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1. Analysis of the university-labor market relations 

1.1. Study of the volume, issues and difficulties of the integration of young 
professionals in the labor market 

 The process of insertion of young specialists in the field of work has a special contribution on 
the quality of life of young people, or obstacles and failure to obtain a decent job after graduation can 
have a serious and long-term impact on young people's abilities and skills. on their income. A positive 
debut on the labor market determines the professional and personal success in the later periods of the 
young person's life. 
 As in other East European countries, young people in the Republic of Moldova face difficulties 
in the process of transition from school to work, as well as in finding a stable job with good career 
prospects that will be well paid, covering the needs for a decent living. The beginning of the route 
professionally has a strong influence on professional life and a failed professional start can lead to 
difficulties in missing opportunities, inadequate labor market requirements or unemployment. 
 We can highlight several barriers in the integration of young people on the labor market, 
including: discrepancy between the qualifications of young specialists and the requirements of 
employers, lack of experience in independent decision making, lack of knowledge, lack of practical 
professional skills. Often, the choice of profession is not based on the needs of the labor market in 
certain specialties. It can be noted a tendency to choose specialties with a humanitarian profile and 
less with a technical profile, which leads to an excess of specialists in the humanities and a deficit of 
those in the technical field. As a result, many graduates of educational institutions are not employed 
according to their specialty or need retraining for employment. 
 Solving the problems of integrating young people into the labor market is an important goal 
for several European countries, especially those in the Eastern European area, which are on the way 
to strengthening the market economy, to which Republic of Moldova also refers. 
 The specificity of the young workforce leads to its low competitiveness compared to other age 
groups. Thus, the demand on the labor market for this category of workers is small. Under these 
conditions, the state must promote special policies that would facilitate the process of transition from 
school to work and the professional integration of young people, especially in the categories of 
socially vulnerable. 
 The lack of fair investment in human capital has prevented the realization of this potential on 
the domestic labor market, the consequences being obvious in the long run. 
 The process of integration in the field of work has a special contribution on the quality of life 
of young people, or obstacles and failure to get a decent job after graduation can had a serious and  
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lasting impact on the professional abilities and skills of young people, but also on their income. A 
positive debut on the labor market determines professional and personal success in later periods of the 
young person's life. The employment indicators of young people register lower values compared to 
the population total economically active. In recent years, the employment rate of young people (15–
29 years) ranges from 28.4% and about 31–33.3%1, the value of the indicator depending on whether 
or not it is taken taking into account the number of young people who have been missing from the 
country for more than 12 months as a result of migration. The duck unemployment among young 
people is about twice as high as in the total economically active population. 

 In the Republic of Moldova, the problem of non-correlation between university studies and 
the labor market is caused by several specific factors, such as lack of qualifications and specialized 
studies, certifications in close connection with the labor market offer and social realities. The result 
of these gaps is obvious. More than 30% of graduates do not work according to their qualifications, 
and more than 7 out of 10 people claim they have an acute shortage of skilled labor2. Therefore, we 
are witnessing a serious systemic problem, which is particularly acute over the background of the 
demographic problem, massive migration and an aging population. 

At the same time, about 60% of employers have a low degree of satisfaction due to the great gap 
between the knowledge of young specialists and the skills required by the company3. The young 
people themselves admit that they would need additional training at the workplace because there is a 
disagreement between what is learned at the university and what is applied in practice. 

1.2. Analyzing employment situation for young professionals 

 While the employment rate of young people in the European Union is 33.7%, the employment 
rate of young people in the Republic of Moldova is only 17.4%. At the same time, according to the 
data of the National Bureau of Statistics, the most vulnerable on the labor market are young people 
(56% of the total number of registered unemployed)4. The period of integration on the labor market 
of young specialists with higher education is 4 times shorter than that of specialists with professional 
studies. 
 The universities of the Republic of Moldova engaged in the WBL4job project (Alecu Russo 
Balti State University and Trade Cooperative University of Moldova) conduct an annual survey to 
analyses the employment situation of their undergraduates, and to measure the quality of the 
university-employer partnership and the degree of satisfaction of employers regarding the professional 
skills of graduates.   
 The surveys are designed to assess the quality of university education within USARB and 
TCUM through the vision of two main actors: employers (companies), and students (beneficiaries of 
economic training services). 
                                                           
1 According to the statistical data www.statistica.md  
2 www.statistica.md  
3 According to the Alecu Russo Balti State University  Surveys 
4 www.statistica.md  
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 The surveys were aimed at these three target groups (three objectives): 
 a. For employers / companies - to analyze the attitudes and perceptions of employers and 
to collect relevant needs regarding graduates of higher education institutions. 
 b. For students - the study aims to analyze students' attitudes and perceptions and collect relevant 
learning needs regarding entrepreneurship and digital skills. 
  For companies (employers) and students, google questionnaire tools were used.  For each 
questionnaire, an evaluation system (points) was developed according to the specifics of the question 
and the problem addressed. To generalize the data and formulate the conclusions, the results obtained 
with the help of electronic tools were processed. 
 According to these universities surveys, the majority of interviewed employers (95%) stated 
that they had hired young people in the last three years.  

Most often, when recruiting staff, employers rely on individual requests (52.27%). Quite often 
they use advertisements in the media (43.18%) or people registered with the Territorial Employment 
Agencies (40.91%). To increase the efficiency of the recruitment and selection process of the most 
suitable employees, employers use several recruitment methods and channels. 

Links with educational institutions are strengthened at 61.5% of all respondents. These are 
fructified in multiple forms: student practice - 44 respondents (42.30%); recruitment - 8 respondents 
(7.69%); participation in exams / assessments - 2 respondents (1.92%); curriculum development - 1  

respondent (0.96%); training of company staff - 4 respondents (3.85%); on-the-job training - 5 
respondents (4.81%). 

From the analysis of the obtained results, we find a relatively weak partnership of the 
interviewees with the educational institutions, providers of labor force. Most often, these connections 
take the form of internships for students, although even in this case, many relationships are formal in 
nature. We consider that the potential of training and improvement that training service providers 
could offer in formal, non-formal and informal education is not fully exploited. 

Employers were asked to appreciate 
the theoretical knowledge and practical skills 
of young specialists. Most of them (86%) 
expressed their satisfaction with the 
theoretical knowledge of young people show 
when they are employed. This knowledge is 
demonstrated during the recruitment process 
(job interview, specialized tests, logic 
exercises), but also during the professional 
activity  

 
Figure 1. Are the theoretical skills of young specialist satisfying company expectation? 
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Average grade assigned theoretical knowledge is 7.23, which indicates a critical approach of 
the state of things, namely: curricular programs not always consider labor market needs. 

The practical skills of young specialists meet 82% of employers' expectations. The average 
grade assigned to practical skills is 6.55 from 10, which reflects the predominantly theoretical nature 
of university and professional studies. Five respondents gave negative marks to the level of training  
of young people's practical skills, compared to two respondents who gave negative marks to the level 
of theoretical. 

 

 
Figure 2. Are the practical skills of young specialist satisfying company expectation?. 
 
When asked if they would like to hire a person with work experience, who has a very good job 

or a young person, inexperienced but with high potential and a spirit of initiative, employers preferred 
both options, without discriminates based on age (figure 3). 

 However, if we omit option c) the balance of employers' preferences is more oriented towards 
young people, because they are energetic and have an increased capacity for flexibility and adaptation 
to the new. 

To obtain as detailed information as possible on the skills and knowledge that employers 
expect to gather young specialists, we aimed to determine the importance that employers attach to 
cognitive and behavioral characteristics of young specialists. We referred both to those key 
competences proposed by the European Parliament, but also to those competences / knowledges 
specific to the fields in which the institutions participating in the research operate. Figure 4 illustrates 
the assessments given by respondents on a scale from 1 to 5, where 1 means not important, and 5 –  
very important. 
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Figure 3. Question: Do you prefer to be employed in a particular position? 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

Figure 4. Question: What importance do you attach to the following knowledge and skills of 
young specialists? 

 In conclusion, the key competencies of the young specialists, considered very important by the 
employers' representatives, are the following: level of education (average grade: 4.43); attitude 
towards improvement (average grade: 4.32); qualification (average mark: 4.30); teamwork skills  
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(average grade: 4.30); computer skills (average grade: 4.25); attitude towards work (average grade: 
4.07); knowledge of foreign languages (average mark: 4.07); flexibility (average grade: 4.02). 

  In the case of this knowledge, skills and abilities, more than half of the study participants 
considered them very important. We believe that having these skills would help increase the level of 
employability of young specialists and strengthen the relationship of trust and collaboration between 
the education market and the labor market. 

 

1.3. Study of the existing institutional mechanism and traditions ensuring the 
university-company relationship, identification of positive and negative aspects. 

The institutional mechanism for the university-company relationship is ensured by the University 
Charter5, University Strategy6 and institutional regulations concerning the student’s internships7. 
University-company relations are performed trough the following forms: 

 Internships (Internships Agreements, usually asked by financial institutions and banks, 
Collaboration Agreement) 

 Conferences 
 Panel discussions 
 University Events (Job Fair, Alumni meetings) 
 Curricula elaboration 
 Survey of the company's degree of satisfaction concerning the student’s competences. 

The universities organigramme in charge of internship consists of: 
1. University level (Career Orientation Centers) 
2. Faculty level (Career Orientation Centers, dean, vice dean of the Faculty)- traditionally the 

university-company relationships starts at the Department or at the Faculty level. The 
agreements for collaborations and internships are signed at the faculty level by the dean. In 
small universities these agreements are signed by the rector.  

3. Department level – the department is in charge to nominate the responsible person for the 
university-companies collaboration for the students internships or other activities. 

                                                           
5 Carta USARB, https://usarb.md/wp-content/uploads/2018/05/Carta_USARB.pdf,  
Carta UCCM, http://www.uccm.md/ro/images/stories/pdf_uri/regulamente/2017/New%20folder/Carta%20UCCM.pdf  
6 Planul de dezvoltare strategica USARB 2019-2023,  https://usarb.md/wp-content/uploads/2021/02/Plan-de-
dezvoltare-strategica-2018.pdf,  
Planul de dezvoltare strategica UCCM 2021-2025, http://www.uccm.md/ro/images/stories/2021/Plan-de-dezvoltare-
strategic%C4%83-a-UCCM-2021-2025.PDF  
7 Regulament de organizare a practicii USARB, https://usarb.md/wp-
content/uploads/2018/12/Regulament_practica_USARB_REVIZUIT.pdf , 
Regulament privind organizarea stagiilor de practica UCCM, 
http://www.uccm.md/ro/images/stories/pdf_uri/regulamente/2017/III/Reg%20organizarea%20desfasurarea%20pract
icii.PDF  
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Moldovan universities have long traditions in establishing collaborative relationships with the 
entrepreneurial environment. 

The curricula for economic specialties within USARB are analyzed and updated annually, in 
accordance with the expectations of the economic and social sector. 

Every year, a survey of students and graduates of the program is organized to determine the 
strengths and weaknesses of the program. The program manager monitors the administration of the 
questionnaires. For this purpose, questionnaires are developed for students in the first cycle of the 
Bachelor and in the second cycle of the Master. The questionnaire is done online, ensuring the 
anonymity of the respondents. 

The consultation of the partners for the elaboration of the study programs takes place during the 
organization of the production and licensing practice, as well as during the taking of the license exam. 

Annually, the Department of Economic Sciences organizes round tables and debates, with the 
participation of representatives of the business and professional environment, in the process of which 
the current issues related to the course units and other components of the curriculum of the study 
programs are discussed. 

Following the analysis of the questionnaires and because of the proposals submitted by 
practitioners and managers of enterprises, companies, banks and institutions, as well as those 
submitted by teachers involved in study programs, the curriculum is updated, introducing optional 
courses / modules new studies, there is a review of the number of ECTS credits in disciplines and their 
distribution by semesters. 

 

2. Study of the situation of the WBL in Moldova 

2.1. Analysis of national policy and legislation with regards to WBL implementation, 
identification of favorable-unfavorable factors 

 
1. EDUCATION CODE OF RM (NR. 152, 17.07.2014) (ART.100. INTERNSHIPS) 

http://lex.justice.md/index.php?action=view&view=doc&lang=1&id=355156  
 
 (1) The internships of the students represent one of the mandatory forms of training of the highly 
qualified specialists. 
    (2) The internships are organized by higher education institutions and are carried out within 
institutions, organizations, companies, societies and other structures according to a framework 
regulation approved by the Ministry of Education, Culture and Research. 
    (3) The structures that offer to the higher education institutions places for the internships of the 
students can benefit, from these institutions, from: 
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    a) priority 

in selecting graduates for inclusion in their own structure; 
    b) partnership in the organization of business incubators, scientific laboratories, joint projects, etc. 
     c) technology transfer and exchange of experience; 
     d) continuous training of the staff in the higher education institution. 
    (4) The internships are carried out based on the contract concluded by the higher education 
institution and / or students with the structures offering internships. 
    (5) The structures that offer places for the internships of the students benefit from fiscal facilities 
in the way established by the legislation. 
 
 2. FRAMEWORK REGULATION ON INTERNSHIPS IN HIGHER EDUCATION 
(19.03.2014) 
https://mecc.gov.md/sites/default/files/ordinul_nr._203_din_19.03.2014_regulamentul-
cadru_privind_stagiile_de_practica_in_invatamintul_superior.pdf  
 
 Internships are a mandatory part of the educational process and are carried out in order to deepen 
the theoretical knowledge gained by students during the year (years) of studies and training of 
competencies established by the National Qualifications Framework on fields of professional training. 
 

3. THE NATIONAL QUALIFICATIONS FRAMEWORK ON PROFESSIONAL FIELDS 
4. FRAMEWORK PLAN FOR BACHELOR (CYCLE I), MASTER'S DEGREE (CYCLE 

II) AND INTEGRATED HIGHER EDUCATION, approved by order of the Ministry of 
Education, Culture and Research no.120 of 10.02.2020, 

 
 

2.2.  Study of existing mechanism of internship and their effectiveness. 

Alecu Russo Balti State University 
(USARB) 

Trade Cooperatist University of Moldova 
(TCUM) 

 REGULATIONS on the 
organization and conduct 
internships in Alecu Russo Balti 
State University (24.10.2018) 

(https://usarb.md/wp-
content/uploads/2018/12/Regu
lament_practica_USARB_REV
IZUIT.pdf) 

 Guidelines for the internships (for 
each specialty: Finance and 

 Regulations of the organization and 
development of the teaching process 
within the UCCM with the application of 
the National System of Study Credits, 
approved by the decision of the TCUM 
Senate of 25.02.2020 

 Regulation of the organization and 
development of the internships in 
TCUM. 

 Internship Curriculum. 
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Banking, Business and 
Administration, Accounting). 

 Internship curriculum 

 

The  Internships  are organised by the responsible person from the Department of economic 
sciences. According to the Education Plan (Finance and Banks, Business and Administration, 
Accounting). 

 

2nd year, 
4th 
semester 

Internship I 3 weeks 6 hours 
per day 

90 hours of direct contact 
with the company 

6 ECTS 

3rd year, 
5th 
semester 

Internship II 6 weeks 6 hours 
per day 

180 hours of direct 
contact with the company 

12 
ECTS 

3rd year, 
6 semester 

Research 
Internship 

Part of the bachelor 
dissertation 

120 hours of direct 
contact with the company 

14 
ECTS  

 
The  Internships  are organised by the responsible person from the Department of 

Accounting, Finance and Banking according to the Education Plan. 
 

2nd year, 
4th 
semester 

Internship I 3 weeks 6 hours 
per day 

90 hours of direct 
contact with the 
company 

6 
ECTS 

3rd year, 
5th 
semester 

Internship II 5 weeks 6 hours  
per day 

180 hours of direct 
contact with the 
company 

12 
ECTS 

3rd year, 
6 semester 

Research 
Internship 

5 weeks 120 hours of direct 
contact with the 
company 

14 
ECTS  
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The 
internship is carried out according to the agreements of the universities and companies.  

Partnership Agreements  establish mutually beneficial partnerships in order to adjust the 
training process of specialists to the needs of the company and to provide scientific-advisory 
assistance on the promotion of the company's economic activities. 

 
University adviser responsibilities during the internship: 

 To provide students with place for the internships according to agreements 
 To provide the necessary assistance regarding the internship organisation and 

documentation 
 To perform students training before internship 
 To monitor student internship and evaluate internship outcomes and results. 

Partner institutions (companies) responsibilities during the internship: 
 To organize the internships in accordance with the university regulations and the 

Internship Curricula;  
 To appoint an internship mentors from highly qualified specialists with experience in 

the field;  
 To ensure adequate conditions for the efficient development of the internship;  
 To ensure the access of the trainees to the specialized literature fund they have, various 

development projects, other materials, to the corresponding machinery and equipment, 
in accordance with the internship programs; 

 To carry out the training of trainees in safety conditions. 
Students responsibilities during the internship: 

 To be present at the company according to the established work schedule (6 hours per day) 
 To respect the company's internal regulations 

 
 To present an internship portfolio according to the Internship curricula (Internship Report, 

Relevant documents, Recommendation letter) 

Internships are a mandatory part of the educational process and are carried out in order to 
consolidate and deepen the theoretical knowledge gained by students during the year (s) of studies, 
consolidate the skills established by the National Qualifications Framework in vocational training and, 
respectively, through the university curriculum and facilitating the process of insertion of future 
specialists on the labor market. 

The form of the internship, in which the students individually identify the place where it takes place 
and concludes a separate contract / agreement with the partner unit, can be considered part of the 
training program with the agreement of the University administration and interns. In this case, the 
student presents, at least, one month before the beginning of the internship, the request / approach for 
the individual realization of the internship and the agreement of the partner institution. The university 
encourages this way of doing the internship, as a means of gaining experience in looking for a job and 
facilitating the professional insertion of students after graduation. 
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 In the academic year 2020-2021, 178 internships were carried out. As in the previous year, most 
internships were completed in the field of trade (52), production (38), services (28). 
 

Figure 5 shows an analysis by years and areas of internships conducted by USARB students.

 
Figure 5. Analysis of internships by years and fields (period 2018-2021) 

  Based on the data illustrated in Figure 5, we can see an increasing trend of students to do 
internships in trade, but also in agriculture. Interest in production, public services, banking and tourism 
is declining. In the IT field, the fewest internships were carried out. 
   

 Conclusion (favorable-unfavorable factors) 
Favorable (according to the students): 

 Development of professional skills, 
 compliance with legal aspects in practice,   
 apply theoretical knowledge in practice,  
 get acquainted with various specialists, better understand the essence of certain operations, 
 development of critical and analytical thinking, 
 development of research skills, evaluation, analysis, goal setting and vision on future 

professional activity, 
 accumulating work experience. 

Unfavorable (according to the students): 

 too short internship period for the internship, 
 students were not involved in all the activities of the organization or were not given enough 

tasks, 
 the existence of organizational problems or poor organization of the work of trainees, 
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 difficulties in finding appropriate place for internship. 
 
Conclusion (according to academic staff and internship mentors:) 

The relationship of the trainee student and internship manager from the company, as well as the 
guidance received from him, are essential for the proper development of the professional activity. 
For these reasons, closer collaboration between universities and internship partners is needed.  

Both teachers and interns in the company should focus on training and developing skills in 
students that are cross-cutting and avoid or limit as much as possible skills / abilities that are too 
specific. 

To increases the practical character of the activities carried out at courses and seminars in order 
to adapt the didactic activity to the existing requirements / expectations on the labor market. 

To modernize university curricula with more practical aspects and activities. 

To create/improve responsible units to assure students with places (companies, institutions) for 
the internship. 


