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Abstract 

Task achievement/performance of activities assigned to an employee at work requires a mix of 
competencies or skills (in line with the complexity of one’s work). Some competencies, specific of the 
job/position held, represent one’s basic/professional or essential competencies, whereas others constitute 
auxiliary/secondary/soft/transversal competencies. This research introduces the most important results 
on career evolution of teaching staff in the light of the development of professional competencies. The 
data were collected by means of a questionnaire applied on a representative sample of teaching staff in 
the pre-university education in Dâmbovița County. The teachers carry out their activity in academic high 
schools, technological and vocational schools. The data were used in outlining an overview on what 
professional competencies development implies in relation to career evolution of teaching staff. 
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Introduction 

The concept of competency has several meanings. We have considered as comprehensive the 
approach by which the competency represents the proven capacity to separate, combine and 
properly use value-and-attitude-based knowledge, abilities and other acquisitions so as to 
successfully solve a specific category of work or learning situations and to develop 
professionally or personally under the required performance requirements (Potolea, Toma, 
2013). The components of the structure of a competence - knowledge, abilities and attitudes 
acquirable through learning - enable identification of and solving issues typical of an area, in 
various contexts (Ardelean, 2012).  

In practical terms, the competency is an indicator of the level of knowledge, experience and 
skills allowing a person to act in various situations, as shown in the figure below: 
 

 
 
 

Fig. 1. Internal structure of a competency  
 

Source: according to Aurel Ardelean “Didactics of Competency Formation”  
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Approached as an ensemble of specific knowledge, personal attributes, skills and aptitudes 
which influence a person’s ability to carry out responsibilities to achieve the objectives of the 
organistion, the competency represents appropriate achievement of a task or performance of a 
specific activity. 
 

Competencies are classified in several manners. A variant existing in practice groups the 
competencies into three main categories: technical/functional/professional competencies, 
managerial competencies and behavioural/auxiliary/support/transversal competencies. 
 

This classification is shown in the figure below: 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Fig.2. Classification of competencies  
 

Source: Ministry of National Education, Report on the Specific Competency Matrix 
 

In terms of competency content, there are continuous changes taking place worldwide. The 
“soft” competencies become as important as the “hard” competencies. Therefore, employers 
seek that their employees should have: 
o ICT competencies at all qualification levels; 
o “green” competencies for all professions; 
o communication competencies, a priority in satisfying customers; 
o team work, collaboration, decision-making, entrepreneurship; 
o creativity, innovative thinking, capacity to solve problems; 
o flexibility, ability to learn throughout life. 

 

A recent study of Forbes magazine shows that, from the employees’ point of view, there is a 
lower interest in knowledge relating a a specific field. Employees are therefore more attracted to 
development of non-cognitive, social and emotional competencies. All these mean that the 
employee may develop specialty competencies by means of training sessions conducted at 
workplace or specialisation strictly organised for the area targeted. Task 
achievement/performance of activities by an employee at workplace requires a mixture of 
competencies and skills (according to the complexity of their activity). Some competencies, 
specific of the job/position held, represent one’s basic/professional or essential competencies, 
whereas others constitute auxiliary/secondary/soft/transversal competencies (Caprini et al., 
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2005). The literature enlarges on a series of competency models with a view to highlighting the 
work-related abilities for a genuine professional person who works in different cultural contexts.  

Since 2012 the main qualification for teachers in Europe has been the bachelor’s degree, with 
the exception of high school teachers who, in most countries, have to have a master’s degree. 
These programmes usually last 4 to 5 years. The alternative ways to shape a didactic career, 
such as short-term programs at work, conducted for those who want to change their career, are 
not so popular throughout Europe, as one can see in the image below: 

 
 

Fig. 3. Alternative ways for didactic career 
 

Source: Eurydice Report on education and training, 2013 

Teachers are professional persons as they practice this profession based on a specialty training 
which entitle them to teach. The establishment of the Teaching Staff Training Departments and 
the obligation to attend the pedagogical module before having access to a didactical career have 
conferred the initial training the status of a real professionalisation. We are therefore speaking 
about a set of specific competencies which provide the teaching staff the skills required to carry 
out instructive and educational activities in an efficient manner. Professionalisation is therefore 
approached as a redefinition of some competencies used to implement quality educational 
practices.  

Apart from the debate on limiting free and full development by professionalisation, we approach 
the activity of the teaching staff not only in the light of their vocation and personal qualities but 
also as an activity relying on specific and precise norms and constraints. Knowledge acquired 
and competencies developed imply long-life training, based on a rigorous and elaborated 
professional model. As a result, the empirism, improvisation and artificial procedures are 
eliminated. 

Teachers have the possibility to develop permanently both at professional and personal level. 
They do not cease to learn, they are not satisfied with mediocre results, they are trained on a 
continuous basis in order to develop their creativity and didactical innovation.  

Relevance and Importance of the Study 

In order to shape and develop competencies of teaching staff it is required to carry out both 
theoretical, informing activities and practical activities which should be conducted in a real, 
professional context. In terms of didactic career, (Table 1) in addition to professional 
competencies, we have included another important category for the area, i.e. specialty 
competencies. They are acquired through initial training in relation to bachelor’s university 
programs and pave the way towards training for a future career. The methodology on lifelong 
training states that: initial training and lifelong training are designed as inter-conditional 
processes by which connections and bridgeheads are established towards a permanent 
adaptation of teaching staff’s training to the dynamics of education processes and systems. 
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Table 1. Categories of competencies 

Categories of 
competencies 

System of competencies defining for career evolution 

Specialisation 
competencies 

defined acc to CNCIS posted on www.rncis.ro 

Professional 
competencies   

Projecting the didactic activity  
Managing and monitoring the learning process 
Assessing the educational activity  
Using digital technologies 
Getting to know and counsel pupils and treat them differently in class 
Class management  

Transversal 
competencies  

Institutional development of school and of school-community partnership 
Career management and personal development  
Applicative educational research  

Source: Potolea D. & Toma. S. (2013), Standards for the didactic profession 

Such types of competencies enable teaching staff to take various professional roles which may 
be achieved at a given time. 

Materials and Methods 

The investigative endeavour on career evolution relating to human resources as a result of 
developing professional competencies has used a complex research strategy which combines 
both quantitative and qualitative investigation methods. We are enumerating below the set of 
methods and techniques used in the collection of information as well as the goal taken into 
consideration when using them. 

The objectives of the study were: 

o Identification of competencies which allow access to pre-university education; 
o Development of professional competencies and their role in evolution of teaching staff’s 

career; 
o Identification of some motivational solutions for teachers to develop their professional 

competencies. 

The quantitative research on pre-university teaching staff’s career performance starts from the 
following hypotheses: 
o Teaching staff in pre-university high school education are permanently preoccupied to 

develop their professional competencies; 
o Development of professional competencies is the duty of teachers, not of the organisation 

to which they belong; 
o There is a close connection between the teacher’s career evolution and the development of 

his or her professional competencies; 
o Teachers are flexible in relation to programmes of professional competency development. 

Documentary Analysis 

Many studies and statistical indicators (Campbell, D.J., Campbell, J.M., Chia H.B., 1998) 
confirm that success and competitiveness of organisations depend to a large extent on the 
development of their employees’ professional competencies. In most countries, there are 
descriptions of abilities and competencies that a teacher should have when he or she becomes 
part of the education system. Statements on teaching staff’s competencies include areas such as: 
mastering the discipline and related pedagogy, assessment competencies, team work 
competencies, social and interpersonal competencies required in teaching, awareness in relation 
to diversity-related aspects, research competencies and organisation and management skills. 
Most countries include in the guidelines on initial training of teachers a list of competencies 
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which they should acquire. In counties such as Estonia, Latvia, the Netherlands, Great Britain 
and Romania, competencies are elaborated as professional standards for teaching staff. Romania 
has stated different standards for each didactic position.  

Selecting the Sample 

The sample of the teaching staff working in the pre-university high school education in 
Dâmbovița County, which we have used in conducting the quantitative research, is made up of 
292 teachers out of 1212. The sample distribution according to the type of education 
establishment where teachers carry out their activity is: Academic – 115 (39%), Technological 
145 - (50%) and Vocational – 32 (11%). According to the statistical data provided by the 
National Institute of Statistics for 2015,   in Dâmbovița County there are 30 high schools with a 
number of 1212 teachers, distributed as follows: 482 in academic high schools and colleges, 260 
in vocational schools and 470 in technological high schools and colleges. In terms of gender 
distribution, in Dâmbovița County there are 382 male teachers and the rest are female teachers. 
The sample distribution shows similarities in terms of age and seniority criteria and is 
comparable to the age bracket distribution in relation to the total number of teachers working in 
the county, as shown in table 2: 

Table 2. Sample distribution by age and seniority 

Age brackets  
(years) 

Teachers interviewed 
(%) 

Seniority of teachers 
(years) 

Teaching staff 
(%) 

below 30 4.1 up to 5 5.47 
31 to 40 33.23 6 to 10 8.90 
41 to 50 41.78 11 to 20 39.38 
over 50 20.89 over 20 46.25 

Source: made by authors using data from the quantitative research 

A higher percentage is represented by teaching staff working in the urban areas, who carry out 
their activity in technological high schools, academic high schools and colleges, vocational high 
schools; most of these establishments are located in towns and cities (67.5%), whereas there are 
only 32.5% working in rural areas. Most teachers interviewed (89.4%) have reached a high level 
of teaching maturity (first level – 60.3%, second level – 23.5%, PhDs 5.6%). In the selection of 
teachers account was also taken of their curriculum areas: mathematics and sciences 25%, 
language and communication 25.68%, technologies 22.6%, arts and sport 7.53%, man and 
society 19.19%. 

Discussion 

Most European education systems consider development of teachers’ competencies to be a 
professional duty or, furthermore, an obligation. Hungary sets forth that, for teachers to be 
allowed to continue teaching, they should participate to a 120-hour lifelong professional 
development program every seven years. Romania demands that every teacher should 
accumulate minimum 90 professional credits every five years. Nevertheless, special incentives 
are most times required to encourage teaching staff towards developing their professional 
competencies. The most powerful incentive is the promotion perspective. In 18 European 
education systems, attending courses to develop professional competencies is clearly linked to 
promotion or a system of advancing to a higher professional level. The teachers interviewed 
consider that development of professional competencies represents: a right (67.8%), a 
professional duty (46.23%), an option to climb the career ladder (60.27), an opportunity for a 
salary increase (42.80%), a credit accumulation (46.57%), others (1.71%). However, 
development of professional competencies seldom represents the only condition for promotion. 
It is most times considered to be an advantage. Apart from that, development of professional 
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competencies is a way to assess performances of teaching staff. Some countries even specify the 
types or the number of hours of lifelong professional development required to be promoted. For 
instance, to get a promotion in Portugal, teachers should successfully complete an attendance of 
minimum 50 hours, while in Slovenia there is a system of correlating points to professional 
levels for all professional development programmes accredited. In accordance with the 
Education Law applicable in Romania, improvement of teaching staff and implicitly 
development of professional competencies represent a right to which a teacher is entitled. The 
means used by respondents to achieve it are presented in the table below: 
 

Table 3. Forms of professional competencies development 

Activities 
designated to 
develop your 
professional 

competencies to 
which you have 

participated 
over the past 

two years 

Forms % 
Development of methodical and psycho-pedagogical competencies for 
teachers/methodical commissions within 
schools 

53.42 

Conferences held in relation to specialisation 5.13
Conferences on education 3.76 
Seminars  8.56 
Debates/other forms used at interschool 
level/county/region/nation/worldwide 

19.52 

Improvement courses on specialty training  42.80 
Improvement courses on methodical/ psychopedagogical training 33.56 
Professional certification examination in education/didactical qualification 
levels 

23.38 

Transnational mobilities  19.52 
Others 4.1 

Source: made by authors using data from the quantitative research 

Promotion of Romanian teaching staff is directly influenced by development of professional 
competencies, implicitly by certification of professional competencies development 
programmes. Access to an organisation’s management team, national area specialisation 
commissions, the minister’s supervisory body, etc. relies on proofs of teachers’ competency 
development, both in their areas and in the educational management.  

Seven education systems offer financial incentives for teachers who participate to longlife 
professional development programmes. This means that salary increases and/or bonuses are paid 
for the same professional level (without a promotion to a different professional level). In Spain, 
bonuses are paid every five or six years to teachers working for the public sector who participate 
to lifelong professional development programmes for a minimum number of hours. Throughout 
their professional career, teaching staff may therefore earn up to maximum five additional salary 
increases. In Slovenia, high school teachers who teach three disciplines after completion of an 
additional study programme are entitled to bonuses. In Romania, financial incentives for 
teaching staff are set in line with the examinations that teachers pass (professional certification 
examination/didactical qualification levels/PhDs).  

Table 4. Financial incentives for teachers  

Lifelong Improvement  2 to 6 years 
Professional certification examination 2453 lei 2465 lei 
Second level 2465 lei 2582 lei 
First level  2582 lei 2698 lei 
PhD  50% of minimum wages – 725 lei 

Source: made by authors using data from the EDUSAL 

In addition to bonuses distributed upon passing the examinations abovementioned, merit pays 
are another way to stimulate teachers involved in development of their professional 
competencies.  



  Career Evolution, Result of Developing Professional Competencies 75 

  

Conclusions 

We can summarize that teaching staff interviewed participate to programmes designated to 
develop their professional competencies, mainly for professional certification, didactical 
qualification levels, master’s degree and orientation to specialty training and professional 
reorientation. The methodical and psycho-pedagogical improvement programmes have targeted 
orientation to specialty didactics and methods used in teaching the basic discipline, assessment, 
mentoring and curricular ability acquisition. The desire to access management positions has 
provided impetus for the participation to management, guiding and control programmes as well 
as programmes for implementation of education policy measures at organisational level. 
Development of competencies in Information and Technology outlines the evolution of teaching 
staff interviewed from initiation stage to the stage of using education platforms in their 
didactical endeavour. A gratifying element is the number of programmes to which respondents 
have participated over the past two years, especially due to the fact that they covered the costs in 
full.  
 

Table 5. Participation to professional competencies development programmes over the past two years 

No of 
programmes/no of 

participants 

1 2 3 Over 3 

30.47 11.98 4.1 2.39 

Source: made by authors using data from the quantitative research 

One can notice the increasing interest of the teaching staff in the development of their 
professional competencies, high attendance to such type of activities which influence the 
teacher’s career evolution. As for the providers of the training programmes, after the European 
funding programmes were completed, the public sector training providers are the ones largely 
acknowledged: Teaching Staff Training Department DPPD 23.38%, Universities 30.80%, 
Teaching Staff Resource Centre CCD/County School Inspectorate ISJ 20.56%, Erasmus+ 
19.52%, NGOs 25%, others 4.1%. The teachers’ desire to develop their professional 
competencies in the years to come is oriented on programmes such as: specialty-related 
knowledge update (5%), pedagogical competencies relating to the discipline they teach (7%) 
and  curriculum consolidation (7%), pupils’ assessment and use of assessment methods in 
different learning contexts (14%), ICT for teaching (19%), class management and pupils’ 
behaviour (14%), school management and administration (18%), differentiated training methods 
(15%), teaching children with special needs (27%), teaching in a multicultural and multilingual 
environment (20%), teaching trans-curricular competencies (14%), methods to develop trans-
professional competencies for future occupation or studies (17%), new technologies at work 
(22%), counselling and professional/career orientation (15%). Every time the need for training 
meets the need to acquire the 90 credits within a-five-year timeframe, teachers attend mandatory 
improvement courses conducted in the public sector and attractive improvement courses offered 
by private providers. The intention to develop their professional competencies is closely 
followed by the desire to develop personally, to have their own position recognised within the 
school, to integrate in a modern performing education system. 

The success of the organisation relies on a continuous learning process and encompasses 
elements which are achieved in common, within departments, but also individually, based on 
one’s own efforts.  

The education represents the main way by which society can and should offer everybody the 
chance to reach their full potential and therefore become able to respond, individually and 
collectively, to the dynamics of the changes in society and the personal needs. The world around 
us changes extremely fast and it is the duty of the Romanian school to form citizens prepared to 
become genuine actors in this dynamic transformation. Lifestyles are changing, people are more 
mobile, more connected, opportunities are global, and the need for customised education is 
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growing. Flexible educational paths, content-related innovations and how they are conveyed, 
open and reusable educational resources, interdisciplinary, these are all challenges on which we 
debate and in relation to which we act.   

Under these circumstances, it is important to elaborate a strategy for education, strategy based 
on professional standards which should delineate the training conditions prior to exercising the 
profession, the conditions of attesting competencies acquired as well as competencies relating to 
later development in the career. In our country, the needs have rapidly gone through quantitative 
and structural changes and have forced the education system to face up to these changes. All 
adjustments have beed made on the move, by sectors, by priorities identified, and they have 
many times generated confusion and lack of coherence. It has become obvious to all parties 
concerned that the education needs are growing and diversifying more rapidly than the 
resources to satisfy them are created. The decision-making factors have created the premises for 
this approach in pragmatic and legislative documents.    

Teachers are an essential resource in a efficient education system. The goal of this system is to 
prepare future generations for the knowledge society and to transform education in the promoter 
of the social and economic development. Creation of optimal conditions to prepare efficient 
teachers implies complex and well-correlated measures, of legislative, structural, functional and 
institutional nature. 
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