position is having a master’s
degree of at least ISCED level 7. The ISCED level 8 qualification, namely a PhD, is necessary for science-teaching positions. To obtain a teaching position, graduates of
non-pedagogical higher education programmes must take a psycho-pedagogical module worth 60 ECTS credits.

At all levels of education, the recruitment of teaching staff is carried out by the employing institutions, in accordance with the provisions of the Education Code and the
Labour Code, through individual employment contracts. Specific employment criteria are established in accordance with the NQF and the regulations approved by the
MoER.

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

Teaching staff are employed in general and VET institutions by entering into an individual employment contract with the director of the institution, in accordance with the
legislation in force [1]. To verify the professional skills of the employee, when an individual employment contract is signed, the employee may be on a probation period of
no more than three months for teaching positions and no more than six months for managerial positions [4].

Pre-service training
Duration, provider and content

The teacher training system incorporates both concurrent and consecutive models. Concurrent pre-service teacher training programmes integrate theoretical knowledge
in pedagogy, psychology, teaching methodology and professional ethics, with practical traineeships at schools and preschool institutions. These programmes contain, in
general, 270 hours of pedagogy, 270 hours of psychology, 300 hours of teaching methods, 60 hours of professional ethics and 900 hours of traineeship. The latter is an
essential, mandatory component of the teacher training programme, designed to enhance knowledge and develop the professional skills needed for the teaching
profession. Pre-service teacher training programmes are offered by higher and technical vocational education institutions (post-secondary and non-tertiary), as per the
NQF provisions.

In accordance with the Education Code (Article 72), the initial training of teachers, methodologists, psychologists and psycho-pedagogues at VET institutions is carried
out in higher education institutions. The initial training of teachers of specialised subjects and social pedagogues is carried out in post-secondary non-tertiary vocational
and higher educational institutions within the profile programmes. Those with qualifications and professional experience in the area, regardless of the initial training,
may be employed as master-trainers. Specialists from the economic or artistic sectors take a psycho-pedagogical training module to obtain the right to work as
teachers. For TVE teaching staff, in accordance with the Education Code (Article 132), it is necessary to hold a training qualification of at least ISCED level 5 (post-
secondary non-tertiary vocational education and training) for profile programmes, except for master-trainers and specialists who teach the psycho-pedagogical module.
To obtain a teaching position, graduates of non-pedagogical higher education programmes attend a psycho-pedagogical module (60 ECTS credits).
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Additionally, the Education Code provides for the implementation of consecutive teacher training programmes. Graduates of higher education programmes (NQF level 7
qualification holders) with a non-educational profile are eligible to work in education if they complete a mandatory psycho-pedagogical module. This module consists of
60 ECTS credits (1 800 hours) and can be carried out both in initial and in-service training programmes.

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

Primary and secondary school managers are appointed by districts (i.e. level 2 public authorities) upon succeeding in a nationwide competition. School leaders in turn
appoint their deputies and the school’s teachers and other staff. The competition for the position of school manager consists of four stages: 1) verification of fulfilment
of the conditions for participation in the competition; 2) assessment of professional and managerial knowledge (test); 3) CV assessment; 4) the interview. The second
stage of the competition is carried out by the MoER, in accordance with an instruction approved by the Ministry. Candidates who have accumulated at least 60% of the
set points will go through to the next stage of the competition. Within no more than 10 days from the date of testing, the Competition Committee is convened to
conduct the third and fourth stages of the competition for candidates who have passed the second stage successfully [5].

Legislation mandates that public higher education and technical vocational education institutions must establish agreements with students enrolled in government-funded
pre-service teacher training programmes. These agreements outline the students' training and subsequent job placement based on State requirements. As a result, the
MoER facilitates entry into the teaching profession through a centralised distribution system [6]. Assignments are made according to a distribution plan informed by data
on the number of educators required in various fields, the educational level required, the rural or urban setting in need of teachers, and the language of instruction. This
information is gathered by the Ministry of Education from the district/municipal education departments on a yearly basis.

Teachers (beginners or those with some experience) may also be employed based on their own request, avoiding the centralised distribution system.

The teaching subject to which a teacher can be assigned is directly related to his/her qualification. In some cases, a teacher might be assigned a different teaching
subject from the same curricular area (e.g. science subjects — biology/chemistry —are interchangeable). In such cases reskilling is required.

2. CAREER PATHS

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

Progression in the teaching profession is attained through the attestation system and the granting of pedagogical and managerial degrees (two, one and superior). The
MoER establishes the procedure for awarding these degrees. The holders of teaching degrees receive salary supplements. All teachers receive an award based on
performance, on continuous professional development results and on the outcomes of a teacher’s methodological and teaching activities. The regulation on attestation
of teachers from the general and vocational education sectors and from psycho-pedagogical assistance structures encourages high-performing teachers and those
whose pupils obtain outstanding results to aspire to obtaining first and senior pedagogical degrees, exceptionally within a shorter term. It also entitles methodologists to
ask for pedagogical degrees in the discipline taught and decentralises the confirmation procedure to the superior pedagogical level from the republican level to the
district/municipal level [3].
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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

In-service teacher training (for all educational levels of teaching staff: pedagogical, scientific-pedagogical, scientific and managerial staff) is regulated by law and is
mandatory throughout a teacher’s entire teaching career. In-service training programmes are delivered by VET and higher education institutions, within specialised
departments, as well as by specialist private suppliers, based on programmes accredited by the MoER. An important role within in-service teacher training is assigned to
mentoring in general education. This supports the professional insertion of junior teachers and is a method for retaining young professionals in the education system [1].
By completing the in-service teacher training programmes, the participants create a portfolio that includes professional development credits, which are essential for
attestation and career advancement. For instance, teachers, as well as school leaders, must participate in and successfully complete professional development courses
totalling 20 ECTS (600 hours) every three years [6].

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

Teachers in general education work seven hours a day, totalling 35 hours per week. The standard teaching workload is set at 18 hours per week. The specific number
of hours for each position and the estimated workload are determined on an annual basis by the educational institution's management, in collaboration with the
Administration Council. In VET, the standard teaching workload is set at 720 hours a year for general subject teachers and vocational instructors in post-secondary TVE
and postsecondary non-tertiary TVE. For vocational instructors in secondary VET, the standard is 480 hours a year. In higher education, the standard staff workload is 35
hours a week. Norms consisting of four categories of hours are applied. The number of direct contact hours varies depending on the person'’s title (lecturer, associate
professor, professor).

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

Teachers are evaluated both by the educational institution and by hierarchical specialised bodies (education directorate, ministry), based on regulations approved by the
MoER [7]. The assessment of teachers’ performance is performed through a self-evaluation, an internal appraisal conducted by the school, and an external assessment
conducted by ANACEC once every five years as part of the larger external school evaluation. Teachers are responsible for carrying out a self-evaluation at the end of
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every school year using a teacher assessment sheet designed for the purpose. They are required to submit their self-evaluation and their professional portfolio to the
school’s Teaching Council (which is the collective management body of the school composed of all teaching staff and chaired by the school leader). A school-based
‘teacher evaluation committee’ (consisting of the school leader and selected teachers) then appraises teachers against the same teacher assessment sheet. The results
of the self-evaluation and the appraisal are then reviewed by the school’s Teaching Council. Professional development plans must be prepared by teachers based on the
recommendations that emerge from the self-evaluation and the appraisal process.

4. FINANCING AND GOVERNANCE

Financing
o 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

The most common type of contract available for teachers is the individual permanent full-time employment contract. Teachers are permitted by law to enter into separate
employment agreements with multiple employers (cumulative employment) as long as it does not affect their primary job. A part-time contract might be concluded when
a teacher is deployed for a teaching job in another school (this is a common situation for small rural schools).

Teacher salaries are largely based on teachers’ educational attainment, the duration of their teaching experience and the number of hours worked. In order to offer
teachers career advancement opportunities and encourage them to improve their skills, three teaching degrees have been established: second-level, first-level and senior-
level teacher. Holders of the higher degrees (i.e. first and senior) receive salary supplements.

The government is implementing consistent measures to increase the attractiveness of the teaching profession among young people, to provide support and motivation
for them to remain within the education system. Teachers’ salaries are periodically reviewed and adjusted to mitigate the effects of inflation and gaps in relation to the
average salary in the economy. The MoER indicates [8] the following changes in average salaries: junior teaching staff — MDL 5 688 in 2021, from MDL 6 004 to MDL 6 320
in 2022, and MDL 7 620 in 2023; teaching staff with more than 20 years of experience — MDL 8 820 in 2021, from MDL 9 310 to MDL 9 800 in 2022, and MDL 11 100 in
2023. In addition, financial allocations have been 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, special
purpose budget allocations also cover monthly compensation for expenses related to renting accommmodation, 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 [9]. In 2024, a Government Decision
extended the allowance period to five years. Young teachers will receive an allowance of MDL 200 000 (higher education graduates) and MDL 160 000 (vocational
education graduates), disbursed in two instalments—after six months and 18 months of work. Additionally, the allowance for renting accommodation, electricity and
heating in rural areas has been increased to MDL 15 000 per year for the first five years of employment.

At the initiative of the MoER, the Government has approved the increase/doubling of scholarships for students specialising in pedagogy [10].
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Governance
Mapping of the central institutions playing a role in teacher management

The MoER develops policies and regulations on/for teachers and monitors their implementation.

The National Agency for Quality Assurance in Education and Research (ANACEC) is the national body responsible for school evaluations and appraisals of school
leaders.

The National Institute for Education and Leadership has management responsibilities in organising and delivering in-service teacher training and establishing the
network of mentors — experienced professionals appointed to support beginner teachers to perform in their job.

Centres of training and professional development within universities: universities have become CPD (continuing professional development) centres for teachers.

For example, the State Pedagogical University ‘lon Creanga’ has become the National Training Centre for Teachers and Education Managers. Moldova State University

has become the Institute of Continuing Training, which offers specialisation and retraining programmes in various areas: education, services, public administration, social

assistance, economics, computer science, applied computer science, law, journalism, communication sciences, chemical technology, environmental sciences,

psychology, library science, information assistance and modern languages.

Specialised education bodies (district /municipal departments of education) are in charge of:

e assessing the performances and organising the attestation of the teaching and management staff of preschool, primary, secondary, high-school and extracurricular
educational institutions in the respective territorial-administrative unit;

e coordinating and ensuring the in-service training of the teaching and management staff from the subordinate educational institutions;

e analysing and disseminating the advanced pedagogical experience of teaching and management staff from subordinate educational institutions.

School directors, in their capacity as employers:

e conclude individual employment contracts with teaching staff, deputy director(s) and auxiliary staff;

e are responsible for ensuring that teaching staff are employed correctly and for assigning salary rights;

e assign teachers for cumulative work or per-hour work;

e facilitate teaching and promote teaching staff for career growth.

Teacher performance assessment

In August 2023, the MoER released the methodology [7] aimed at supporting schools and district departments of education in the implementation of the performance-
based payment scheme. In accordance with the methodology, teachers that obtain an unsatisfactory rating two years in a row are considered to have committed a
disciplinary offence and will be disciplined by the school leader. The methodology aims to stimulate teachers’ professional involvement in the school and encourage
outstanding results. The methodology calls for an appraisal process to be carried out every six months for all teaching staff and members of the management team with
teaching functions, including school support staff (e.g. school psychologists). The school is provided with an additional 10% of its annual salary budget for the provision
of bonus pay. The salary bonus is determined and paid in accordance with time worked and depending on the level of achievement based on specific performance
indicators (see below). The bonus is granted in conjunction with a teacher’'s monthly salary and is applied based on the result obtained in the previous six months. The
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process of appraising teachers is conducted by the head of the school's ‘Methodological Committee’ to which the teacher belongs, and by the school leader. The process
follows a series of steps. The first stage is a self-evaluation using a standardised self-assessment form that is outlined in the methodology. The teacher must select from
multiple key performance indicators that align with three specific areas: 1) involvement in school development activities (e.g. engage in activities to enhance school
performance); 2) involvement in educational activities (e.g. agree to participate in and lead professional development activities at school or district level); and 3) involvement
in methodological activities (e.g. participate in mentoring activities). For each item in the self-assessment form, the teacher is eligible for a score that is later used by the
Methodological Committee to determine an overall accumulated score and grade (see below). Next, the Methodological Committee coordinates the appraisal of the self-
evaluation and determines an overall score that corresponds to a grade of ‘very good’, ‘good’, ‘satisfactory’, or ‘unsatisfactory’. The performance indicators and
performance appraisals that are conducted by the Methodological Committee are then submitted to the school leader for final approval. The deputy school leader is
responsible for supporting teachers and other staff.

Finally, the school leader reviews and approves the performance of the teacher based on a form entitled ‘Individual performance appraisal framework of the evaluation of
the professional performance of teaching staff’ that is included in the methodology and completed by the head of the Methodological Committee. The final score and
grade awarded is calculated based on the indicators outlined in the self-assessment form. For leaders with teaching functions, their evaluation is conducted by another
member of the school leadership team. Teachers who have their final grade approved as ‘very good’ or ‘good’ are entitled to a salary bonus calculated based on their
basic salary. For ‘good’ this can range from 1% to 7%, while ‘very good’ may correspond to a 7% to 10% bonus. Those who are awarded a grade of ‘satisfactory’ or
‘unsatisfactory’ are not eligible for a bonus. The school leader may award a bonus above 10% for a teacher who has achieved outstanding performance (e.g. author/co-
author of textbooks, member of unpaid national committees, etc.).

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

Providing the educational system with teachers involves an annual estimation of the required number of teachers and the creation of an admission plan. This estimation
is informed by data gathered by the MoER, which identifies teacher needs by reaching out to district/municipal education departments each year. These departments
complete a form detailing the number of educators needed in various fields, the educational level required, the rural or urban setting in need of teachers, and the language
of instruction. Using information provided at the local level, along with other system development factors, the staffing requirements are determined. These estimations
are then discussed in an intersectoral setting (involving the Minister of Labour, Ministry of Finance, trade unions, employers’ associations and other relevant stakeholders),
leading to the approval of the admission plan by the Government.

More specific data on teaching staff in general education is collected and stored through the education management information system (EMIS) [11]. It offers valuable
insights into various indicators such as employment conditions, opportunities for career growth and ongoing training. Additionally, it provides information on the specific
curricular areas in which teachers are employed, their age, place of residence (rural or urban), and other relevant parameters. EMIS does not include tools for collecting
data about or assessing teacher demand, presented in the previous section.

*
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Part 2: Analysis

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

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

(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.)

(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 priorities”.

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 MoER?2.

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).

" 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
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 1582 3771
Number of teachers
Postsecondary vocational and postsecondary non-tertiary education (colleges) 2417 1465 1558
Secondary vocational education with integrated programmes (centres of excellence) M.D. 1022 937
Higher Education 5372 4 545 3772
Primary and general secondary education institution 85% 86.8% 87.7%
(26319 out of | (24018 out of (23053 out of
30834) 27657) 26272)
Secondary VET (vocational schools) 55.2% 53.4% 66.9%
(1156 out of (844 out of (2524 out of
2096) 1582) 3771)
Share of female Postsecondary vocational and postsecondary non-tertiary education (colleges) 70% 71.7% 73.2%
teachers by level of (1693 out of (1051 out of (1141 out of
education 2417) 1465) 1558)
Secondary vocational education with integrated programmes (centres of excellence) M.D. 72% 71.7%
(736 out of (672 out of
1022) 937)
Higher Education 54.2% 54.7% 56.2%
(2912 out of (2484 out of (2121 out of
5372) 4545) 3772)
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56% 55.2% 53.9%
Early education (6964 out of (7053 out of (6778 out of
Share of teachers in 12431) 12785) 12582)
|
rural areas 58.4% 55.6% 52.6%
Primary and general secondary education institution (17995 out of | (15389 out of (13823 out of
30834) 27657) 26272)
Number of teachers for
children with special . . 59 92 119
education needs (SEN) nlgerr Sty
on the total of teachers
Early education 14.9 14.6 13.5
IR stud_ent- Primary and general secondary education institution 11.4 12.4 13.0
teacher ratio
Higher Education 15.3 13.2 15.6
Total number of 29771 26960 25036

teachers with teaching
loads

Primary and general secondary education institution

Table source: National Bureau of Statistics, Moldova

* %

*
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Number of teachers by level of education
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