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Executive summary 
This comprehensive study, commissioned by the Global Security Sector Reform 

Foundation (GS Foundation), with funding from the German Federal Foreign 

Office, and conducted by GAIC- Gender Associations International Consulting 

GmbH (Gender Associations), assesses the current state of the Moldovan Police 

with the objective of improving working conditions for police officers, by 

promoting gender equality and preventing and tackling gender-based violence 

and discrimination within the workplace. The study therefore aims to inform 

stakeholders and decision-makers within the Ministry of Internal Affairs (MIA)  and 

General Police Inspectorate (GPI) to enable them to develop and implement 

effective strategies to achieve decent working conditions for all. 

Utilizing a multifaceted approach, the study leveraged data from a fact-finding 

mission, an online survey of 1,296 police officers, interviews with internal and 

external experts and in-depth research on relevant policies and legal frameworks. 

Additionally, a thorough literature review and the findings of case studies from 

various countries with exemplary practices were analyzed and incorporated into 

the study. 

Key findings:  

While the study acknowledges the ongoing efforts of the Moldovan Police to 

improve working conditions and promote gender equality, including the 

development of mechanisms to address sexual harassment, several areas remain 

to be addressed. 

The General Police Inspectorate’s limited budget allocated to gender equality 

activities poses a potential impediment to progress, necessitating the exploration 

of alternative funding solutions. Similarly, the Women's Police Association's 

reliance on volunteer work, external funding and challenges in balancing family 

commitments restricts its impact and effectiveness. Furthermore, the absence of 

a comprehensive monitoring and evaluation framework impedes the proper 

assessment of the efficacy of the implementation of the Gender Coordination 

Group's recommendations.   

The study emphasizes the importance of robust data analysis to assess progress 

towards achieving the goals outlined in the Police Development Strategy and the 

Action Plans on Gender Equality within the Police since 2018. This analysis is crucial 

for verifying the implementation of planned measures by 2025 and ensuring that 

the Moldovan Police are on track to achieve their gender equality objectives. 
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The data collected for this study underscores that despite ongoing efforts, women 

remain significantly underrepresented in leadership positions, highlighting the 

urgent need for focused initiatives aimed at increasing their representation in 

decision-making roles.  

The study also highlights the need for increased attention towards addressing 

sexual harassment within the Moldovan Police, including additional awareness-

raising, training, robust reporting mechanisms and effective investigations. The 

lack of details regarding protection within internal mechanisms and regulations 

could be one reason why only a few cases of sexual harassment have been reported 

so far. 

The online survey revealed the following multiple factors significantly impacting 

job attractiveness and contributing to turnover within the Moldovan Police: 

• Salary and Remuneration: 62.14 percent of respondents rated salary and 

benefits as being unacceptable or not good; and 86.15 percent of the 

respondents cited salary as a primary driver for leaving the organization, 

highlighting the need for improved compensation and benefits. 

• Venue and Infrastructure: Approximately 52.29 percent of respondents 

found the availability of spaces for parents and children at the workplace to 

be unacceptable or not good. Notably, 60.07 percent of women respondents 

perceived this as an even greater issue, emphasizing the need for enhanced 

facilities. 

• Better Job Opportunities: 46.92 percent of respondents identified better 

career prospects outside the police, indicating the need for enhanced job 

satisfaction and career development opportunities within the organization. 

• Uniforms and Equipment For 40.95 percent of respondents (and notably, 

61.27 percent of women), there is a concern about uniforms and equipment 

not being adapted to the different physiques of men and women, indicating 

a need for gender-specific considerations. Uniform shortages, limited size 

options, poor quality uniforms and footwear and the absence of dedicated 

facilities like separate fitting rooms for women all negatively impact officers’ 
motivation. 

• Stress and Burnout: 31.14 percent of respondents cited stress and burnout 

as significant concerns, hinting at the need for immediate attention through 

robust mental health support initiatives and a comprehensive approach to 

address burnout within the organization. 
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Additionally, it was noted that long and unpredictable overtime hours, coupled 

with the lack of flexible work arrangements, remote work, and part-time options, 

significantly contribute to work-life imbalance and further reduce job 

satisfaction. Furthermore, it was highlighted that inadequate facilities and 

infrastructure contribute to reduced job attractiveness.  

The study further identified weaknesses in the psychological support system. 

Currently, psychological units primarily focus on psychological support as 

prevention measures to prevent mental health issues and burnout and do not 

adequately address critical issues like emotional burnout and sexual harassment. 

This necessitates enhanced training for psychological support personnel and 

improved coordination mechanisms with police departments to ensure effective 

mental health support, risk mitigation and timely and adequate assistance for 

officers. 

In the realm of gender equality and the prevention of gender-based violence 

in the workplace, the study puts forth a series of recommendations. These 

recommendations encompass, but are not limited to the following: 

• Enhance tools and procedures for equal opportunities in recruitment and 

promotion processes. 

• Implement a comprehensive staff sensitization and training strategy, 

engaging men and leaders in gender equality initiatives. 

• Integrate gender mainstreaming into the training curricula  of the Academy 

Stefan cel Mare of the Ministry of Interior and strengthen personnel training 

capacity. 

• Support the development and contribution of the Women's Police 

Association for gender equality advocacy and harassment prevention. 

• Introduce gender budgeting for strategic resource allocation and promote 

women's participation within the MIA and GPI. 

• Conduct a survey to gather women's perspectives on leadership roles and 

identify barriers and opportunities for promoting gender diversity. 

• Provide advanced, practice-oriented training for all officers on identifying, 

reporting and investigating sexual harassment. 

• Improve the evidence base on sexual harassment and enhance internal 

reporting mechanisms. 

• Establish a monitoring mechanism within the GPI, which has the necessary 

capacities, financial and human resources at its disposal to monitor and 

follow progress of activities in the field of gender equality and of measures 

to prevent and combat sexual harassment. 
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To improve working conditions for officers, the study recommends a 

multifaceted approach encompassing work-life balance, mental health 

promotion and job satisfaction enhancement. Key recommendations include: 

• Conduct a comprehensive study of overtime and remuneration policies for 

improvement and work-life balance optimization.  

• Formulate clear and consistent guidelines for overtime allocation based on 

workload and other factors. 

• Implement low-threshold measures for employees’ participation in 
decision-making by providing them with opportunities to get involved in 

small infrastructure projects and uniform design decisions. 

• Invest in childcare facilities and support services to facilitate work-life 

balance. 

• Raise awareness among officers about the availability and benefits of 

Psychological Support Services. 

• Develop a policy framework for identifying, addressing and mitigating 

police officer burnout. 

• Establish tailored support mechanisms, including confidential counseling, 

stress management training and flexible work arrangements. 

• Train police management to recognize burnout signs and refer individuals 

for appropriate care. 

• Conduct regular awareness campaigns to educate officers about mental 

health and encourage help-seeking. 
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I. Introduction  

a) Background 

The Republic of Moldova has an intricate security landscape marked by the influx 

of refugees from the neighbouring conflict in Ukraine, escalating external political 

pressures and the pervasiveness of organized crime and trafficking networks. The 

significance of well-trained, gender-responsive police, committed to the principles 

of equality, diversity and inclusivity has therefore become increasingly paramount. 

As violence against women reaches alarming proportions, with over 63 percent of 

women and girls experiencing at least one form of violence in their lifetime,1 the 

need for a police force equipped to understand and effectively address gender-

based violence is also crucial. Moreover, amidst the country's struggle against 

attacks on democratic processes and a surge in cybercrime, promoting 

democratic policing practices with a strong focus on gender equality can assume 

a pivotal role in fostering trust in State institutions and promoting a secure and 

inclusive society.  

Given this context, a central objective of the Ministry of Internal Affairs (MIA) since 

2016 has been to further modernize and develop the professionalism of the police. 

The Republic of Moldova has thus been working closely with the European Union 

(EU), the United Nations (UN), the United States (U.S.) and with other European 

partners to increase trust in the police, improve their record with respect to human 

rights, improve community policing and roll out a zero-tolerance policy towards 

corruption.2 

 
 
 
1 UN Women. 2017. “In Moldova, Women Survivors Rise to Break the Cycle of Violence.” Available from: 
https://www.unwomen.org/en/news/stories/2017/6/feature-in-moldova-women-survivors-rise-to-
break-the-cycle-of-violence.  

2 Global Organized Crime Index. 2023. “Moldova.” Accessed November 2023. 
https://ocindex.net/country/moldova; National Bureau of Statistics of the Republic of Moldova. 2023. 
“Crime Situation in the Republic of Moldova in 2022.” Available from: 
https://statistica.gov.md/en/crime-situation-in-the-republic-of-moldova-in-2022-9478_60321.html; 
UNICRI (United Nations Interregional Crime and Justice Institute). 2023. “UNICRI and Moldova's 
Ministry of Internal Affairs Sign Memorandum of Understanding to Strengthen Law Enforcement 
and Security Capacities.” Accessed November 2023. https://unicri.it/News/UNICRI-Moldova-MoU-
Strengthen-LawEnforcement-Security-Capacities; UN Women. 2016. Report on Costing of Domestic 
Violence and Violence against Women in Moldova. Chișinău: UN Women; European Commission. 
2021. “The EU provides €36.4 million to tackle COVID-19 and support police reform in the Republic of 
Moldova.” Available from: https://ec.europa.eu/commission/presscorner/detail/en/ip_21_4923; 
European Commission. 2022. “Informal Home Affairs Council: EU launches the Support Hub for 
Internal Security and Border Management in Moldova.” Available from: 
https://ec.europa.eu/commission/presscorner/detail/es/ip_22_4462. 

https://www.unwomen.org/en/news/stories/2017/6/feature-in-moldova-women-survivors-rise-to-break-the-cycle-of-violence
https://www.unwomen.org/en/news/stories/2017/6/feature-in-moldova-women-survivors-rise-to-break-the-cycle-of-violence
https://ocindex.net/country/moldova
https://statistica.gov.md/en/crime-situation-in-the-republic-of-moldova-in-2022-9478_60321.html
https://unicri.it/News/UNICRI-Moldova-MoU-Strengthen-LawEnforcement-Security-Capacities
https://unicri.it/News/UNICRI-Moldova-MoU-Strengthen-LawEnforcement-Security-Capacities
https://ec.europa.eu/commission/presscorner/detail/en/ip_21_4923
https://ec.europa.eu/commission/presscorner/detail/es/ip_22_4462
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Despite substantial progress in recent years, gender stereotypes are still very 

present in society. Women are also remain underrepresented in the labour market 

due to intersectional discrimination that especially affects Roma women, women 

with disabilities and rural women.3 According to the National Statistics Office, the 

employment rate for women is 34.4 percent compared to 44.7 percent for men. 

Gender-based violence is also a major problem in society. According to the 

Organization for Security and Co-operation in Europe (OSCE), around 40 percent 

of Moldovan women have experienced physical and/or sexual violence since the 

age of 15 by a partner or non-partner.4 Currently, violence against women is 

underreported to the police and there is a lack of trust in law enforcement and the 

organizations and institutions that should provide support and services to victims 

of gender-based violence and abuse. Social stigmatization and shaming, fear of the 

perpetrator, lack of financial support, but also a lack of trust in existing legal and 

support services are identified as the main barriers to reporting cases of violence.5 

The Moldovan Government and Parliament have committed to advancing 

women's participation and gender equality in decision-making, the security sector 

and society at large. The proportion of women in leadership and decision-making 

positions has increased in recent years. The country's first female president was 

elected in 2020, and in 2021 40.6 percent of the Members of Parliament were 

female.6 Moldova has also taken several steps to combat gender stereotypes, 

support women’s economic empowerment and advance gender equality in all 

areas of development, also with the assistance of partners including the European 

Union, Sweden and UN Women. There has been a minor increase in the number 

 
 
 
3 Moldova currently ranks 19th among 146 countries in the general ranking of the 2023 Global Gender 
Gap Report compared to rank 16 in 2022. The Global Gender Gap Index annually benchmarks the 
current state and evolution of gender parity across key dimensions (e.g. Economic Participation and 
Opportunity, Health and Survival, Political Empowerment). World Economic Forum. 2023. “Global 
Gender Gap Report.” Available from: https://www3.weforum.org/docs/WEF_GGGR_2023.pdf. 

4 OSCE. 2019. “OSCE launches results of Survey on the Well-being and Safety of Women for Moldova.” 
Available from: https://www.osce.org/mission-to-moldova/424832.  

5 UN Women. 2023. “Gender Equality in Moldova.” Accessed November 2023. 
https://moldova.unwomen.org/en/munca-noastra/gender-equality-in-moldova; OSCE. 2019. Well-
Being and Safety of Women – OSCE-Led Survey on Violence against Women. Vienna: OSCE; Embassy 
of Sweden. 2021. “Interview with Liliana Palihovici, Special Representative on Gender of the OSCE 
Chairpersonship.” Available from: https://www.swedenabroad.se/pt/embaixada/moldova-
chisinau/news/interview-with-liliana-palihovici-special-representative-on-gender-of-the-osce-
chairpersonship/#. See also EU and NIRAS. 2021. Country Gender Profile Republic of Moldova. 
Chișinău: EU, NIRAS.  

6 The World Bank Gender Data Portal. “Moldova.” Accessed November 2023. 
https://genderdata.worldbank.org/countries/moldova/.  

https://www3.weforum.org/docs/WEF_GGGR_2023.pdf
https://www.osce.org/mission-to-moldova/424832
https://moldova.unwomen.org/en/munca-noastra/gender-equality-in-moldova
https://www.swedenabroad.se/pt/embaixada/moldova-chisinau/news/interview-with-liliana-palihovici-special-representative-on-gender-of-the-osce-chairpersonship/
https://www.swedenabroad.se/pt/embaixada/moldova-chisinau/news/interview-with-liliana-palihovici-special-representative-on-gender-of-the-osce-chairpersonship/
https://www.swedenabroad.se/pt/embaixada/moldova-chisinau/news/interview-with-liliana-palihovici-special-representative-on-gender-of-the-osce-chairpersonship/
https://genderdata.worldbank.org/countries/moldova/
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of women serving in the security sector and improvements to the legal framework 

aimed at preventing discrimination and eradicating gender-based discrimination. 

In 2021, the Republic of Moldova ratified the Council of Europe Convention on 

Preventing and Combating Violence Against Women and Domestic Violence 

(Istanbul Convention). The legal framework in Moldova with regard to domestic 

and gender-based violence, provides for cooperation between State and civil 

society organizations, determines the protection of victims as a human rights 

principle and also allows third parties to file complaints on behalf of victims. The 

national NGOs La Strada and Women's Law Centre both offer counseling and legal 

consultation, as well as guidance and support in reporting the case to the 

authorities.7 The Women's Law Center has been cooperating with the Moldovan 

police for over ten years and supports them with legal expertise in the areas of 

gender equality and preventing and combating sexual harassment within the 

police.8  

The public's trust in the police is still in need of improvement. In a 2016 study of the 

Moldovan Institute for Public Policies on perceptions of policing in Moldova, the 

police ranked fifth out of a total of 13 public institutions in terms of the level of trust, 

behind the church, the media, mayors and the army, but ahead of non-

governmental organizations, banks, political parties, the judiciary, parliament and 

the office of the president.9 The perceived level of corruption within the police was 

emphasized as a key factor. The low level of trust in the police is reflected in the low 

rate of reporting of crimes to the police. According to the study, only 75 percent of 

robberies and other crimes are reported to the police.10 According to data from 

2019, violence against women, in particular, is still too rarely reported to the police.11  

In recent years, numerous measures have been taken at the national level to 

increase the public's trust in the police. The Police Development Strategy (PDS) for 

 
 
 
7 La Strada Moldova. 2023. “Domestic and Sexual Violence.” Available from: 
https://lastrada.md/eng/domestic-and-sexual-violence.  

8 Interview with NGO/IO representatives, including the Women’s Law Center Moldova, information 
available from: https://cdf.md/en/activitati/trainings-for-professionals/.  

9 Barbăroşie, A. and Pîntea, I. 2016. “Police and Policing in the Republic of Moldova, Inner and Outer 
Perception, Analytical Report”. Chișinău: Institute for Public Policies. 

10 Ibid., p. 110f, 127f, 132.  

11 United States Department of State, Bureau of Democracy, Human Rights and Labor. 2019. 2019 
Country Reports on Human Rights Practices: Moldova. Washington: United States Department of 
State. 

https://lastrada.md/eng/domestic-and-sexual-violence
https://cdf.md/en/activitati/trainings-for-professionals/
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2016-202012 was certainly one of the most important instruments of the Moldovan 

police reform aiming to improve the public's trust in law enforcement. It also aimed 

to professionalize the police forces for the service of citizens and the community, 

and to set priorities such as increased efficiency and an improvement in crime 

response capacities, accountability and transparency. The police reform, with the 

PDS as a key strategic document, also proposes activities to foster gender equality 

in the context of building a transparent staff selection and promotion system, 

including access to management positions.13 In line with the commitments of the 

Republic of Moldova as part of the EU’s 9th Framework Programme for Research 

and Innovation, Horizon Europe (2021-2027)14, Moldova’s General Police 

Inspectorate (GPI) developed several action plans on gender equality within the 

police15, which outline a series of activities and deliverables that shall lead to 

reducing inequalities, better working conditions and, consequently, a more 

effective law enforcement and holistic provision of security.16  

The General Police Inspectorate is subordinated to the MIA as a specialized State 

institution and represents the Moldovan national civilian police with the mandate 

to protect freedom, human rights and fundamental rights by maintaining, 

ensuring and restoring public order and security, as well as preventing and 

combating crimes and offenses. Together with the MIA, it represents the main 

stakeholder involved in advancing reform processes in the Moldovan police 

 
 
 
12 Government of the Republic of Moldova. 2016. Government Decision No. 587 of 12 May 2016 
Approving the Police Development Strategy for 2016-2020 and the Action Plan for its 
Implementation. Published on 20 May 2016 in Monitorul Oficial No. 134-139/645. 

13 For more information on the PDS see 3.c. 

14 European Commission. 2023. “HORIZON EUROPE”. Accessed November 2023. https://research-and-
innovation.ec.europa.eu/funding/funding-opportunities/funding-programmes-and-open-
calls/horizon-europe_en.  

15 For more information on the Action Plan on Gender Equality within the Police see 3.c. Police of the 
Republic of Moldova. 2018. Action Plan on Increasing the Participation and Role of Women in the 
Police for 2018. Chișinău: Police of the Republic of Moldova; Police of the Republic of Moldova. 2019. 
Action Plan on Increasing the Participation and Role of Women in the Police for 2019. Chișinău: Police 
of the Republic of Moldova; Police of the Republic of Moldova. 2020. Police Action Plan on Increasing 
the Participation and Role of Women in the Police for 2020. Chișinău: Police of the Republic of 
Moldova; Police of the Republic of Moldova. 2022. Action Plan on Gender Equality within the Police 
for 2022-2025. Chișinău: Police of the Republic of Moldova. 

16 See Chapter 3.c on further information on PDS and the GPI Action Plan on Gender Equality. United 
States Department of State, Bureau of Democracy, Human Rights and Labor. 2019 Country Reports 
on Human Rights Practices: Moldova; UNDP (United Nations Development Programme). 2023. 
“[Closed] Support to Police Reform in the Republic of Moldova.” Accessed November 2023. 
https://www.undp.org/moldova/projects/closed-support-police-reform-republic-moldova. 

https://research-and-innovation.ec.europa.eu/funding/funding-opportunities/funding-programmes-and-open-calls/horizon-europe_en
https://research-and-innovation.ec.europa.eu/funding/funding-opportunities/funding-programmes-and-open-calls/horizon-europe_en
https://research-and-innovation.ec.europa.eu/funding/funding-opportunities/funding-programmes-and-open-calls/horizon-europe_en
https://www.undp.org/moldova/projects/closed-support-police-reform-republic-moldova
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forces.17 Based on objectives formulated in the PDS and in the following Action 

plans on gender equality, the MIA and the GPI are committed to eliminating 

gender inequalities, with a focus on increasing the number of female police officers 

and strengthening staff capacities in the field of gender equality, especially 

through training.18   

b) Context and purpose of the study 

Over the past decade, the GPI has made many efforts to comply with existing 

normative standards on labour, as well as human rights, including women’s rights 
and gender equality. Through the development of governmental, sector-specific 

action plans that align with international and regional normative frameworks, the 

GPI is currently implementing a series of specific commitments. The Action Plan 

on Gender Equality within the Police 2022-202519 includes six objectives to advance 

gender equality in the organization.  

Since April 2022, the Global Security Sector Reform Foundation (GS Foundation) 

has been supporting the Republic of Moldova, with funding by the German Federal 

Foreign Office, to improve the effectiveness and capacities of the national police 

and the border police through its own programme “Support for the National 

Police”. To support the GPI in their efforts to further advance gender equality, the 

GS Foundation commissioned Berlin-based GAIC - Gender Associations 

International Consulting GmbH (Gender Associations) to conduct a gender 

training of trainers (ToT) of GPI trainers from different police departments, in 

addition to this organizational study. These activities have been carried out in close 

 
 
 
17 Institutions under the responsibility of the GPI are the National Inspectorate of Investigations, the 
National Patrol Inspectorate, Police Department of Chișinău Municipality, General Directorate of 
Criminal Investigation, Special Brigade, the Chinologic Center, Technical-Forensic Center and Judicial 
Expertise, Center for International Police Cooperation (INTERPOL NCB), the Judicial Police, 
Procurement and Logistics Service, Directorate of Inspection, General Directorate for Public Security 
and 42 police inspectorates at the district level. Police of the Republic of Moldova. 2023. “Inspectoratul 
General al Poliției.” Accessed November 2023. https://politia.md/ro/content/inspectoratul-general-al-
politiei; Government of the Republic of Moldova. 2019. Government Decision No. 547 of 12 November 
2019 Regarding the Organization and Functioning of General Inspectorate of Police. Published on 22 
November 2019 in Monitorul Oficial No. 346-351 art. 857. 

18 For more information on the PDS, Action plan for gender equality within the police and the focus 
areas for GPI in the field of gender equality please see 3.c and 4. For more information on the GPI 
organizational structure: Government of the Republic of Moldova. 2019. Organization Chart, General 
Police Inspectorate. Annex No. 4 to Government Decision No. 547 of 12 November 2019 Regarding the 
Organization and Functioning of General Inspectorate of Police. Published on 22 November 2019 in 
Monitorul Oficial No. 346-351 art. 857. 

19 Police of the Republic of Moldova. Action Plan on Gender Equality within the Police for 2023-2025. 

https://politia.md/ro/content/inspectoratul-general-al-politiei
https://politia.md/ro/content/inspectoratul-general-al-politiei
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coordination with the GPI and were developed in line with GPI’s already identified 
objectives.  

This Behind the Badge study specifically aims to contribute to Objective IV of the 

Action Plan on Gender Equality within the Police 2022-2025: “Adaptation of 
measures that will ensure the balance between professional and private life to the 

measures of common responsibility and the current needs of the employees” , and 

Objective IV- Action 7: “developing internal mechanisms aimed at the 

identification and implementation of good practices on promoting the work-life 

balance of personnel”.20 

The study will thus analyze the legal framework, working conditions, remuneration, 

technical and material equipment and organizational culture from a gender 

perspective. Additionally, the study will support the development of internal 

mechanisms aimed at the identification and implementation of good practices 

regarding various aspects of working conditions and job satisfaction within the 

institution (Output 7, Objective IV) taking into account both gender perspectives 

and gender-specific needs. A particular focus of this study is the identification of 

relevant good practices from other European contexts and formulation of needs-

oriented recommendations.  

II. Methodology - Data collection, 
limitations and analysis 
In order to ensure that the needs of the GPI were effectively met through the ToT 

and this study, Gender Associations took part in a one-week fact-finding mission 

to Moldova with the GS Foundation in July 2023. During this mission, consultations 

were held with the GPI to better understand their expectations and to mutually 

develop the guidelines of this study and the ToT.21  This fact-finding mission also 

 
 
 
20 For further detail and analysis of the Action plan on Gender Equality within the Police see Chapter 
3.c. 

21 Klaus Kandt, Police Commissioner, Senior Leadership Expert, Nicola Popovic, Director & Co-Founder 
at GAIC Gender Associations, Georg Fliege Senior Consultant GS Foundation met with Vadim 
ARDELEANU, Head of the Project Management Department, Moga Iuliana, Principal SAP Officer of 
DMP, Dubneac-Chioru Natalia, head of SMD, Zagoreanu Andrei, head of the Human Resources 
Management Directorate (DMRU), Donos Ruslan, head of the Labor Protection and Occupational 
Risk Prevention Section of DMRU, Ilona Cociug, head of the Finance Directorate (DF), Moloman 
Victoria, main officer of the Budget Planning Section of the DF, Țurcanu Sergiu, deputy head of the 
Legal Department, head of the Representation Section, Andriuța Valentin, main officer of the Legal 
Department's Representation Section, Bujac Fiodor, Deputy Head of the Logistics Department, Head 
of the Logistics Management Section, Postovanu Vitalie, head of the Heritage Administration Section 
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aimed to assess existing capacities and needs within the GPI concerning the 

implementation of the Gender Action Plan and to discuss how the GS Foundation 

and Gender Associations could support the promotion of gender equality 

principles within the GPI.  The content and scope of the ToT and this study, as well 

as the interview partners and ToT participants, were also identified and clarified 

during the mission. Direct exchange with the GPI was also maintained as an 

important tool during the whole process of the development and implementation 

of the ToT and the study.  

The study is based on the analysis of primary data, collected via quantitative and 

qualitative methods, as well as an extensive literature review and desk research. To 

be able to assess important data from within the Moldovan police, an online survey 

was developed in close collaboration with the GPI and shared with 8,000 police 

staff to collect data on perceptions of working conditions: balance between 

professional and private life and organizational culture; gender equality in 

recruitment and career progression; gender balance in leadership and decision-

making; integration of gender dimension into training and research; measures 

against gender-based violence, including sexual harassment; labour 

remuneration; technical-material endowment; attractiveness of the job and 

retention; as well as on other key factors.  

In September 2023, 1,269 GPI employees participated in the survey, representing a 

response rate of 15.86 percent of the total number of officers contacted. As detailed 

in the below table, 27.58 percent were women and 72.18 percent were men.22 The 

large majority (85.56 percent) of the respondents work in execution, 14.44 percent 

in management, and about 58.60 percent have completed six or more years of 

service. A large percentage of the respondents work in police stations outside the 

capital (80.05 percent), with a more or less even split between officers working in 

the office at the level of the different departments and subdivisions (55.50 percent) 

and those working in the direct police enforcement service, i.e., carrying out 

operational policing duties (44.50 percent). However, 80.98 percent of female 

respondents work in the office and 19.02 percent of female respondents carry out 

operational policing duties.  

 
 
 
of the Technical and Material Supply Directorate (DATM), Brăguță Andrei, senior officer of the 
Transport Section of DATM,  PMD, Diana Fetco, Head of the Communication and Protocol Section 
(SCP), Mariana Bețivu, main officer of the SCP, Balan Victoria, senior officer of the SCP, Vasile 
Cojuhari, Head of the International Cooperation Department of Academy Stefan cel Mare of the 
Ministry of Interior Dinu Ostavciuc, Rector, doctor of law, university lecturer, as well as State 
Secretary Daniela MISAIL-NICHITIN.              
22 0.24 percent of the respondents answered “Other” when asked about their gender.  
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Profile of the Survey Respondents 

Total 1,296 respondents 
= 15.86% of officers contacted 

Gender Women 
27.58% 

Men 
72.18% 

Position Management 
14.44% 

Execution 
85.56% 

Experience23 Less than six years  
36,72 % 

Six or more years 
58.60% 

Location Chișinău  
19.95% 

Other 
80.05% 

Working Level Administrative 
55.50% 
80.98% of female respondents 

Operational 
44.50% 
19.02% of female 
respondents 

 

 

 
 
 
23 With 4,68% answering with “other”. 
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The online survey was created with the program Survey Monkey and the link was 

sent to police officers via email. The results were automatically analysed using 

integrated analysis tools, such as automatic frequency statistics. In addition, cross-

tabulations were used to separate results according to subgroups (in particular the 

analysis of gender-disaggregated data), and relationships between data or 

comparisons were established (i.e., by comparing responses from women and 

men). To be able to generate additional, detailed statements on specific questions 

through the survey, in particular on suggestions for improvement or to classify 

statements more precisely, numerous open response options were added to the 

survey. In order to display frequent answers and key terms from the open answers, 

automatic tools were also used to enable coding and display of frequency. 

The chosen survey methodology and its implementation have some limitations 

that should be mentioned. A slight bias in the results is due to the small rate of 

responses. The survey was originally made available via email and GPI internal chat 

groups to around 8,000 employees of the police in Romanian, and was open for a 

two week period.24 Of these, 1269 employees ultimately took part in the survey. The 

GPI management supported the process by sending a reminder after one week. 

Despite the repeated appeal by GPI management for participation, only 15.86 

percent of the intended sample was reached. The percentage of women 

 
 
 
24 27 September to 9 October 2023; staff has been contacted for the survey via the "infoHotline" and in 
the viber group of human resources of the whole National Police personally by the head of HR. 

1
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participating in the survey was 27.58 percent, and therefore slightly above the 

actual percentage of women in the GPI, which is around 21 percent.  

Furthermore, many of the respondents did not answer parts of the survey. On the 

one hand, this may be due to a lack of interest in the survey or to limited availability. 

It should be emphasized that the response rate for the open questions is relatively 

low; 93.24 percent of the respondents did not answer or provide additional 

information on the open-ended questions.  

In addition to the survey and desk research, 11 semi-structured key informant 

interviews (KII) were conducted in person and online with representatives from 

different departments within the GPI, as well as with representatives from 

Moldovan civil society and international organizations active in the field of security 

sector reform and gender in the Republic of Moldova.25 The interviews were 

conducted in English, using semi-structured interview guidelines and supported 

by professional in-person interpretation when necessary. To facilitate the 

evaluation of the data, the interviews were recorded in accordance with data 

protection and privacy guidelines documented through written consent forms.  

The desk research and analysis drew from a large body of material, including policy 

papers, internal institutional orders and regulations and human resource (HR) 

documents and other legal documentation from the GPI, the MIA, legislation on 

gender equality, sexual harassment and more shared to a large extent by the GPI, 

but also collected through online research. Desk research also included evaluating 

previous internal and externally conducted studies, handbooks and reports on the 

Moldovan police with a focus on gender and promoting women’s participation and 
advancement within the police, improving working conditions and the topic of 

preventing and combating sexual harassment in the workplace.  

An important focus of the study is to formulate relevant and needs-oriented 

recommendations for the Moldovan police. For this purpose, various police 

organizations from other European countries were selected to assess relevant 

good practices. In order to improve the data and information basis, targeted 

inquiries were made to selected police organizations to share information and 

materials for comparison and the inclusion of good practice examples and 

provided relevant material such as training material, HR plans and statistics. he 

 
 
 
25 With representatives from the Inspection Directorate, Human Resources, Finance, Legal 
Department, Psychological Support, Technical and Material Supply, Gender Focal Points and Gender 
Coordination Group, and from the Academy Stefan cel Mare of the Ministry of Interior. Moreover, 
exchange in written form and online interviews were conducted with the Women’s Police 
Association, the Women’s Law Centre and UN Women. 
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primary data collected for the identification of best practices was complemented 

by basic literature, such as the Geneva Centre for Security Sector Governance 

(DCAF), the Office for Democratic Institutions and Human Rights is the principal 

institution of the Organization for Security and Cooperation in Europe 

(OSCE/ODIHR), UN Women Gender and Security Toolkit on Policing and Gender as 

well as the UN Police and Gender Toolkit.26  

III. Legal framework analysis 
In the Republic of Moldova, there is a constantly evolving legal framework that has 

made it possible to address gender-based violence, inequalities and professional 

barriers. The existing legal foundations and the supporting measures for 

implementation also represent a real opportunity to improve the situation for 

women in the Moldovan police force. The following section outlines the legal 

framework that has been emerging in the last two decades, which demonstrates 

an increasing commitment to implement international treaties and address issues 

such as gender inequality, gender-based violence and harassment at work. Several 

laws, such as the Law on Ensuring the Equality of Opportunities between Women 

and Men (Gender Equality Law 2006), which focuses on gender and equal 

opportunities and prohibits discrimination based on sex, the Law on Prevention 

and Combating Violence in the Family (2008), and the Law on Preventing and 

Combating Trafficking in Human Beings (2005), are examples of improvements in 

the legal framework in terms of enhancing protective measures for women.27 

a) National Implementation of International Law and 
Policies 

The Republic of Moldova has consistently demonstrated its commitment to 

advancing human rights and gender equality through the ratification of various 

international legal instruments. Based on the information provided, Moldova 

appears to be making substantial efforts and commitments toward aligning with 

 
 
 
26 DCAF (Geneva Centre for Security Sector Governance), OSCE/ODIHR (Office for Democratic 
Institutions and Human Rights) and UN Women. 2019. Gender and Security Toolkit: Policing and 
Gender. Geneva: DCAF, OSCE/ODIHR, UN Women; UNPOL (United Nations Police). 2015. United 
Nations Police Gender Toolkit. New York: UNPOL. 

27 Pozarny, P. and Rohwerder, B. 2016. “Priority Gender Issues in Bosnia and Herzegovina, Georgia, 
Moldova, Serbia; and Ukraine – With Consideration to Gender and Governance”. GSDRC Literature 
Review Report 1372. Birmingham: GSDRC, University of Birmingham. 
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UN and EU standards, particularly in the areas of human rights, gender equality 

and labour rights.  

Among the nine core UN human rights treaties28, Moldova has ratified seven, 

excluding the Convention on the Protection of the Rights of all Migrant Workers 

and Members of their Families and the International Convention for the Protection 

of All Persons from Enforced Disappearances. In 2023, the process to ratify the 

International Labour Organization (ILO) Violence and Harassment Convention No. 

190, which addresses the elimination of violence and harassment at work, was 

initiated by the State Secretary of the Ministry of Labour and Social Protection and 

several female MPs. The aim was to conclude the ratification process in Parliament 

before the end of the year.29  

Further, the ratification of ILO Conventions No. 111 on Discrimination (Employment 

and Occupation), No. 100 on Equal Remuneration, and No. 183 on Maternity 

Protection30, coupled with pivotal international and regional conventions and 

frameworks, such as the UN Convention on the Elimination of All Forms of 

Discrimination against Women (CEDAW), the Beijing Declaration and Platform for 

Action, UN Sustainable Development Goals (SDGs), and the EU Association 

Agreement, strengthen Moldova's resolve to eliminate discrimination across 

various work domains, and provide more instruments to promote gender equality 

and enhance women's participation in decision-making. 

Implementing the Women, Peace and Security Agenda in Moldova 

When the UN Security Council adopted resolution 1325 (UNSCR 1325) on Women, 

Peace and Security (WPS) in October 2000, it provided one of the most significant 

 
 
 
28 International Covenant on Civil and Political Rights (ICCPR), International Covenant on Economic, 
Social and Cultural Rights (ICESCR), International Convention on the Elimination of All Forms of 
Racial Discrimination (ICERD), Convention on the Elimination of All Forms of Discrimination Against 
Women (CEDAW), Convention Against Torture and Other Cruel, Inhuman or Degrading Treatment or 
Punishment (CAT), Convention on the Rights of the Child (CRC), International Convention on the 
Protection of the Rights of All Migrant Workers and Members of Their Families (ICRMW), 
International Convention for the Protection of All Persons from Enforced Disappearance (ICCPED), 
Convention on the Rights of Persons with Disabilities (CRPD). 

29 UN Moldova. “Republic of Moldova initiated the process to ratify the ILO Violence and Harassment 
Convention No. 190.” Available from: https://moldova.un.org/en/226383-republic-moldova-initiated-
process-ratify-ilo-violence-and-harassment-convention-no-190;  Ermolenco, A. et al. 2023. “Sexual 
Harassment in the Workplace: Between Perceptions and Reality, Study on the Perceptions and 
Incidence of the Phenomenon of Sexual Harassment in the Workplace.” Chișinău: Partnership Center 
for Development.  

30 ILO (International Labour Organization). 2023. “Republic of Moldova.” Accessed November 2023. 
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:11110:0::NO::P11110_COUNTRY_ID:102695.  

https://moldova.un.org/en/226383-republic-moldova-initiated-process-ratify-ilo-violence-and-harassment-convention-no-190
https://moldova.un.org/en/226383-republic-moldova-initiated-process-ratify-ilo-violence-and-harassment-convention-no-190
https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:11110:0::NO::P11110_COUNTRY_ID:102695
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instruments for the global effort to increase the participation of women in the 

prevention and resolution of conflicts and the promotion of peace and security. 

Since 2014, Moldova has taken a series of steps to implement UNSCR 1325 and its 

eight subsequent resolutions that comprise the WPS Agenda. Originally part of a 

Moldova-NATO initiative and supported by international actors such as the 

European Union, the strategies for implementation of the WPS agenda in the 

Republic of Moldova have increasingly become nationally owned. This is affirmed 

in the series of policies that have been adopted to implement the WPS agenda 

nationally:  

WPS Policy development in Moldova: 

1. Individual Action Plan of the Moldova-NATO Partnership for 2014-2016 

2. Individual Action Plan of the Moldova-NATO Partnership for 2017-2019 

3. Strategy for ensuring equality between women and men in Republic of 

Moldova (RM) for the years 2017-2021, 2023-2027 

4. Government Decision No. 259/2018 National Programme for the 

implementation of UN Security Council Resolution 1325 on Women, Peace 

and Security for the years 2018-2021 and the Action Plan 

5. Government Decision No. 152/2023 National Programme for the 

Implementation of UN Security Council Resolution 1325 on Women, Peace 

and Security for the years 2023-2027 

6. Action Plan of the Ministry of Interior on the implementation of the National 

Programme for the implementation of UNSC Resolution 1325 on Women, 

Peace and Security for the years 2023-2027 (MIA Order No. 381 of August 23, 

2023) 

National Programmes for the implementation of UNSCR 1325: 2018-2020 and 

2023-2027: 

Through its Decision No. 259 of March 28, 2018, the Moldovan Government 

approved the National Action Plan (NAP) to implement UNSCR 1325 on Women, 

Peace and Security for the 2018-2021 period.31 The NAP is primarily focused on 

women’s participation in the security and defense sectors and outlines key 

 
 
 
31 Government of the Republic of Moldova. 2018. National Implementation Program of the United 
Nations Security Council Resolution 1325 on Women, Peace and Security for 2018-2021. Chișinău: 
Government of the Republic of Moldova. 
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objectives. However, while identified objectives are tied to specific actions, as well 

as a monitoring framework, the NAP does not have an allocated budget for the 

implementation of its activities and it has been stated that funding will come from 

the annually approved allocations of the respective authority or institution’s 
budget.32 Nevertheless, the NAP included measures such as an increase of the 

employment rate of women in police forces by up to 25 percent by 2020, through 

promoting women to decision-making positions based on merit and experience. 

Moldova reported on the implementation of its NAP in its national reporting for 

Beijing+25 and in preparation for the Commission on the Status of Women (CSW) 

64 (2020), highlighting that it had improved the public policy framework on gender 

equality and in other related fields. Currently, the Republic of Moldova has a 

structured, institutional State mechanism in the area of gender equality consisting 

of the Government Commission on Gender Equality, the Division for Gender 

Equality Policies/MHLSP1, Gender Units/Gender Coordinating Groups within line 

ministries and other central public authorities, as well as Gender Units within local 

public authorities. This hints at positive developments in achieving gender equality 

and promoting women in the security sector. 

On 22 March 2023, the Moldovan Government adopted a follow-up to the National 

Programme for the Implementation of the UN Security Council Resolution 1325 on 

Women, Peace and Security enacted for the 2023-2027 period33, including a more 

comprehensive array of objectives than its predecessor: 

·    Objective 1 Combine internal and external policies to promote the 

women, peace and security agenda. 

·    Objective 2 Ensure gender equality by applying a holistic approach to 

encouraging women's active participation in the security and defence 

sector 

·    Objective 3 Involve women in the security and defence sector in regional 

and international peacebuilding. 

 
 
 
32 EU and NIRAS. Country Gender Profile Republic of Moldova; Government of the Republic of 
Moldova. National Implementation Program of the United Nations Security Council Resolution 1325 
on Women, Peace and Security for 2018-2021. 

33 Government of the Republic of Moldova. 2023. National Program for the Implementation of the UN 
Security Council Resolution on Women, Peace and Security for 2023-2027. Chișinău: Government of 
the Republic of Moldova. 

https://www.mai.gov.md/sites/default/files/Activitatea/National%20Programme%201325_ENG.pdf
https://www.mai.gov.md/sites/default/files/Activitatea/National%20Programme%201325_ENG.pdf
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·    Objective 4 Reduce the barriers and stereotypes related to the role of 

women in the security and defence sector 

·    Objective 5 Equal access to work-life balance opportunities for women 

and men. 

·    Objective 6 Eradicate discrimination, sexual and moral harassment and 

gender-based violence. 

·    Objective 7 Develop an inclusive system to protect the rights of women 

in the security and defence sector. 

·    Objective 8 Strengthen positive measures for the rehabilitation of 

women in the security and defense sector. 

·    Objective 9 Improve and align the legislative framework with the 

international standards and norms on prevention, protection and 

rehabilitation of conflict-affected people, both during conflict and post-

conflict. 

·    Objective 10 Implement the legal and procedural framework to ensure 

women's access to justice (both at the reporting and investigation or 

prosecution phase and at the trial phase) in the specific conflict or post-

conflict context. 

·    Objective 11 Enhance transparency and visibility in the security and 

defense sector from a gender perspective. 

·    Objective 12 Reporting and engagement. 

The provisions of the second NAP underscore that women play a dual role, not just 

as beneficiaries of security, but also as contributors to security, representing a 

perspective with the potential to modernize the country. The second NAP aims at 

creating opportunities for meaningful participation of women in the security and 

defense sector, both domestically and internationally, including involvement in 

conflict negotiation processes. The overarching goal is to enhance overall societal 

security for both women and men. Notably, this is the first instance in which the 

NAP incorporates collaborative actions with local government bodies. The 

estimated cost of the Programme is MDL 23.6 million. Funding is expected to come 

from the State budget, aligning with the allocations specified in the Annual Budget 

Law, supplemented by support from development partners. Furthermore, a 

comprehensive M&E framework with specific WPS indicators is included in the 

current strategy.       
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In addition to the NAP on WPS, several other relevant strategic policy documents 

have been adopted and implemented: 

- 2017-2021: National Strategy on Ensuring Equality between Women 

and Men  

- 2018-2023: National Strategy on Preventing and Combating Violence 

against Women and Domestic Violence  

- 2018-2023: National Strategy for Preventing and Combating 

Trafficking in Human Beings. 

In the framework of the National Strategy on Ensuring Equality between Women 

and Men, approved in 2017, several important State mechanisms, such as the 

Government Commission on Gender Equality, have been established. The 

Commission represents all ministries, coordinating and monitoring the 

implementation of the Gender Equality Law, the Division for Gender Equality 

Policies, the Gender Coordinating Groups within line ministries and other central 

public authorities such as the police and Gender Units within local public 

authorities.34 

While the international WPS agenda has crucial impact on Moldova’s national 

policies, the country’s alignment with the European Union integration is reflected 
in its adherence to European regional instruments such as the Amsterdam Treaty 

(1999), the Convention for the Protection of Human Rights and Fundamental 

Freedoms, the Declaration on Equality between Women and Men as a 

Fundamental Criterion of Democracy adopted at the IV European Ministerial 

Conference on Equality between Women and Men (Istanbul, 13-14 November 1997), 

the Declaration and Action Plan adopted at the III Summit of the Heads of State 

and Government of the Council of Europe (Warsaw, 16-17 May 2005), the Resolution 

on Achieving Gender Equality: a Challenge for Human Rights and a Prerequisite 

for Economic Development adopted at the VI European Ministerial Conference on 

Equality between Women and Men (Stockholm, 8-9 June 2006), the Framework 

Strategy for Equality between Women and Men 2001-2005, and the Roadmap for 

Equality between Women and Men (2006-2010).35 

A recent significant step forward in combating gender-based violence is the 

ratification of the Council of Europe Convention on Preventing and Combating 

 
 
 
34 Republic of Moldova. 2017. Strategy for Ensuring Equality between Women and Men in the 
Republic of Moldova for 2017-2021. Chișinău: Republic of Moldova. 

35 EU and NIRAS. Country Gender Profile Republic of Moldova. 
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Violence Against Women and Domestic Violence (the Istanbul Convention). 36 The 

Convention, which came into force on May 1, 2022, provides robust mechanisms for 

comprehensive and coordinated policies involving all entities engaged in 

preventing, protecting, and prosecuting cases of domestic violence.  

b) National Legislation on Sexual Harassment, 
Discrimination, Domestic Violence and Gender Equality 

In addition to the implementation of international agreements and treaties, a legal 

framework to counter sexual harassment and discrimination and to foster gender 

equality has also been created in the Republic of Moldova at the national level since 

the early 2000s.  

In 2006, the so-called Law No. 5 on ensuring equal opportunities between women 

and men was adopted, marking another milestone in the building of a gender-

sensitive legal framework in Moldova. The purpose of this law is to ensure that the 

rights guaranteed by the Constitution of the Republic of Moldova, in this case, the 

prevention and elimination of all forms of discrimination based on gender (Art.1) , 

materialize in the exercise of equal rights by both women and men in the political, 

economic, social, cultural and other spheres of life. In addition to providing specific 

definitions of concepts such as equal opportunities, gender and discrimination 

based on sex, this law establishes the legal and institutional framework in the field 

of equality between women and men.37 

In 2012, the Moldovan Parliament adopted Law No. 121 on ensuring equality, 

establishing a legal and institutional framework for preventing and combating 

discrimination and ensuring equality for all persons on the territory of the Republic 

of Moldova. It prohibits discrimination in the political, economic, social, cultural and 

other spheres of life. The law, which applies to individuals and legal entities from 

the public and private sphere, tackles discrimination based on race, colour, 

nationality, ethnic origin, language, religion and beliefs, sex, age, disability, opinion, 

 
 
 
36 Council of Europe. 2022. “The Republic of Moldova ratifies the Istanbul Convention.” Available from: 
https://www.coe.int/en/web/istanbul-convention/-/the-republic-of-moldova-ratifies-the-istanbul-
convention. 

37 Republic of Moldova, Parliament. 2006. Law No. 5-XVI of 9 February 2006 Regarding Ensuring Equal 
Opportunities for Women and Men. Published on 24 March 2006 in Official Gazette No. 47-50 art. 
200. 

https://www.coe.int/en/web/istanbul-convention/-/the-republic-of-moldova-ratifies-the-istanbul-convention
https://www.coe.int/en/web/istanbul-convention/-/the-republic-of-moldova-ratifies-the-istanbul-convention
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and political affiliation or any other similar ground.38 Based on Law No. 121, the 

Equality Council was established, whose activities are regulated by Law No. 298.39 

In the context of the advances described above, a legal framework has also been 

created for the dimension of gender equality in the ranks of the police, which is 

particularly relevant for this study. Articles 1001, 1241, 2921 and 2922 of the Labour 

Code (introduced in 2003) specify measures to support gender equality and 

promote women within the police.40 This legal framework has been successfully 

enacted, as exemplified by a decision of the national court in Chișinău in 2019, 

which following a report by the Equality Council, ruled in favour of a woman 

working at the GPI who claimed she had been a victim of gender-based 

discrimination.41      

Sexual harassment in the workplace is regulated in several normative acts. The 

Labour Code covers the rights and obligations of the employer (Article 10), 

including taking measures to prevent sexual harassment in the workplace, 

ensuring equal conditions for women and men, combining work and family 

obligations, and introducing into the internal regulations of the unit, provisions 

regarding the prohibition of discrimination based on any criteria as well as the 

prohibition of sexual harassment. It further covers the internal regulation of the 

work unit (Article 199), including the elimination of sexual harassment and the 

rights of unions to perform control over compliance with the legislation (Article 

386).42 In 2002, Article 173, which addresses sexual harassment, was included in the 

Criminal Code of the Republic of Moldova. For the first time, it provides a definition 

of sexual harassment as "any form of behaviour, physical, verbal or non-verbal, of a 

sexual nature, which harms the dignity of the person or creates an unpleasant, 

hostile, degrading, humiliating or insulting atmosphere" with the aim of engaging 

someone in sexual relations or other unwanted sexual actions, committed by 

 
 
 
38 Republic of Moldova, Parliament. 2012. Law No. 121 of 25 May 2012 Regarding Ensuring Equality. 
Published on 29 May 2012 in Official Gazette No. 103 art. 355. 

39 Republic of Moldova, Parliament. 2012. Law No. 298 of 21 December 2012 Regarding the Activity of 
the Council for Equality. Published on 05 March 2013 in Official Gazette No. 48 art. 148. 

40 Republic of Moldova. 2003. Labour Code of the Republic of Moldova No. 154-XV from 28 March 
2003. Chișinău: Republic of Moldova. 

41 Equality Council. 2019. “Hotărâre a instanței de judecată care condamnă comportamentul 
discriminatoriu în rândurile angajaților poliției.” Available from: https://egalitate.md/en/news-and-
information/hotarare-instantei-de-judecata-care-condamna-comportamentul-discriminatoriu-
randurile-angajatilor-politiei/. 

42 Republic of Moldova. Labour Code of the Republic of Moldova No. 154-XV from 28 March 2003.      

https://egalitate.md/en/news-and-information/hotarare-instantei-de-judecata-care-condamna-comportamentul-discriminatoriu-randurile-angajatilor-politiei/
https://egalitate.md/en/news-and-information/hotarare-instantei-de-judecata-care-condamna-comportamentul-discriminatoriu-randurile-angajatilor-politiei/
https://egalitate.md/en/news-and-information/hotarare-instantei-de-judecata-care-condamna-comportamentul-discriminatoriu-randurile-angajatilor-politiei/


 
 
 
 

26 

threat, coercion or blackmail.43 The division of forms of sexual harassment can only 

be inferred depending on the purpose of the act of harassment:  if the act of sexual 

harassment is aimed at engaging a person in sexual relations or other unwanted 

actions of a sexual nature, carried out by threat, coercion or blackmail, the act is 

classified as a crime punishable with a fine of 650 to 850 conventional units or with 

unpaid work for the benefit of the community from 140 to 240 hours, or with 

imprisonment of up to three years. When the purpose of sexual harassment does 

not include the above intentions, pursuant to Law No. 121, the act is classified as an 

act of discrimination on gender criterion (subtle and medium form), and other 

sanctions than those provided for a criminal offence are applied.44 Further  legal 

provisions are to be found in the Law No 5 (e.g. Art. 10, including provisions related 

to the prevention and combating of sexual harassment in the workplace in 

individual employment contracts or Art. 21 on reporting cases).45 

In a 2022 study by Petroia and Zadnipru, several reforms in the justice and security 

sector have been classified as gender-sensitive, meaning that gender as a category 

is integrated into the reform. Eight of the assessed laws, Parliament and 

Government decisions in the national security and justice sectors, as well as in the 

civil-society and human rights sectors, were labelled as gender-sensitive and only 

one was considered gender-blind (National Strategy for the Prevention and 

Combating of Money Laundering and the Financing of Terrorism for the years 

2020-2025 and the Action Plan for the implementation of the National Strategy for 

the Prevention and Combating of Money Laundering and the Financing of 

Terrorism for the years 2020-2025).46 

 
 
 
43 The very same definition is also adopted in Article 1 of the National Labour Code. See Lege.md. 
2023. “Articolul 1 Сodul muncii al Republicii Moldova în Republica Moldova. Noţiuni principale”. 
Accessed November 2023. https://lege.md/codul_muncii_al_republicii_moldova/art-1-26971. 

44 Lege.md. 2023. “Articolul 173 Codul penal al Republicii Moldova* în Republica Moldova. Hărţuirea 
sexuală.” Accessed November 2023.  https://lege.md/codul_penal_al_republicii_moldova/art-173-
28480. 

45 Republic of Moldova, Parliament. Law No. 5-XVI of 9 February 2006 Regarding Ensuring Equal 
Opportunities for Women and Men; Written statements IO/NGO representative 27 November 2023 
(internal reference: 14).      

46 Petroia, A. and Zadnipru, R. 2022. "Gender Mapping of Ongoing Reforms in the Republic of 
Moldova." Paper presented at the Annual International Scientific Conference Competitiveness and 
Innovation in the Knowledge Economy; Republic of Moldova, Parliament. 2020. National Strategy for 
Preventing and Combating Money Laundering and Terrorism Financing for 2020-2025 and the 
Action Plan for Implementing the National Strategy for Preventing and Combating Money 
Laundering and Terrorist Financing for 2020-2025. Chișinău: Republic of Moldova, Parliament.  

https://lege.md/codul_muncii_al_republicii_moldova/art-1-26971
https://lege.md/codul_penal_al_republicii_moldova/art-173-28480
https://lege.md/codul_penal_al_republicii_moldova/art-173-28480
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c) GPI framework to support the improvement of 
working conditions and gender equality  

Reforming the national law enforcement agencies has become one of the highest 

priorities of the MIA in recent years, aiming to increase police efficiency and the 

public's trust in the police. The Police Development Strategy (2016-2020) (PDS) has 

been endorsed as a strategic framework, exemplified by Government Decision No. 

587/2016 and supported by a financial agreement between the Moldovan 

Government and the European Commission. The PDS outlined a trajectory for the 

National Police's medium-term evolution, particularly focusing on the 

modernization of police work, the strengthening of capacities to fight crime, an 

increase in efficiency, accountability and transparency, and the consistent 

consideration of human rights and gender equality in police work.47 

Working conditions:  

While the The PDS did not focus on objectives or activities targeting the 

improvement of working conditions the Action plan on gender equality within the 

police for the period 2022-2025  considers identified needs related to working 

conditions, and emphasises objectives and targeted actions.48  

The Action Plan on Gender Equality within the Police has a focus on improving 

working conditions, including from a gender perspective, as defined within 

Objective VI (“Execution of actions of improvement of working conditions adapted 
from gender perspective”). Under Objective VI/ Action 9 “Provision of working 
conditions, adapted to the needs of women and men”, the Action Plan further 

enumerates several sub-actions to take, such as: the  consideration of gender 

aspects in improving infrastructure (such as locker rooms and sanitary facilities) 

(sub-action 9.1); a study on opportunities to improve the uniform, considering 

adjustment to physiological criteria (sub-action 9.2); an analysis on the opportunity 

of the establishment of rooms for small children of employees at the workplace 

(sub-action 9.3); the creation of conditions for conduct of classes in physical 

 
 
 
47 The Decision No. 587 establishes the PDS 16-20 and the Action Plan for its implementation: 
Government of the Republic of Moldova. Government Decision No. 587 of 12 May 2016 Approving the 
Police Development Strategy for 2016-2020 and the Action Plan for its Implementation; Government 
of the Republic of Moldova. 2016. Action Plan on the Implementation of the Police Development 
Strategy for 2016-2020. Annex No. 2 to Government Decision No. 587 of 12 May 2016. Published on 20 
May 2016 in Monitorul Oficial No. 134-139/645; UNDP. “[Closed] Support to Police Reform in the 
Republic of Moldova.”; Promo-LEX. 2021. Civic Monitoring of Police Reform in the Republic of Moldova, 
Final Report, 2016-2020. Chișinău: Promo-LEX.  

48 Police of the Republic of Moldova. Action Plan on Gender Equality within the Police for 2022-2025. 
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training in terms of gender equality (sub-action 9.4); campaigns and workshops 

addressing the different needs of men and women in terms of health, prevention 

of diseases and exposure to occupational hazards (sub-action 9.5). 

Under Objective VI/ Action 10 “Adjustment of internal mechanisms on the control 
of sexual harassment at the workplace and of gender-based violence”, the Action 

Plan highlights: the adjustment of the internal mechanism of the prevention, 

detection, action and solving of sexual harassment within the Police (sub-action 

10.1); and the  consolidation of the capacities of the Gender Coordinating Group in 

the examination of the cases of harassment in the workplace (sub-action 10.11).  

Under Objective II (“Encouragement of the achievement of equal representation 
of women and men in all recruitment and employment processes within the 

institution”), the plan highlights the promotion of the recruitment/employment 

policy, encompassing aspects such as the establishment of communication 

channels to channel proposals addressing the improvement of working 

conditions. Under Objective IV (“Adaptation of measures that will ensure the 

balance between the professional and private life to the measures of common 

responsibility and the current needs of the employees”), and Objective IV/ Action 7 

(“Developed internal mechanisms aimed at the identification and implementation 
of good practices on provision of balance between the professional and private life 

of the personnel within the institution”), the GPI highlights several sub-actions for 

the period of the plan. One of these sub-actions is the elaboration of an external 

study regarding the evaluation of working conditions (amongst others, sub-action 

7.1), which constitutes the framework of this study. According to the Gender Action 

Plan, the results and recommendations will be taken into account in the 

amendment of the normative framework regarding working conditions (sub-

action 7.2). The Action Plan also emphasizes: a balanced application of a flexible 

work schedule (sub-action 7.3); proportionality in granting paternity and childcare 

leave (sub-action 7.4); and balanced application of breaks for child feeding (sub-

action 7.5). 

The objectives of the Action Plan on Gender Equality within the Police and, in 

particular, the planned measures for improving working conditions were given 

priority in the thematic focus of this study and the formulation of the questions for 

the survey and the interviews.  

Gender equality: 

When it comes to the promotion of gender equality in general, the PDS provided 

an important framework to further develop objectives and activities. In regards to 

equal opportunities in recruitment and promotion – under the overall Objective 1 

of the Strategy, the police aim to: “Strengthen the accountability, efficiency, 
transparency and professionalism of the police”, and as a specific Objective (1.1) to 
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develop a “Transparent staff selection and promotion system based on 
competition and clear criteria for selection, evaluation and promotion of staff”. The 
specific measure (1.1.4) emphasizes “Respect the principle of gender equality in the 
process of recruitment and promotion in the Police”, contributing to the expected 

results under the objective, such as a “human resources management system 
improved through the development of rules and procedures for staff recruitment, 

remuneration, appraisal and promotion with gender equality in access, including 

to management positions” and the “implementation of training curriculum in line 
with European and international best practices and standards (with a focus on 

enforcement of fundamental human rights, modern management techniques, 

facilitated access for women)”.49 

In accordance with objectives formulated within the framework of the European 

Union Budget Support for Police Reform 2017 – 2020 the implementation of the 

PDS was completed, which have been set as a requirement to be eligible for 

funding via the EU Horizon Europe Framework for research and innovation. The      
three previous Action Plans on increasing the participation and role of women in 

the Police (period 2018-2020)50 were followed by the Action Plan on Gender 

Equality within the Police for 2022-25.51 

The Action Plan on Gender Equality within the Police 2022-2025 provides 

important points to consider for assessing its outcome against the set objectives. 

Ensuring institutional experience at all levels, the existence of the Gender 

Coordination Group, increasing the capacities of the GPI staff through training, and 

consolidated partnerships with national and international NGOs are highlighted as 

the strengths of the current GPI strategy to support gender equality.   

The Action Plan further identifies aspects that potentially negatively affect 

progress against the set objectives, such as the unattractiveness of the profession 

and the phenomenon of migration of the workforce, the fluctuation of personnel 

 
 
 
49 Government of the Republic of Moldova. Government Decision No. 587 of 12 May 2016 Approving 
the Police Development Strategy for 2016-2020 and the Action Plan for its Implementation; UNDP. 
“[Closed] Support to Police Reform in the Republic of Moldova.”; Promo-LEX. Civic Monitoring of 
Police Reform in the Republic of Moldova.  

50 Police of the Republic of Moldova. Action Plan on Gender Equality within the Police for 2022-2025; 
Police of the Republic of Moldova. Police Action Plan on Increasing the Participation and Role of 
Women in the Police for 2020; Police of the Republic of Moldova. Action Plan on Increasing the 
Participation and Role of Women in the Police for 2019; Police of the Republic of Moldova. Action Plan 
on Increasing the Participation and Role of Women in the Police for 2018. 

51 Police of the Republic of Moldova. Action Plan on Gender Equality within the Police for 2022-2025; 
Albu, N. 2019. "Mainstreaming Gender Perspective into the Security Sector of the Republic of 
Moldova." Revista de Filosofie, Sociologie şi Ştiinţe Politice 181 (3), pp. 306.  
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including trainers, inequitable salary compared to European police organizations' 

salaries, or the lack of institutional experience in project management within the 

Horizon Europe Programme.52 While police salaries are expected to increase in 

2024, there may still remain lower in comparison to other European countries. The 

Action Plan highlights frequent changes in the top management of the GPI as a 

potential threat to the set objectives since the objectives might not be prioritized 

by incoming management. Exchange market fluctuations and high inflation of the 

local currency can also potentially affect the allocated government budgets, as well 

as salaries of GPI officers. .  

The Action Plan also addresses potential opportunities, such as stronger support 

of the Women’s Police Association (a police-affiliated civil society organization), the 

alignment of national legislation in the strategic domains of the police, the 

consolidation of capacities by the inclusion of the gender dimension and national 

police documents that are aimed at the provision of gender balance. 

The Action Plan on Gender Equality formulates six objectives, each of which 

includes specific actions and monitoring indicators. The six objectives include:  

I. Promotion of organizational culture in terms of the creation of equal 

opportunities and gender perspective integration at all levels of the 

institution (execution and administration) among the Police employees by 

2025;  

II. Encouragement of the achievement of equal representation of women and 

men in all recruitment and employment processes within the institution;  

III. Training and awareness raising of Police employees on gender perspective 

by categories of positions (executive positions/leadership positions);  

IV. Adaptation of measures that will ensure the balance between professional 

and private life to the measures of common responsibility and the current 

needs of the employees; 

V. Gender dimension integration in the budgetary process within the Police;  

VI. Execution of actions for improvement of working conditions adapted from 

gender perspective.  

 
 
 
52 For more information see: European Commission. “HORIZON EUROPE”. 
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The increase in women in the police from 17.84 percent in 2016 to 23.29 percent in 
2020, as well as the increase in women in leadership positions, which were 
occupying 10.75 percent of the positions by the end of 2020, could be linked to the 
Action Plan activities implemented under the PDS and Budget Support 
Programme for 2017-2020.53 However, a monitoring report of the NGO Promo-LEX, 

is the only publicly available overview in terms of monitoring progress of measures 

implemented within the framework of the PDS.54 

There has been no comprehensive official monitoring report on the progress of the 

PDS nor of the three Action plans on increasing the share and role of women in the 
police for the period 2018-2020.55 The collection of monitoring data will therefore 
be necessary to assess how specific measures might have contributed to an 
increase in numbers. Based on the lack of monitoring data, it remains to be seen  
which of the planned measures to improve working conditions and gender 
equality will be implemented by 2025.  Monitoring data will also be critical and 
serve as a baseline to identify effective and impactful follow up objectives and 
measures. Furthermore, it remains to be assessed whether the current data 
collection framework and procedures are sufficient to provide data to assess 
progress against the set objectives.56  The evaluation of the broader outcome of the 
activities (improving working conditions, gender equality and equal opportunity) 
not only requires the formulation of quantifiable indicators (e.g. number of 
trainings, gender parity in commissions, etc.) but also to include objectives 
requiring comprehensive measures at the strategic level, such as organizational 
buy-in, awareness and gender expertise within the organization. In addition to the 
PDS and the Action Plan on Gender Equality within the Police, other GPI strategic 
documents deal with improving working conditions and strengthening gender 
equality within the police. To facilitate direct reference to the topics emphasised in 
this study, these topics are mentioned in the corresponding chapters. 

 
 
 
53 Police of the Republic of Moldova. Action Plan on Gender Equality within the Police for 2022-2025. 

54 Monitoring report on the Moldovan police reform, which also included interviews with project 
managers of the GPI who were working in the coordination unit for the police reform. Promo-LEX. 
Civic Monitoring of Police Reform in the Republic of Moldova. 

55 The Women’s Police Association has published an Opinion statement on the implementation of 
the action plans for the period 2018-2020 including findings from a survey completed by 127 of their 
members. Some of these findings have been highlighted in this report. Association of Women in 
Police. 2020. Opinion of the Association of Women in Police on the Implementation in 2020 of the 
Action Plan of the General Inspectorate of Police on Increasing the Share and Role of Women in the 
Police for the Period 2018-2020. Chișinău: Association of Women in Police.  

There has also been a budgetary report of the police available in English under: 
https://politia.md/sites/default/files/raport_implementare_program_sb_in_2019_en.pdf  

56 UN CEDAW (United Nations Committee on the Elimination of Discrimination against Women). 
2020. Concluding observations on the sixth periodic report of the Republic of Moldova. 
CEDAW/C/MDA/CO/6. 

https://politia.md/sites/default/files/raport_implementare_program_sb_in_2019_en.pdf
https://digitallibrary.un.org/search?f1=author&as=1&sf=title&so=a&rm=&m1=p&p1=UN.+Committee+on+the+Elimination+of+Discrimination+against+Women+%2875th+sess.+%3A+2020+%3A+Geneva%29&ln=en
https://digitallibrary.un.org/search?f1=author&as=1&sf=title&so=a&rm=&m1=p&p1=UN.+Committee+on+the+Elimination+of+Discrimination+against+Women+%2875th+sess.+%3A+2020+%3A+Geneva%29&ln=en
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IV. Supporting gender equality 
within the GPI and representation 
of women police officers in society  
During the last seven years, the number of women in the Moldovan police 

increased from a ratio of 17.84 percent in 201657 to 26.54 percent of all employees in 

2023.58  

GPI Employees per Subdivision, 202359 

 Total60 Women Men 

Number of Employees 5,833 1,549 

 26.56 % 

4,284 

 73.44 % 

In Administrative 

Positions 

1,150 575 

 50.00 % 

575 

 50.00 % 

In Operational Positions 4,683 974 

 20.80 % 

3,709 

 79.20 % 

In Leadership Positions61 699 78 

 11.16 % 

621 

 88.84 % 

In order to assess progress made during the last years, it is important to look at the 

capacities within the GPI for the promotion of gender equality and prevention of 

sexual harassment in the workplace. Within the GPI, there are several internal 

structures that are explicitly tasked with gender equality issues and with the 

further representation of women's needs and interests, such as the Gender 

Coordination Group, training programmes on gender equality, as well as 

 
 
 
57 Police of the Republic of Moldova. Action Plan on Gender Equality within the Police for 2022-2025. 

58 The data is taken from internal statistics from the GPI HR department and is valid for period 1 
January to 9 June 2023.  No information is available as to whether the figures include employees who 
are on childcare leave during the survey period. Police of the Republic of Moldova. 2023. HR Overview 
on Employees per Subdivisions, Notă Oxana. Internal Document. 

59 Ibid. 

60 The Action Plan on Gender Equality for 2022-2025 indicates a higher number of employees in 2021: 
“According to the situation for the activity year of 2021, according to the list, the personnel 
constituted 7938 employees, including 7718 attested employees (4806 police positions of officers, 
2912 police positions of non-commissioned officers) and 220 civilian employees.”, Police of the 
Republic of Moldova. Action Plan on Gender Equality within the Police for 2022-2025. 

61 This applies to employees, both in administrative or operational positions, who additionally hold a 
leadership position.  
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partnerships with national and international NGOs for developing training 

curricula and organizing awareness campaigns.  

The Gender Coordination Group was established in 2017 with the aim of ensuring 

equal opportunities for women and men and as part of the implementation of the 

Law No. 5 "On Ensuring Equal Opportunities for Women and Men", as well as for 

the purpose of implementing gender policies within the Police.62 The Gender 

Coordination Group’s mandate is further specified in MIA Order 392 on prevention, 
combat, and reporting of cases of discrimination based on gender, harassment, 

and sexual harassment.63 Currently there are two Gender Coordination Groups: the 

Gender Coordination Group at the level of the GPI, which is only responsible for 

GPI; and the Coordination Group under the MIA, which is also responsible for all of 

the other subdivisions of the MIA. The Gender Coordination Group at the level of 

the GPI is an advisory and coordinating body with the mission to protect against 

discrimination, ensure equality and restore the rights of all persons discriminated 

against based on gender. It examines complaints regarding gender inequality, 

gender related discrimination and sexual harassment, monitors compliance with 

legislation in the area of equal opportunities between women and men within the 

Police, cooperates with other State institutions, NGOs and international 

organisations that contribute to the implementation of gender equality, and 

forwards material from investigations of complaints to the relevant law 

enforcement bodies.64 According to interviews with representatives of the GPI, the 

Gender Coordination Group at the level of the GPI will be dissolved and will be 

integrated within the Gender Coordinating Group under the MIA. The Gender 

Coordination Group is headed by the Deputy Head of the GPI and includes selected 

representatives from different departments (HR and Inspection Directorate).65 

 
 
 
62 On the establishment of the Gender Coordination Group, Police of the Republic of Moldova. 2017. 
Order No. 270 of 21 June 2017. Chișinău: Police of the Republic of Moldova.       

63 Republic of Moldova, Ministry of Internal Affairs (MIA). 2020. Regulation on How to Prevent, Combat 
and Report Cases of Gender-based Discrimination, Harassment and Sexual Harassment, Order No. 
392 of 04 September 2020. Chișinău: MIA. Further specific legal framework for the Gender 
Coordination Group here: Police of the Republic of Moldova. 2018. Regulation on the Organization 
and Functioning of the Gender Coordination Group within the Police, Order No. 474 of 31 October 
2018. Chișinău: Police of the Republic of Moldova. On establishing the Gender Coordination Group 
within the Ministry of Internal Affairs, Republic of Moldova, Ministry of Internal Affairs (MIA). 2023. 
Order No. 81 of 15 February 2023. Chișinău: MIA.  

64 Scutelnic, O. 2018. “The Gender Dimension in the Police.” Teoria ăi practica administrării publice, pp. 
45-47.  

65 Interviews with GPI representatives, 13 November 2023 (internal reference: 4).      
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In addition, Gender Focal Points and units – as staff members at the level of various 

departments, including the HR Department – are tasked to raise awareness about 

issues related to gender, including gender-based discrimination and sexual 

harassment within their respective unit or subdivision. Gender Focal Points also 

provide capacity-building measures for the staff in case there have been several 

gender-related issues. They might also be consulted to provide their expertise to 

support units that have a very low number of women.  

The commitment from the Gender Focal Points, as well as from the members of 

the Gender Coordination Group, is voluntary and must be harmonized with the 

existing work obligations.66 This bears the risk that employees will shy away from 

involvement in the Coordination Group or as a Gender Focal Point due to the 

additional workload, or that they will not be able to dedicate themselves to the 

tasks with the necessary commitment due to a lack of time. A structural problem 

seems to be that currently, Gender Focal Points are also having to serve as 

members of the Gender Coordination Group. Furthermore, the impact of the 

Gender Coordination Group on the organizational level can be questioned 

since there is no systematic monitoring of the extent to which the Group’s 
formulated recommendations have been implemented by the respective 

departments.67  

The Women’s Police Association (WPA) was created in 2017 in response to targets 

set as part of the EU Budget Support for Police Reform for 2017-2020. The 

Association currently includes around 300 members, 50 of whom are actively 

involved in the Association and participate in events, or in the implementation of 

training or advisory measures. As an independent, non-governmental organisation 

(NGO), the WPA applies for third-party funding independently from the GPI 

budget. The WPA has been supported by UN Women since its establishment with 

the provision of capacity-building on gender equality issues, such as the 

prevention and combating of gender discrimination and violence, including sexual 

harassment at the workplace.68 Since its foundation, the Women's Police 

Association has also been supported by the Women's Law Center, which provides 

training on gender-based violence and sexual harassment in particular. The aim of 

the cooperation between both NGOs is to establish multipliers for training and 

 
 
 
66 Republic of Moldova, Ministry of Internal Affairs (MIA). Regulation on How to Prevent, Combat and 
Report Cases of Gender-based Discrimination, Harassment and Sexual Harassment, Order No. 392 of 
04 September 2020. Please note that there is an additional analysis on Gender Coordination Group 
and Gender Focal Points in subchapter 5.e.  

67 Interviews with GPI representatives, 13 November 2023 (internal reference: 4). 

68 Interviews with IO/NGO representatives, 01 December 2023 (internal reference: 12). 
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awareness-raising measures at regional and local level. In addition, the Women’s 
Police Association has participated in numerous trainings and capacity-building 

measures funded by partners such as the German, Swedish, U.S. and Austrian 

Embassies. However, the dependence on third-party funding in an organization 

that works on a voluntary basis bears many challenges. The commitment 

within the Association must be balanced with family and personal 

commitments, but most of all reconciled with everyday work in the police 

service and often times depends on the consent of the supervisor.69  

According to a 2021 report from the Moldovan NGO Promo-LEX on the Moldovan 

police reform, the increase in women has been one of the biggest achievements 

under Objective 1 of the PDS (“Consolidating the responsibility, efficiency, 
transparency and professionalism of the Police”).70 Two factors that were 

highlighted as having contributed to this achievement were the mentioning of 

women police officers in public speeches and the increased public perception of 

the Women’s Police Association.71  

GPI is committed to ensuring the implementation of all actions under the Action 

Plan on Gender Equality within the Police (2022-2025). However, while related 

costs and financing sources are mentioned as a category in the Plan, there is no 

specific budget allocated. Looking at the implementation of the Action Plan 

activities, the funding is provided by annually approved allocations of the 

respective authority’s budget. So far, there has been no specific budget allocated 

in the annual GPI budget specifically for gender equality activities, so activities 

depend on internal prioritization and external funding.72   

 
 
 
69 Interviews with GPI and IO/NGO representatives, 23 November (internal reference: 9). 

70 Promo-LEX. Civic Monitoring of Police Reform in the Republic of Moldova. 

71 Ibid. 

72 Interviews with GPI representatives, 14 November 2023 (internal references: 6, 7). 
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Good practice case study: Involving men and professionalizing the Association 

of Women in Kosovo Police (AWKP), in Kosovo73 

The Association of Women in Kosovo Police (AWKP) was founded in Kosovo in 2013 

and became an independent organisation two years later. The AWKP was 

established partly as a direct response to the low numbers of women in the police 

force and the fact that the rate of women leaving the police service is twice as high 

as that of men. As part of their membership in the Association, women are trained 

and supported to take on more leadership positions and overcome stereotypes 

and cultural barriers. Since the AWKP was founded, the proportion of women in 

the Kosovo Police has risen to 15.12 percent in 2023. Over the years, the Association 

has implemented several projects to promote gender equality, facilitated health 

care for women and provided professional training on gender equality, leadership 

and management. The AWKP now has around 800 members, including men and 

civilian employees. The inclusion of men in the Association ensures that gender 

equality is not only seen as a struggle for women, but rather that its achievement 

benefits all members of society. Men can contribute to all aspects of women's 

advancement and empowerment, they can support, raise awareness or advocate 

for gender equality in the workplace and at leadership level. Opening up AWKP 

membership to men was a strong signal to the organization that gender equality 

can only be achieved when women and men work together. The membership of 

men could contribute both to promoting the benefits of the Association 

throughout the organization and to building the organization's capacity in gender 

mainstreaming through awareness-raising and training. 

Creating an effective secretariat has been highlighted as a strong factor of the 

AWKP's success. The capacity to provide regular technical and administrative 

support internally is important in that contributes to the effectiveness of the 

Association and thus also ensures the broad impact of its activities. This is 

particularly important when members contribute their time on a voluntary basis. 

In contrast to positions in decision-making bodies, the secretariat is able to support 

the day-to-day business, such as supporting the management and the board, 

acting as a contact point to ensure timely and effective internal and external 

communication, reporting regularly on the work of the Association, organizing 

 
 
 
73 Stickings, M. 2015. “Establishing and Strengthening an Association of Women Police, The Case of 
the Association of Women in Kosovo Police.” Prishtina: UN Women; UN Women. 2017. “Bringing 
Women on Equal Footing with Men in Kosovo* Police.” Available from: 
https://www.unwomen.org/en/news/stories/2017/2/feature-bringing-women-on-equal-footing-with-
men-in-kosovo-police.  

 

https://www.unwomen.org/en/news/stories/2017/2/feature-bringing-women-on-equal-footing-with-men-in-kosovo-police
https://www.unwomen.org/en/news/stories/2017/2/feature-bringing-women-on-equal-footing-with-men-in-kosovo-police
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training courses and workshops, preparing project proposals, fundraising and 

accounting. The AWKP Secretariat receives the support of an externally funded 

national consultant who is placed within the Kosovar Police full-time and who in 

cooperation with the steering committee, UN Women and other stakeholders, 

supports the work of the AWKP Secretariat in coordinating and implementing 

communication strategies. 

 

 

Good practice case study: Strengthening the Regional Network of Women's 

Police Associations in the Western Balkans74   

In October 2023 the regional conference "Women in the Police and Leadership: 

Challenges and Good Practices" was organized by the Network of Women in the 

Police of the Republic of Serbia, with the support of UN Women and the Bureau of 

International Narcotics and Law Enforcement Affairs (INL) of the State Department 

of the American Embassy in Belgrade. During the conference, participating police 

associations from Albania, Bosnia and Herzegovina, Bulgaria, Montenegro, North 

Macedonia, Serbia and Slovenia, as well as the Southeast Europe Police Chiefs 

Association (SEPCA) adopted a joint Declaration on the Cooperation and 

Improvement of the Position of Women and Networks of Women in the Police 

from the Region. Through the declaration, the participants committed to: promote 

gender equality in the police; encourage and support the formation, strengthening 

and cooperation of networks of women in the police at the national and regional 

level; promote and support women leaders in the police; advocate for the 

empowerment of women in the police through the promotion of education and 

trainings; promote equal access to professional development; advocate for the 

health, safety and well-being of all women in the police; advocate for the 

promotion of the general safety of women in society and the prevention of all forms 

of gender-based violence against women and domestic violence; amongst other 

commitments.  

 
 
 
74 ENP (European Network of Policewoman). 2023. “Regional Conference ‘Women in Police and 
Leadership: Challenges and Good Practices’ in Belgrade, Serbia.” Available from: 
https://www.enp.eu/2023/11/07/regional-conference-women-in-police-and-leadership-challenges-
and-good-practices-in-belgrade-serbia/;  
Network of Women in the Police of the Republic of Serbia and UN Women. 2023. Declaration On 
Cooperation and Improvement of the Position of Women and Networks of Women in the Police 
from the Region at the ‘Women in Police and Leadership: Challenges and Good Practices’ 
Conference. Internal Document. 

https://www.enp.eu/2023/11/07/regional-conference-women-in-police-and-leadership-challenges-and-good-practices-in-belgrade-serbia/
https://www.enp.eu/2023/11/07/regional-conference-women-in-police-and-leadership-challenges-and-good-practices-in-belgrade-serbia/
https://www.enp.eu/2023/11/07/regional-conference-women-in-police-and-leadership-challenges-and-good-practices-in-belgrade-serbia/
https://www.enp.eu/2023/11/07/regional-conference-women-in-police-and-leadership-challenges-and-good-practices-in-belgrade-serbia/
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V. Assessing working conditions 

a) Balance between professional, private life and 
organizational culture 

The Human Resource (HR) Department is a key structure for both monitoring and 

improving working conditions and monitoring and improving gender equality and 

equal opportunity in the organization. Out of four sections of the Department, 

three sections are directly involved with promoting and supporting gender 

equality and equal opportunity: the Section for social protection and psychological 

assistance; the Section responsible for recruitment, selection and promotion; and 

the Section for professional development. The HR Department also makes staff 

available to cover positions such as Gender Focal Points and/or members of the 

Coordination Council.75  

GPI offers employees several benefits designed to facilitate the balance between 

work and private commitments, especially family life, such as maternal and 

paternal leave, a flexible working time (flexitime) model allowing employees to 

start and end their workday, taking into account individual commitments, the 

temporary possibility to change job locations (e.g. to a location closer to home) or 

the possibility of remote working. Women also have the opportunity to take breaks 

for breastfeeding. 76 In case of an emergency, if employees are married and have 

children or take care of a person who cannot be left unattended, only one of the 

couple needs to respond to the alert.77      

However, when asked about the compatibility of working at the GPI with family 

life, 35.74 percent of the respondents who participated in the online survey rated 

the compatibility of working at the GPI with family life not or not at all compatible, 

 
 
 
75 Interviews with GPI representatives, 13 November 2023 (internal reference: 1); Government of the 
Republic of Moldova. Organization Chart, General Police Inspectorate. 

76 Written statements from GPI representatives, 29 October 2023 (internal reference: 11). For working 
remotely, please see: Police of the Republic of Moldova. 2021. Regulation on Organizing the Process of 
Temporary Workplace Change for Employees to Work from Home or Remotely, Order No. 96/2021. 
Chișinău: Police of the Republic of Moldova. Written statements from GPI representatives, 01 
December 2023 (internal reference: 13).  

77 Republic of Moldova, Ministry of Internal Affairs (MIA). 2018. Order in the Approval of the Instruction 
on Increasing the Reaction Capacity of Subdivision of the Ministry of Internal Affairs, Order No. 16 of 19 
January 2018. Chișinău: MIA.  
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against 27.60 percent who thought that working at the GPI was compatible or very 

compatible with family life (1-5 point system).  

 

 

 

When assessing differences in answers given by female and male respondents, the 

different fields of operation should be considered. Of the female respondents, 

80.98 percent carry out their work in the office and only 19.02 percent work in direct 

operations, such as patrolling or investigation outside on the street and in direct 

interaction with the population. 
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Against this backdrop, female respondents assessed compatibility of work and 

family life more positively. 32.28 percent (92 in total numbers) said that working at 

the GPI was not or not at all compatible with family life, against the same 

percentage (32.28 percent) who thought that working at the GPI was compatible 

or very compatible with family life. In contrast, 54.30 percent of male respondents 

work in the street and 45.70 percent of male respondents work in the office, 

explaining the higher number of male respondents (37.34 percent) emphasizing 

that working at the GPI and family life is not or not at all compatible, against 25.47 

percent who thought that working at the GPI was compatible or very compatible 

with family life. Accordingly, the workplace (office versus field service) is 

assumed to be a decisive factor when it comes to the ability of balancing work 

and family life - presumably regardless of gender.  

When asked about their own capacities to balance private and professional life, 

31.68 percent of the respondents stated that they cannot at all or not well balance 

their private and professional life, against 35.33 percent who stated they managed 

well or very well (1-5 point system). For female respondents, balance of private and 

professional life was assessed slightly more positively. Fewer female respondents 

(30.88 percent) said that they cannot at all or not well balance their private and 

professional life, compared to more female respondents (38.60 percent) who 

stated they managed well or very well. With regard to male respondents, 32.13 

percent said work and private life were not or not at all compatible, 33.72 percent 

said it was compatible or very compatible. 
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unacceptable or not good (1 or 2 points) against 35.60 percent rating it as good or 

very good (4 or 5 points). The regulations on paternity leave for men were rated 

with an average 3.19 points on a 1-5 point system, with 21.58 percent of respondents 

rating the regulation as unacceptable or not good (1 or 2 points) compared to 34.23 

percent finding it to be good or very good (4 or 5 points). The regulations on sick 

leave when children are sick were rated with 3.15 points on a 1-5 point system, 

with 26.85 percent of respondents rating the regulations as unacceptable or not 

good (1 or 2 points) against 33.54 percent as good or very good (4 or 5 points). A 

male executive officer pointed in the same direction: “The salary is low, and in case 
of illness of the children, the medical certificate is paid very little, for this reason you 

have to leave sick children with others, in order to work and receive the full salary 

so that you can meet the expenses.”  

It has to be assessed why the option of paternal leave, or the possibility for both 

mother and father to request a leave to take care of children for up to 4 years 

are still referred to as inadequate by around 20 percent of respondents.78 If 

adjustments are to be made at this level, the offers of other employers in 

Moldova, especially in the public sector, as well as the opinions and needs of 

the employees should be considered.       

When asked about kindergarten and childcare facilities, the respondents rated 

them with an average of 2.75 points on a 1-5 point system, with 37.14 percent of 

respondents rating the facilities as unacceptable or not good (1 or 2 points) against 

20.17 percent as good or very good (4 or 5 points).  

In terms of the regulations on flexible work time and work time planning, 36.97 

percent of the respondents rated them as unacceptable or not good (1 or 2 points) 

compared to 21.04 percent as good or very good (4 or 5 points). With regard to 

flexible working times, several female executive officers indicated in the open 

comments that: “We have no free time and flexible schedule.” and “There is no 
flexible working time.” A male officer even asked: “Planning working time / flexible 
work schedule, is that possible?” When asked about reasons for leaving the GPI, 
two female officers refered to “free time on weekends” and the fact that “the night 
services are not paid for”.  

In practice, it appears that flexible working time models ultimately depend on the 

individual approval of the respective line manager and hours cannot be moved to 

 
 
 
78 Paternal leave (14 days to be actively involved in childcare), possible time for childcare: 3 years paid 
and 1 year unpaid for both parents. Interviews with GPI representatives, 13 November 2023 (internal 
reference: 1, 2). 
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other days. Also, remote working seems to be more of an exception than the rule.79 

Especially during the Covid-19 pandemic, many employees struggled to combine 

work related duties and childcare due to the closure of childcare and education 

facilities. According to the 2020 internal survey from the WPA addressing working 

conditions, 37.8 percent of the respondents had difficulties working remotely, and 

according to the WPA, no regulations on remote work had been shared during this 

time with employees. The WPA had shared a proposal to regulate remote work in 

2018, but this was not taken into account in the first year of the pandemic.80 

However, in the framework of the MIA Action Plan on preparedness and response 

to the Covid-19 pandemic, the GPI issued an order in 2021 to provide for the 

possibility to work from home in order “to protect the safety and health of the 
employee during exceptional situations related to the declaration of a state of 

emergency, siege or war or the declaration of a public health emergency”.81   

Even more than childcare facilities, the option for flexible work time, remote 

working or the opportunity to work part-time appear to heavily influence the 

compatibility of career and family and are important factors to consider in 

terms of recruiting women for the police in general, as well as for management 

positions. Furthermore, long and unpredictable overtime hours can contribute to 

work-life imbalance and make police work less appealing to police officers and 

potential recruits. Therefore, the flexibilization of working hours and the possibility 

of structuring working hours individually and in line with requirements is also an 

important factor that can contribute to the retention of employees in the 

organization. In addition, the extent to which the regulation on the possibility of 

remote working can also be applied to other situations should be examined. 

Moreover, a specific overtime budget providing HR and Financial Departments 

with a better planning capacity is also to be considered. Currently, GPI is not 

allocating a dedicated overtime budget and must seek approval from the 

Government's Ministry of Finance to cover all overtime expenditure.82 

The GPI’s activity plan for 2023 under operational Objective 1 aims to “ensure 8 

percent retention level of professional staff in the police system”, as well as to 

submit several draft legislations and amendments to regulatory frameworks such 

 
 
 
79 Interviews with GPI representatives, 13 November 2023 (internal reference: 1); 14 November 2023 
(internal reference: 7). 

80 Association of Women in Police. Opinion of the Association of Women in Police. 

81 Police of the Republic of Moldova. Regulation on Organizing the Process of Temporary Workplace 
Change for Employees to Work from Home or Remotely, Order No. 96 of 25 February 2021. 

82 Interviews with GPI representatives, 14 November 2023 (internal reference: 7). 
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as on facilitating access to kindergartens.83 The GPI HR Department is also 

currently planning to draft concrete objectives on how to improve the work-

life balance of employees. It will be important to assess whether the framework 

on regulating working hours, which has been in force since 2019, will need to 

be adjusted, especially to include a gender-sensitive perspective. This might 

entail, for example, addressing the challenges faced by women taking care of small 

children, especially challenges due to additional workload and working hours 

when taking on a management position.84      

 

Good Practice Case Study: Prioritization of work-life balance through 

certification and auditing process in Berlin Police (Germany)85 

Since 2018, the compatibility of work, family and care duties at Berlin Police has 

been systematically examined and supported through certification by the 

berufundfamilie LLC86. The certification process looks at eight fields of action: 

Working hours, work and worktime organization, place of work, 

information/communication, leadership, personnel development, financial 

benefits and services. Part of the certification process is an audit that defines 

agreements that are combined with specific measures that are to be implemented 

within three years. Following the re-audit in 2021, measures were defined for 2022 

and 2023 and successively implemented, such as examining the use and 

benefits of the flexible working time model based on the experience gained 

during the pandemic, examining the advantages and disadvantages of 

working part-time, further developing the service regulations on remote 

working, the search for pilot departments for top-sharing (a shared 

management approach in which two or more managers share the management 

of one or more employees), the expansion of hybrid and online learning formats, 

and a survey on further needs for improving childcare services. 

 
 
 
83 Police of the Republic of Moldova. 2023. The General Police Inspectorate's Activity Plan for 2023. 
Annex to GPI Order No. 46 of 15 February 2023. Chișinău: GPI. 

84 Written statements from GPI representatives, 29 October 2023 (internal reference: 11). 

85 Information obtained from the exchange with the Berlin police (September-October 2023) and 
internal documents provided. 

86 The berufundfamilie audit is a strategic management tool of audit berufundfamilie Service GmbH, 
which supports companies and public institutions in implementing a family-conscious HR policy and 
improving the compatibility of work and family life. With the audit certificate, organisations 
demonstrate their commitment to a family- and life-phase-conscious HR policy and family-friendly 
working conditions and strengthen their attractiveness as an employer.      
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Good Practice Case Study: Fostering organizational culture by improving the 

work environment and promoting equal opportunities in the Estonian Police 

and Border Guard87  

The Estonian Police and Border Guard (PPA) is committed to ensuring open, 

human and smart policing. The PPA strives to be a balanced organization where 

its members have equal access to and opportunities to participate in leadership 

and other decision-making roles. The PPA understands that organizational culture 

and work-life balance are key components for creating an environment where all 

employees can develop and have equal opportunities to create a fulfilling career. 

Maintaining work-life balance is part of the PPA's value proposition, supporting a 

balanced and equitable work environment. To this end, the PPA considers the 

employee’s wishes when drawing up the work schedule, allows remote work 
where possible and provides opportunities to change work location when 

moving to another region. The PPA provides 35 days of vacation and up to 45 

days of vacation for police officers. With regard to family life, the PPA provides 

maternity and paternity leave and an additional day of vacation to celebrate family 

events. With regard to health, the PPA provides 5 paid health days per year to 

promote health or to disconnect from work topics and it offers mental health 

counselling and spiritual care. (Police Gender - Equality Action Plan for 2023 -2028 

GOAL 3. 3) 

 

 

Good Practice Case Study: Leaflet informing on rights and responsibilities 

when applying for and when working flexibly (Police Federation of England 

and Wales, UK)88 

The Police Federation of England and Wales (PFEW) is a staff association and the 

official body to represent and support police officers on issues such as pay, 

allowances, terms and conditions, as well as advising and lobbying on operational 

policing issues and influencing legislation. The PFEW published a series of leaflets, 

booklets and other resources, such as on equality and diversity, harassment and 

 
 
 
87 Estonian Police and Border Guard (PPA). 2023. Politsei ja piirivalveameti soolise vordoiguslikkuse 
kava 2023-2028. Tallinn: PPA. 

88 Police Federation of England and Wales. 2018. Flexible Working, Your Rights and Responsibilities. 
Surrey: Police Federation of England and Wales.  
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bullying, health and wellbeing, maternity and adoption support leave, part-time 

working and whistleblowing. For the leaflet on Flexible Working 

please see Annex II. 

b) Gender equality in recruitment and career 
progression (barriers) 

The Moldovan Ministry of the Internal Affairs states that any person, regardless of 

race, nationality, ethnicity, gender, religion or social origin, may be employed in 

special-status civil service positions in the Ministry and its subordinate public 

authorities.89 However, the GPI struggles with low numbers of women in the police, 

especially in management positions.   

Following the objectives set in the PDS and in the various Action Plans on Gender 

Equality, several specific measures have been implemented to increase the 

number of women applicants (e.g. Objective I. 1.3 Action Plan on Increasing the 

Participation and Role of Women in the Police for 2018; and Objective II in the 

Action Plan on Gender Equality within the Police 2022-2025).90 Against the 

backdrop of this objective, the MIA disseminated several press releases, social 

media posts and information leaflets on the profession of police officer for women 

and men, under the framework of the information campaign Din Culisele Politiei 

(From Police Backstage). Communication on social media was also substantially 

increased.91  

 
 
 
89 Republic of Moldova, Parliament. 2016. Law No. 288 of 16 December 2016 Regarding Civil Servants 
with Special Status within the Ministry of Internal Affairs. Published on 10 February 2017 in Monitorul 
Oficial No. 40-49 art. 85. Criteria for employment include Moldovan citizenship, knowledge of the 
state language, age and health requirements, necessary education for the position, clean criminal 
record, and not being involved in any ongoing criminal proceedings. For career development of 
police officers see: Government of the Republic of Moldova. 2017. Government Decision No. 460 of 22 
June 2017, Regulation on the Career Development of Civil Servants with Special Status within the 
Ministry of Internal Affairs. Published on 23 June 2017 in Monitorul Oficial No. 214-215 art. 538. See 
Written statements from GPI representatives, 01 December 2023 (internal reference: 13). 

90 Police of the Republic of Moldova. Action Plan on Increasing the Participation and Role of Women 
in the Police for 2018; Police of the Republic of Moldova. Action Plan on Increasing the Participation 
and Role of Women in the Police for 2022.  

91 Government of the Republic of Moldova, Ministry of Health, Labour and Social Protection. 2020. 
National Level Review on the Fulfillment of Commitments taken under the Beijing Declaration and 
Platform for Action Beijing+25. Chișinău: Government of the Republic of Moldova, Ministry of Health, 
Labour and Social Protection. 
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On average, respondents to the survey conducted for this study rated the 

information and transparency on professional development opportunities with 

3.09 points on a 1-5 point system, with 23.63 percent of respondents rating 

information and transparency related to promotion and personnel development 

as unacceptable or not good (1 or 2 points) against 31.33 percent as good or very 

good (4 or 5 points). Professional development was assessed slightly more 

positively by female respondents (3.12 points) as compared to male respondents 

(3.07 points). Consequently, 23.51 percent of female respondents and 23.74 percent 

of male respondents were rating information and transparency related to 

professional development as unacceptable or not good (1 or 2 points), against 33.34 

percent of female respondents and 30.50 percent of male respondents rating them 

as good or very good (4 or 5 points). The support for individual professional 

development, such as feedback and communication from management and 

other colleagues was rated with 3.15 points (equally by male and female 

respondents) on a 1-5 point system, with 19.98 percent of respondents rating 

support for professional development as unacceptable or not good (1 or 2 points) 

compared to 32.51 percent considering it good or very good (4 or 5 points).  

With regard to promotion and professional development, a male executive officer 

criticized: “For professional and individual development we pay from personal 
sources.” 

The data from the survey conducted as part of this study provides a rather 

mixed picture about the transparency and support for professional 

development opportunities. Regarding transparency in recruitment and 

promotion procedures, corruption and a lack of transparency was mentioned 

several times in the open comment sections, as this response from a female 

executive officer shows: “Lack of transparency, formalism, lack of transparent 
recruitment contests, specialists are not promoted but [...] corruption! Very bad 

what is happening!” A female executive officer claimed: “Cumătrism [use of 
informal networks/unmerited promotion based on kinship relations] is at the 

forefront in any field in the Republic of Moldova and favoritism is too developed.” 

The 2020 WPA survey addressing working conditions identified several cases of 

discrimination related to gender when it came to career progression and 

promotion during the reorganization phase of the police, leading to the creation of 

the GPI. The organizational restructuring led to several cases of women leaving the 

police, after not being considered or after their position was demoted.92  

 
 
 
92 Association of Women in Police. Opinion of the Association of Women in Police. 
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The 2023 GPI activity plan envisages the promotion of a staff policy based on “open 
competition, no favouritism, respect for gender equality and ethnicity”, including 
the monitoring of the number of applicants for management posts and the 

number of admission tests and interviews, taking into account gender. Moreover, 

the 2023 activity plan intends to implement a concept for a transparent appraisal 

of police leadership, including clear criteria and mandatory evaluation with 

participation of civil society.93 It has also been planned that the Recruiting and 

Evaluation Department created within Stefan Cel Mare Academy will include a 

multi-stage selection process for all candidates intending to occupy a vacancy or 

to be promoted to a managerial position.94 This process includes several stages 

(culture and psychological tests, interview and a written test). This tool can 

potentially contribute to more gender-equal recruiting procedures and provide      
the grounds for more transparency.95 

It remains to be seen whether criteria-based selection procedures, staff policy and 

the evaluation of police management will be criteria-based and standardised and 

contribute to an improvement in the perception of the processes surrounding a 

transparent and fair promotion policy. Just as transparency in application 

processes is of utmost relevance for applicants and future employees to complete 

the application motivated and committed, it is also of great importance for 

development and promotion opportunities. On the one hand, transparency 

impacts equal and fair access to promotions and also to higher management 

positions and is therefore fundamentally relevant for gender equality in the 

organization. On the other hand, it is at a later stage fundamentally relevant for 

employee satisfaction and retention. 

  

 
 
 
93 Police of the Republic of Moldova. The General Police Inspectorate's Activity Plan for 2023. 

94 DECISION No 460/2017 for the implementation of the provisions of Law No 288 of 16 December 
2016 on the civil servant with status special civil servant of the Ministry of Internal Affairs; 
REGULATION on career development of civil servants with special status of the Ministry of the 
Interior, which excludes favouritism and respects gender and ethnic equality. 

95 UNDP Moldova. 2021. “Police officers and other staff of the Ministry of Internal Affairs will be 
selected more rigorously”. Available from: https://www.undp.org/moldova/news/police-officers-and-
other-staff-ministry-internal-affairs-will-be-selected-more-rigorously.  

https://www.undp.org/moldova/news/police-officers-and-other-staff-ministry-internal-affairs-will-be-selected-more-rigorously
https://www.undp.org/moldova/news/police-officers-and-other-staff-ministry-internal-affairs-will-be-selected-more-rigorously
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Good Practice Case Study: Enhancing the recruitment of women in Armenian 

Patrol Police96 

 

Highlighting the imperative of ensuring gender equality within the Police, the 

Prime Minister of the Republic of Armenia has set a goal to increase the 

percentage of female officers in the Patrol Service to 30 percent by the end of 

2026. In the 2023 admission competition for the appointment of positions in the 

police patrol service, 81.25 percent out of 368 seats have been allocated for women 

applicants with the remaining 18.75 percent reserved for men applicants. To foster 

a diverse pool of candidates, an awareness campaign titled 'Be a Force for Our 

Country' was initiated, drawing participation from prominent women who 

motivated others to join the Patrol Service. Preceding the recruitment process, 

the Minister of Internal Affairs, along with key representatives from the 

Ministry and the Police, conducted meetings with students from 829 

educational institutions in Yerevan and other regions as part of a collaborative 

effort with the Ministry of Education, Science, Culture, and Sports. These 

meetings aimed to introduce the nature and appeal of patrol work, emphasize the 

importance of women's involvement, outline career growth prospects and provide 

essential information about the recruitment process. As a result, 290 girls from 

various age groups have expressed their desire to join the patrol service. To gain a 

deeper understanding of the challenges associated with joining the police 

service, online meetings were conducted with 532 women who expressed an 

interest in applying for the patrol police. As a consequence of these sessions, the 

patrol police formulated improvements for adjusting the current legislation 

specifically addressing barriers that hindered women from entering the police 

service. These amendments included a revision of the height threshold for 

applicants, reducing it from 160 cm to 155 cm. 

 

 
 
 
96 Information obtained from the exchange with the Department of Strategic Planning of the 
Ministry of Interior of RoA. 
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Good Practice Case Study: Women's advancement plans contribute to 

increasing women’s representation in Berlin Police97 

The Berlin Police uses so-called Women's advancement plans, in which objectives 

and measures are defined that shall contribute to countering the under-

representation of women across ranks and departments. The current women's 

advancement plan covers four areas: advertising and recruitment, 

communication, personnel development measures and the advancement of 

women, promotion and higher-level classification.  

Targets are set for recruitment and hiring, such as reaching at least 35 per cent 

of women in the higher intermediate service (“gehobener Dienst”) of the so-called 

protection police (covering the daily patrolling, securing events etc.), 30 per cent in 

the protection police intermediate (“mittlerer Dienst”) service and 50 per cent in 
the higher intermediate service (“gehobener Dienst”) of the criminal police . 

Following the advancement plan, the department Dir ZS Pers C 1, which is 

responsible for the overall and strategic topics of personnel development and 

personnel promotion offers and organises the opportunity for those responsible for 

the promotion of women and the compatibility of work and family (in particular 

managers, staff departments responsible for personnel) to exchange ideas at least 

once a year. All departments develop specific measures that are suitable for their 

departments in order to achieve the set objectives. These measures are part of the 

women's promotion plan and are published accordingly in the Berlin police’s 
intranet. Monitoring is ensured in close cooperation with the Staff departments 

responsible for personnel and progress is evaluated by the Unit for Diversity 

Management. 

  

 
 
 
97  Information obtained from the exchange with the Berlin police (September-October 2023) and 
internal documents provided. Polizei Berlin. 2021. Deine Chance, dein Weg, unser Ziel. 
Frauenförderplan der Polizei Berlin. Internal Document. 
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Good practice Case Study: Gender-sensitive public relations in Berlin Police98 

As part of the public relations work, numerous measures are developed to increase 

the interest of women in the police profession and to attract them to a career in 

law enforcement. A systematic survey of potential reasons for female 

applicants' to have chosen the Berlin Police as an employer partly provides 

information about and for effective advertising measures. An important goal is to 

present women as a natural part of the Berlin police. In all publications (photos, 

films, posters, press releases) women are portrayed as equal and independent 

actors. For advertising measures, such as for the various social media channels, 

at major career fairs and career information events policewomen are 

presented as role models and their individual career paths are highlighted. In 

addition, targeted public relations communication is carried out on social media 

using a gender-sensitive perspective, for example, to accompany events such as 

GirlsDay or careers fairs or as part of the coverage of the swearing-in ceremony. 

Girls and young women are specifically addressed in up to 250 career information 

events, many of which are aimed exclusively at girls and women. 

c) Gender balance in leadership and decision-making 

The representation of women in leadership is one key factor to increase gender 

equality. An equal distribution of management positions also allows for a better 

prioritization of issues, such as the promotion and support of diversity in the 

organization. A more gender balanced distribution of management positions also 

has a positive effect on the development of working conditions, which in turn 

benefits all genders. Up until 2010, women were only rarely promoted to leading 

positions inside the GPI; in 2016, the women appointed to managerial positions 

corresponded to approximately 7 percent.99 The PDS 2016-2020 with its 

corresponding Action Plans For Gender Equality, was a key strategic incentive in 

this regard, by setting indicators to allow for measurable progress. However, the 

 
 
 
98 Information obtained from the exchange with the Berlin police (September-October 2023) and 
internal documents provided. 

99 Government of the Republic of Moldova. Government Decision No. 587 of 12 May 2016. Approving 
the Police Development Strategy for 2016-2020 and the Action Plan for its Implementation. 
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ratio of women in leadership positions only slightly increased from 10.75 percent in 

2020100 to 11.16 percent in 2023.101  

According to several responses in the interviews conducted for this study, 

there is a reluctance among employees to take on management roles. A key 

factor seems to be the disproportionately low increase in salary with more 

responsibility and workload, which is not attractive to many employees. 

Women and men are both confronted with the challenge to switch to other 

regional departments if taking on a promotion. When it comes to career 

development and promotion, women police officers also have to fight stereotypes 

that they are not able to take on more challenging or leadership positions. During 

interviews, it was expressed that the low representation of women in management 

positions might be attributed to women's reluctance to take on managerial roles 

due to the increased responsibilities and complexities associated with such 

positions. However, it was added that there is currently no comprehensive analysis 

or survey to substantiate this assumption.102  

Moreover, a lack of solutions that would make it easier for employees to cope with 

a longer commute or with having to work a certain number of working days away 

from home has been emphasized. Women are proportionally more affected by this 

challenge than men since they are usually covering the bigger part of care 

responsibilities at home, which makes it even more difficult to take on 

responsibilities at a different place of work. The fact that there is a comparatively 

low proportion of women in management positions compared to the current 

general proportion of women may also be a factor for women’s reluctance. Women 
in leadership positions or women striving to develop their careers might not have 

equal access or opportunities for peer-mentorship and exchange. In this regard, 

the need for additional leadership training to improve awareness of the 

importance of facilitating and supporting the promotion of women was also 

mentioned in the interviews. 103  

Looking at the low numbers of women in leadership positions, the 

prioritization of gender equality by decision-makers will need more attention 

during the next few years. In the 2020 WPA internal member survey, 31.5 percent 

 
 
 
100 Police of the Republic of Moldova. Action Plan on Gender Equality within the Police for 2022-2025. 

101 Police of the Republic of Moldova. HR Overview on Employees per Subdivisions. 

102 In person Interviews with GPI representatives, 13 November 2023 (internal reference: 1); In person 
interviews with IO/NGO representatives, 23 November 2023 (internal reference: 9). 

103 Interviews with GPI representatives, 13 November 2023 (internal reference: 1); 13 November 2023 
(internal reference: 4). 
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of the respondents felt that they are not consulted in the workplace on 

decision-making and 40.9 percent stated that decision-makers are not involved 

in increasing the numbers of women in police.104 In regard to the objective of 

further increasing the number of women in the police, the 2021 Promo-LEX report 

also highlighted that the prioritization whether activities that strengthen gender 

equality and increasingly involve women in decision-making processes are 

prioritized is highly dependent on the personnel at the management level. 105 

 

Good Practice Case Study: Measures to increase the proportion of female 

officers in management positions in Berlin Police106 

In addition to the regular measures such as personnel development procedures 

for potential managers or leadership programs, the promotion of women for 

management positions in Berlin police includes leadership conferences 

particularly for women and other events organized by the various women 

networks. To continuously increase the proportion of female officers in 

management positions of higher police services, special attention is paid to the 

consideration of women in the selection and promotion procedures. Women 

aspiring for management positions and who have been selected for the 

Master's course at the German Police University (as the key training institution 

for management positions) are supported via a mentoring program and during 

the on-campus phases of the Masters course. As Master students, women and 

men are eligible for compensation in case of additional costs for childcare.  

 

 

Good Practice Case Study: Gender Training for Managers in the Berlin Police 107 

The Berlin Police applied for and received funding from the Department for Labor, 

Social Affairs, Equality, Integration, Diversity and Anti-Discrimination of the Berlin 

City Administration for a total of 29 two-day Gender Training for Managers, which 

 
 
 
104 Association of Women in Police. Opinion of the Association of Women in Police.       

105 Promo-LEX. Civic Monitoring of Police Reform in the Republic of Moldova. 

106 Information obtained from the exchange with the Berlin police (September-October 2023) and 
internal documents provided. 

107 Information obtained from the exchange by Gender Associations with the Berlin police 
(September-October 2023) and internal documents provided. 
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were implemented between 2021-2023. The training objective of the seminar 

was to counteract traditional gendered roles and stereotypes, to promote and 

acknowledge the added value of diversity  and qualify managers for promoting 

the career advancement of women. During the training, managers are sensitized 

to uncover and raise awareness of gender-specific attributions, reduce gender 

hierarchies and overcome socio-cultural role stereotypes and role expectations. 

The training was also about how to mediate gender-appropriate leadership 

behavior and methods, strengthen social leadership skills, develop self-awareness 

as a manager, develop women as potential managers, and increase acceptance of 

women as potential managers in a male-dominated, hierarchical organization. 

 

 

Good Practice Case Study: Increasing the proportion of women among 

managers in Estonian Police and Border Guards108 

As of January 1, 2023, 45 percent of the Estonian Police and Border Guard (PPA) 

employees were women, and 31.5 percent of the management positions were held 

by women as well. To further increase the representation of women at the 

management level, the PPA cooperates with the Estonian Police Women's 

Association (EPN) and adheres to the principles of equality in competitions. 

Additionally, efforts are made to ensure gender balance in interview 

committees, and if possible, female experts are also included from outside the 

organization. Encouraging role models and writing success and opinion stories on 

the Intranet are also key strategies employed by the PPA. While the PPA does not 

consider implementing strict measures such as gender quotas, it recognizes the 

importance of achieving a change in attitudes towards gender equality. Police 

work increasingly demands a diverse range of competencies, including not only 

physical strength but also various "soft" skills, where the gender of the police officer 

is irrelevant. This trend indicates that the social image of the PPA as an institution 

suitable only for men to work and pursue a career is changing. (Gender Equality 

Action Plan for 2023 -2028 3.1 GOAL 1) 

 
 
 
108 Estonian Police and Border Guard. Politsei ja piirivalveameti soolise vordoiguslikkuse kava 2023-
2028. 
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d) Integration of a gender dimension into training and 
research 

High-quality training is important for improving the effectiveness of the police in 

terms of their investigative capacities, but also to strengthen the population's trust 

in their abilities. For the latter, improving police capacities, for example, in the areas 

of human and women's rights or effective strategies against gender-based 

violence, is a crucial factor in building and expanding trust in the police force. To 

support the police’s capacity-building, the GPI has focused in the last few years on 

modernizing and improving training conditions and training content at both initial 

and in-service training for police officers at the Stefan Cel Mare Academy of the 

MIA, which prepares police officers for sub-officer ranks and provides legal and 

police professional training as part of higher education.109  

In terms of training on how to use equipment, how to deal with victims of 

crimes and how to deescalate dangerous situations during operations, the 

existing programmes were acknowledged in the open comment section of the 

survey conducted as part of this study, but a general need for improvement was 

indicated. Out of 77 open comments shared on these subjects, 23 (which 

corresponds to 29.87 percent of the open comments related to this subject) 

explicitly mentioned that training was “bad” or that more training was needed.  

A male executive officer stated that training should be more adapted to practice: 

“In the initial courses they teach us how it should be, in the field you don't really 
have the opportunity to implement what you learn.” Another male executive 
officer pointed to the fact that: “It is necessary to improve through training, to 
exclude formalism in training, to train with the most current topics.” However, at 

the same time, a male executive officer declared: “I know more from practice how 
to behave in different situations and when I make a mistake I inform myself later.”  

The answers from the survey indicate that training and subsequent advanced 

training need to be more practice-oriented. However, different answers were 

given in the interviews, where it was highlighted that the GPI has recently 

modernized training infrastructure and equipment at the level of various units 

of the Stefan cel Mare Academy and also improved the link between theory 

and practice by increasing the number of practical exercises. At this point, the 

results of a report planned in the GPI 2023 activity plan will be relevant and 

 
 
 
109 UNDP Moldova. 2022. “Stefan cel Mare Academy will become a modern training centre for future 
police employees.” Available from: https://www.undp.org/moldova/press-releases/stefan-cel-mare-
academy-will-become-modern-training-centre-future-police-employees.  

https://www.undp.org/moldova/press-releases/stefan-cel-mare-academy-will-become-modern-training-centre-future-police-employees
https://www.undp.org/moldova/press-releases/stefan-cel-mare-academy-will-become-modern-training-centre-future-police-employees
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informative, which will evaluate the training and trainers’ capacities and 
effectiveness, including follow-up measures based on this assessment to 

strengthen the Academy Stefan cel Mare of the Ministry of Interior.110 

One of the focuses of the GPI is to improve and develop police training in 

accordance with current needs in Moldova and with international standards. 

Moreover, the GPI has placed increasing emphasis on the promotion of 

knowledge and greater consideration of gender aspects in the capacity-

building of its employees. The objectives formulated under the various gender 

action plans since 2018 resulted in the development of training on the topics of 

gender equality and GBV, including the prevention and combating of sexual 

harassment. Against this background, but also to improve the capacities of the 

teaching and training personnel at the academy, the GPI has increasingly 

cooperated with various international partners and with international and 

national NGOs during the last years.111 

In the context of the EU Budget Support Programme 2017-2020, the GPI 

conducted basic trainings and information sessions on gender equality for about 

100 employees from the territorial and specialized subdivisions, with emphasis on 

issues such as gender stereotypes, addressing measures to ensure a work-life 

balance, prevention and combating discrimination, sexual harassment and 

gender-based violence. Following these events, ten trainers at the level of the 

subdivisions were trained on gender equality and 44 heads of Police Inspectorates 

were trained on gender equality and non-discriminatory practices.112  

Due to the Covid-19 pandemic, many awareness-raising and information activities 

had to be carried out online, which facilitated a larger number of participants, 

including from different regions of the country, which was highlighted as a 

challenge during the previous years.113 In 2020, the GPI implemented an online 

training on "Strengthening the capacities of gender units/ Gender Equality in 

Policing” for female police officers from several police subdivisions. The seminar 
was organized in the framework of the Project "Joint efforts for justice, peace and 

life with dignity - a need and requirement of nowadays", supported by the German 

 
 
 
110 Police of the Republic of Moldova. The General Police Inspectorate's Activity Plan for 2023.      

111 Interviews with GPI representatives, 14 November 2023 (internal reference: 6); Interviews with 
IO/NGO representatives, 21 November 2023 (internal reference: 10). 

112 Government of the Republic of Moldova, Ministry of Health, Labour and Social Protection. National 
Level Review on the Fulfillment of Commitments taken under the Beijing Declaration and Platform 
for Action Beijing+25. 

113 Association of Women in Police. Opinion of the Association of Women in Police.          
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Embassy in the Republic of Moldova and implemented by the Center for 

Rehabilitation of Torture Victims "Memoria", with the technical support of the UN 

Development Programmet (UNDP).114 The aim of the online training was to include 

a more gendered perspective in police training to improve gender-sensitive 

management and communication, improving the knowledge on international and 

national legal frameworks and improving the capacity in tackling gender-based 

violence, sexual harassment, discrimination and stereotypes.  

The module ‘Domestic violence’ was included in the curricula of Stefan cel Mare 
Academy in both initial and higher education seminars with the objective to 

enable police trainers to develop training content in line with current needs and 

requirements at the level of the various divisions. The new trainings were aimed to 

build capacities on how to use gender-sensitive investigation methods and 

address gender-based violence, a tackle stigma discouraging women from 

reporting cases of gender-based violence to the police.115    

During 2021-2022, UN Women, in partnership with the Institute for Public 

Administration, delivered capacity-building activities to over 100 representatives of 

the Moldovan Ministry of Defence and the MIA, including the GPI, as well as the 

WPA. These activities focused on areas of Gender Equality, Gender Mainstreaming, 

and Gender Budgeting and Leadership, including digitized courses with 

certification that were made available on the e-learning platform of the Institute 

for Public Administration.116 Digitized courses included ‘’Gender Equality for public 
servants’’, ‘’Sexual harassment at the workplace” and “I know Gender- Women, 

Peace and Security”. Under the same partnership, the Institute for Public 
Administration provided a ToT for 18 participants (including from Police and other 

 
 
 
114 Police of the Republic of Moldova. 2020. “Seminar on-line de instruire cu referire la Consolidarea 
capacităților unităților gender”. Available from: https://politia.md/ro/content/seminar-line-de-
instruire-cu-referire-la-consolidarea-capacitatilor-unitatilor-gender; Police of the Republic of 
Moldova. 2023. “Egalitatea de Gen în Poliție. Eveniment de înmânare a Diplomelor de absolvire a 
programului.” Available from:  https://politia.md/ro/content/egalitatea-de-gen-politie-eveniment-de-
inmanare-diplomelor-de-absolvire-programului; Association of Women in Police. Opinion of the 
Association of Women in Police. 

115 EU and NIRAS. Country Gender Profile Republic of Moldova; UN CEDAW (United Nations 
Committee on the Elimination of Discrimination against Women). 2019. Sixth Periodic Report 
Submitted by the Republic of Moldova under Article 18 of the Convention, due in 2017. 
CEDAW/C/MDA/6. 

116 The Institute of Public Administration is a subdivision within the State University of Moldova, which 
contributes to the implementation of the state policy in the field of public administration and civil 
service: University of Moldova, Institute of Public Administration. 2023. “Home.” Accessed November 
2023. https://iap.gov.md/en/. 

https://politia.md/ro/content/seminar-line-de-instruire-cu-referire-la-consolidarea-capacitatilor-unitatilor-gender
https://politia.md/ro/content/seminar-line-de-instruire-cu-referire-la-consolidarea-capacitatilor-unitatilor-gender
https://politia.md/ro/content/egalitatea-de-gen-politie-eveniment-de-inmanare-diplomelor-de-absolvire-programului
https://politia.md/ro/content/egalitatea-de-gen-politie-eveniment-de-inmanare-diplomelor-de-absolvire-programului
https://digitallibrary.un.org/search?f1=author&as=1&sf=title&so=a&rm=&m1=p&p1=UN.+Committee+on+the+Elimination+of+Discrimination+against+Women+%2875th+sess.+%3A+2020+%3A+Geneva%29&ln=en
https://digitallibrary.un.org/search?f1=author&as=1&sf=title&so=a&rm=&m1=p&p1=UN.+Committee+on+the+Elimination+of+Discrimination+against+Women+%2875th+sess.+%3A+2020+%3A+Geneva%29&ln=en
https://digitallibrary.un.org/search?f1=author&as=1&sf=title&so=a&rm=&m1=p&p1=UN.+Committee+on+the+Elimination+of+Discrimination+against+Women+%2875th+sess.+%3A+2020+%3A+Geneva%29&ln=en
https://iap.gov.md/en/
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subdivisions of the Ministry of Internal Affairs) on Gender equality, Women, Peace 

and Security and Sexual harassment at the workplace.117      

Moldovan NGOs also support various courses at the Academy Stefan cel Mare of 

the Ministry of Interior. The Women’s Law Centre has supported the police on a 
regular basis since 2011 with Training of Trainers in both basic training and higher 

education. The WPA, together with the Women's Law Centre, have also conducted 

training courses on gender discrimination and gender-sensitive organizational 

culture.118 

Since 2022, the Academy Stefan cel Mare of the Ministry of Interior has 

integrated a gender focus in the curriculum of the master’s course, such as in 
the components on human rights, international relations, professional 

development and preventing and combating discrimination. Moreover, gender 

is mainstreamed as a topic in seminars for capacity-building on the operational 

level, such as in trauma investigation techniques. The Academy Stefan cel Mare 

of the Ministry of Interior also regularly conducts voluntary training courses for 

Gender Focal Points and conducts gender-related training for the Academy’s 
staff. However, a lack of enthusiasm from some staff members (predominantly 

men) to participate in the trainings has been mentioned during the interviews 

and raises the need to potentially adjust current activities. One suggestion 

made was to provide external support to the design and delivery of gender-related 

training for the staff of the Academy Stefan cel Mare of the Ministry of Interior, such 

as through international subject matter expertise or trainings by international 

trainers.119  

In November 2023, a two-week training of trainers programme on gender-

responsive policing with 18 trainers was carried out by Gender Associations under 

the supervision of the GS Foundation and in close collaboration with the GPI. The 

ToT aimed at consolidating a network of trainers to enhance not only the 

knowledge and awareness around gender issues within law enforcement, but also 

to impart cutting-edge training methodologies, techniques and adult-centred 

teaching strategies. Trainers were identified from different police departments by 

the GPI based on their internal standing and authority to deliver future trainings. 

To ensure the practical-orientation of the training, the participants had the 

 
 
 
117 Interviews with IO/NGO representatives, 01 December 2023 (internal reference: 12). 

118 Interviews with GPI representatives, 14 November 2023 (internal reference: 6); Interviews with 
IO/NGO representatives, 23 November (internal reference: 9); 21 November (internal reference: 10). 

119 Interviews with GPI representatives, 13 November 2023 (internal reference: 4); Interviews with GPI 
representatives, 14 November 2023 (internal reference: 6). 
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opportunity to develop and present training sessions themselves guided by peer-

to-peer interactions and feedback by facilitators on both content and delivery 

techniques.  

 

Good Practice Case Study: Gender Coach Programme (GCP) in Montenegro, 

BiH and Albania120 

The Gender Coach Programme (GCP) has been developed in Sweden within the 

framework of the implementation of UNSCR 1235 with the objective to increase 

gender mainstreaming capacities of higher management in the security sector, 

both at the organizational and the operational level. The GCP builds on individual 

and informal training sessions, such as on gender concepts, stereotypes, 

prejudices and gender-based violence and discrimination and the role of men 

in advancing gender equality with the objective of the participants being able 

to draft an individual action plan for their specific organization or department. 

Following a pilot project in Montenegro’s Ministry of Defense, the programme was 

implemented to integrate and strengthen a gender perspective into Small Arms 

and Light Weapons (SALW) policies by training senior management of SALW 

Commissions in Bosnia and Herzegovina and Albania. This led to results such as 

the integration of gender-responsive measures in SALW control strategies and the 

initiation of cooperation with women’s organizations. 

 

 

Good Practice Case Study: Application of Equal Opportunity Statutes in the 

Bachelor’s Program of Berlin Police121 

The educational program at the Department for Police and Security Management 

of the Berlin School of Economics and Law (HWR), which covers amongst others 

the Bachelor courses for the Berlin protective police and criminal police, follows 

the Statutes of the Berlin School of Economics and Law for the Realization of Equal 

Opportunities. The statutes ensure the compatibility of studies, career, and 

family for both students and teaching personnel. The school is committed to the 

 
 
 
120 OSCE. 2021. Project, Increasing and Supporting the Participation of Women at all Levels in the 
Montenegrin Police, Key Findings and Recommendations. Vienna: OSCE. 

121 Berlin School of Economics and Law. 2016. Bulletin: The statute of the Berlin School of Economics 

and Law for the achievement of equal opportunities, Date: 09.02.2016. Berlin: HWR. 
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goal of reconciling work, studies, and family life, by implementing a family-friendly 

personnel policy, such as by supporting a program for people with family 

responsibilities (advice and networking). After parental leave, the school supports, 

if necessary, a gradual re-entry program. Further, the school supports individual 

solutions to problems caused by overlapping lecture periods with the Berlin school 

vacations. The statutes moreover state that meetings shall be scheduled in such a 

way that the participation of members and teaching personnel with family 

obligations is possible. The school offers flexible childcare and emergency childcare 

in the event of incompatibility of courses and regular childcare. 

The statutes ensure gender equality in personnel selection or appointment 

procedures. The school ensures that in fields where women are 

underrepresented, either all female applicants or at least as many women as 

men are to be invited to an interview, provided they have the qualifications for 

the position or function required in the advertisement. If, in areas in which 

women are underrepresented, no women have applied for a vacancy, the 

possibility of a re-advertisement of the position must be examined. Appointment 

committees should be made up of equal numbers of women and men and at least 

one of the voting members must be a female professor or academic staff member. 

Women who have equivalent qualifications as male applicants are to be given 

preference over male applicants until the proportion of women in the relevant 

career path, occupational specialization, supervisor or management level is at least 

at 50 percent. When checking whether the professional experience prescribed as 

a recruitment requirement has been achieved and previous professional activity or 

professional experience is taken into account, part-time activity amounting to at 

least half of the regular working hours for women and men is treated as equivalent 

to full-time employment, provided that the working hours have been reduced to 

meet family obligations. 

The school and its members pay attention to gender equality in their university-

related communication. In legal and administrative regulations of the 

university, including study and examination regulations, as well as in the 

university's public image, either gender-neutral terms or both the masculine 

and feminine forms are to be used and images should be designed in such a 

way that no gender is discriminated against. 

e) Measures against gender-based violence in the 
workplace, including sexual harassment 

Sexual harassment is still a widespread phenomenon in Moldovan society, 

including sexual harassment in the workplace. Cases of discrimination are mostly 

gender-based and levels of reporting are low. A recent study from the Partnership 
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Center for Development on sexual harassment in the workplace in Moldova found 

that information and awareness-raising still comes mainly from the media and not  

from employers.122 The study found that employees in the public sector are 

generally better informed about sexual harassment in the workplace, but this does 

not mean that they are better equipped to recognize sexual harassment at their 

individual place of work.123 Furthermore, the police environment in Moldova, as a 

predominantly male, hierarchically structured working environment poses a risk 

for women in particular to be confronted with discriminatory or harassing 

behaviour.124           

With the MIA Order No. 392 (04.09.2020), a regulation was approved, which sets out 

the guidelines, objectives and principles on how to prevent, combat and report 

cases of gender-based discrimination, harassment and sexual harassment within 

the subdivisions of the central apparatus, administrative authorities and 

institutions. The regulation further emphasizes unconditional access to protection 

and assistance for victims and protection for individuals who report sexual 

harassment and highlights confidentiality support for victims.125 Police employees 

can report cases of gender-related discrimination or sexual harassment to 

 
 
 
122 The study has been conducted by the Moldovan NGO Partnership for Development Centre within 
the framework of the project "Organisational Support", funded by the EU and Sweden. Ermolenco, A. 
et al. “Sexual Harassment in the Workplace”. 

123 According to the study, around 8 percent of employees have experienced at least one form of 
sexual harassment in the workplace, of which 11 percent have experienced serious forms of 
harassment. The study also found that around 60 percent of female employees who have been 
sexually harassed did not report the harassment or seek help. The reluctance to report sexual 
harassment is found to be due to a lack of trust in the relevant authorities most of the time. Also, 
social pressure and the fear of being blamed are identified as additional factors that prevent people 
from reporting assaults. Ermolenco, A. et al. “Sexual Harassment in the Workplace.” 

124 For further assessment of the risk of sexual harassment in the police environment see: Carabanov, 
M. 2022. “Preventing Sexual Harassment and Harassment on Criteria of Sex/Gender in the Police, 
Guide with Recommendations for Male and Female Police Employees.” Chișinău: Association of 
Women in Police and Partnership Center for Development; Carabanov, M. 2020. “Female Police 
Employees’ Perception of Sexual Harassment.” Chișinău: Association of Women in Police.  

125 For the general national legal framework see Chapter 3.b). Republic of Moldova, Ministry of Internal 
Affairs (MIA). Regulation on How to Prevent, Combat and Report Cases of Gender-based 
Discrimination, Harassment and Sexual Harassment, Order No. 392 of 04 September 2020. The 
regulation was developed with the support of UN Women and the Swedish Embassy in Chișinău. 
Carabanov, M. “Preventing Sexual Harassment and Harassment on Criteria of Sex/Gender in the 
Police.”; Carabonov, M. and Erhan, J. 2021. “Gender Policy in the Police. Realities and Perspectives.” 
Revista Națională de Drept 245 (3), pp. 131-143. Further specific regulations: Government of the 
Republic of Moldova. 2017. Code of Ethics and Deontology of Special Status Public Officials within the 
Ministry of Internal Affairs, Government Decision No. 629/2017; Police of the Republic of Moldova. 
2014. Instructions on the Behavior of Special Status Employees of the General Inspectorate of Police 
of the Ministry of Internal Affairs, GPI Order No. 42/2014; Written statements from GPI representatives, 
01 December 2023 (internal reference: 13). 
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various external as well as internal bodies established within the Ministry of 

Interior such as to the Effective Inspection Direction of the GPI and the Gender 

Coordination Group at the level of the GPI and at the level of the MIA.  

Besides filing a complaint to the police, the Criminal Investigation Body and the 

Prosecutor's Office, the Court of Justice, the Inspectorate of the State of Labour and 

the Ombudsperson (people’s advocate), the most important complaint 

mechanism is to be found with the Council for Equality.126 The Council for 

Equality (former Council for the Prevention and Elimination of Discrimination and 

for Ensuring Equality) acts as an autonomous authority to prevent and combat 

discrimination and ensure equality within the country's institutions and Moldovan 

society. Police employees, as well as employees from other public institutions and 

citizens, can complain directly to this independent body. The members of the 

Council have no political affiliation and are appointed by the Parliament for a 

period of five years; three of the members are representatives of civil society. The 

Council examines the compliance of the legislation in force with the standards 

regarding non-discrimination; puts forward proposals to amend the respective 

legislation; monitors the implementation of legislation, prepares studies and 

reports and elaborates general recommendations.127 

The Effective Inspection Direction (Direcția inspectare efectiv, EID) is a subdivision 

within the central administrative body of the GPI, empowered to ensure 

supervision, compliance with legislation and service discipline.128 The EID      
examines complaints about the authority's staff submitted internally to the GPI or 

received from other subdivisions or the MIA, handles complaints and submits 

inquiries not only from within the GPI and its subdivisions but also the population, 

from civil society, media and other third parties about entailing potential offenses 

and irregularities by the police.129 The EID currently has 15 employees and is 

 
 
 
126 The Moldovan NAP on Human Rights aims “to protect persons deprived of their liberty from 
torture and ill-treatment…”, Council of Europe. 2020. 2.3 Activities for the Development and 
Consolidation of Democratic Stability, Council of Europe Action Plan for the Republic of Moldova 
2021-2024. CM (2020) 161; Republic of Moldova. 2018. National Human Rights Action Plan for the 
Period 2018-2022. Chișinău: Republic of Moldova. For more information on the procedures to file a 
complaint and on the formalities of a complaint in case of sexual harassment see: Carabanov, M. 
“Preventing Sexual Harassment and Harassment on Criteria of Sex/Gender in the Police.” 

127 Republic of Moldova, Parliament. Law No. 121 of 25 May 2012, Regarding Ensuring Equality. 

128 Effective Inspection Direction of the General Police Inspectorate. 2020. Order of the Chief of GPI 
No. 93/2020. Chișinău: Effective Inspection Direction of the General Police Inspectorate. 

129 Effective Inspection Direction of the General Police Inspectorate. Order of the Chief of GPI No. 
93/2020; Republic of Moldova. Labour Code of the Republic of Moldova No. 154-XV from 28 March 
2003; Republic of Moldova, Parliament. Law No. 121 of 25 May 2012, Regarding Ensuring Equality; 
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structured in two sub-divisions. The  Subdivision of Internal Investigations (Secția 
investigaţii interne) leads the investigation, handled by a lead investigator. An 

investigation is based on a set of measures such as the examination of 

circumstances of a violation of service discipline in respect to the respective 

legislation, the evaluation of the seriousness of the disciplinary offense or the 

degree of the violation and the application of the disciplinary sanction. The conduct 

of the investigation is ordered within 30 days through a resolution submitted by 

the head of the subdivision. The results of the investigation are presented to the 

head of the subdivision who ordered the investigation followed by further internal 

coordination and referral to prosecution in case of a crime. The Subdivision of      
Monitoring and Analysis (Secţia evidență și analiză) gathers data of disciplinary 

irregularities and is responsible for drafting annual action plans for the department 

as well as recommendations. Both sub-divisions cooperate closely with the HR 

Department in the drafting of recommendations and in implementing training 

and workshops. One main objective of the recommendations by the EID consists 

of improving or adjusting the internal normative regulations of the respective 

departments taking into account specific cases which challenge the current 

regulation frameworks. The EID runs a hotline for complaints for the police 

employees about cases of sexual harassment committed by the police, which is 

also open for police offices reporting on such cases.130 

In case of a report involving any form of gender-based discrimination, harassment 

or violence, the EID requests the advice and recommendations of the Gender Focal 

Points, the Gender Coordination Group and also involves the Women’s Police 
Association. A referral to the HR Department is also possible. In case of gender-

related discrimination or harassment, the Directorate also has the responsibility to 

inform the Council for Equality. If the latter confirms a complaint, it will inform the 

GPI leadership directly for further internal investigations. However, only a few cases 

related to gender-based discrimination have been reported to the EID so far. In the 

period 2020-2023, the EID examined three complaints related to cases of 

gender discrimination, harassment or sexual harassment and gender equality 

within the police. Within the GPI, it is assumed that one reason for a possible 

 
 
 
Republic of Moldova, Parliament. Law No. 5-XVI of 9 February 2006 Regarding Ensuring Equal 
Opportunities for Women and Men. 

130 Interviews with GPI representatives, 13 November 2023 (internal reference: 3); Written statements 
from GPI representatives, 29 October 2023 (internal reference: 11). See  also Report No. 34/3-9717 int. of 
20.11.2023 Implementation of policies in the field of preventing and combating the phenomenon of 
discrimination and sexual harassment in the Police; - Development of a mechanism to prevent 
discrimination and sexual harassment in the workplace. At present, the GPI's Directorate for Effective 
Inspection has drafted an Order establishing a hotline for reporting cases of discrimination and 
sexual harassment in the workplace "Reporting Line". 
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reluctance to report complaints could be the victims' fear of jeopardizing 

working relationships, in particular their relationship with managers. At this 

point, special attention should be paid to maintaining the anonymity of the 

complainants as part of further measures. Another barrier might be found in 

the general interpretation of the Penal Code, which does not consider the 

position of the perpetrator. Indeed, the applicable law does not refer 

specifically to sexual harassment and does not take into account the power 

position of the perpetrator. Moreover, disciplinary sanctions which can be 

attributed are not specific to the crime committed.131 

Within the GPI and MIA, the main responsibility to coordinate and monitor gender 

mainstreaming efforts within the organisation lies with the Gender Coordination 

Group which collaborates with the EID in cases of gender-related complaints.132 The 

main responsibility of the Gender Coordination Group is to consult, for example, on 

cases of sexual harassment and formulate recommendations. These 

recommendations are then forwarded to the Deputy Head of the GPI as a member 

of the Coordination Group, who summarizes recommendations and information 

from all involved and makes the final decision.  

Currently, the Gender Focal Points take on the role of members in the Gender 

Coordination Group within the GPI. If a case of sexual harassment or gender-

related discrimination has been reported, the Gender Focal Points are additional 

bodies to which complaints can be submitted at their specific subdivision. They 

might also be asked to provide support, such as targeted training or other capacity-

building measures within one unit or sub-division. Gender Focal Points (for 

example at the level of the HR Department) might be consulted for their specific 

 
 
 
131 Interviews with GPI representatives, 13 November 2023 (internal reference: 3); Written statements 
from GPI representatives, 29 October 2023 (internal reference: 11); Lege.md. “Articolul 173 Codul penal 
al Republicii Moldova* în Republica Moldova. Hărţuirea sexuală.” It is noted that the penal code does 
not highlight specific aggravating circumstances in case sexual harassment is committed against 
minors, family members, or persons in dependent relationships: Carabanov, M. “Preventing Sexual 
Harassment and Harassment on Criteria of Sex/Gender in the Police.” See also Republic of Moldova. 
2002. The Criminal Code of the Republic of Moldova, Law No. 985-XV of 18 April 2002, as amended on 
24 November 2023. Published on 13 September 2002 in Monitorul Oficial No. 128-129/1012. The Code 
does not explicitly mention sexual harassment or differentiate crimes based on the perpetrator's 
position of power. Furthermore, it does not specify disciplinary sanctions unique to the crime of 
sexual harassment. It primarily establishes general principles, definitions, and classifications of crimes 
and penalties but lacks specific references to sexual harassment or the power dynamics involved in 
such cases. 

132 Interviews with GPI representatives, 13 November 2023 (internal reference: 3); Written statements 
from GPI representatives, 29 October 2023 (internal reference: 11). For further information and 
assessment about the Gender Coordination Group see Chapter 4.  
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assessment and consultation in case of an internal reporting of sexual 

harassment.133 

As for specific and targeted measures to prevent and combat sexual harassment 

at the workplace, the GPI periodically issues newsletters, organizes work sessions 

and workshops (with the support of external partners), as well as information 

sessions with the participation of Police employees to prevent sexual harassment 

and abuse. The staff of the EID meet regularly with the heads of the subdivisions 

to sensitize about gender-based discrimination and sexual harassment and ensure 

that the relevant legislation is complied with at the working level. As a protection 

mechanism, the EID manages also the "Anti-Corruption" telephone line, which was 

set up as a complaint mechanism for identifying and preventing corruption, as well 

as other disciplinary violations at the level of all subdivisions. The complaints 

received through this mechanism are investigated within the framework of the 

investigation procedures established by the EID.134 

The Women’s Police Association, in collaboration with the MIA and supported 

by the Women’s Law Centre, developed Guidelines in Case of Sexual 
Harassment and committed to a zero-tolerance towards sexual harassment in 

the Police.135 These Guidelines were subsequently distributed in Police 

subdivisions in a volume of 2000 copies.136 However, there is little information on 

the extent to which the guidelines are actually used and the extent to which the 

recommendations formulated in this context have been incorporated into 

adjustments to specific regulations, standard operating procedures (SOPs) or 

other strategic projects.137 In 2021, the MIA and the GPI (supported by UN Women 

and the Moldovan Center for Partnership Development) approved a regulation to 

 
 
 
133 Republic of Moldova, Ministry of Internal Affairs (MIA). Regulation on How to Prevent, Combat and 
Report Cases of Gender-based Discrimination, Harassment and Sexual Harassment, Order No. 392      
of 04 September 2020. Interviews with GPI representatives, 13 November 2023 (internal reference: 
1,3,4). For further information about the Gender Coordination Group and Gender Focal Points see 
Chapter 4. 

134 Interviews with GPI representatives, 13 November 2023 (internal references: 3,4). 

135 See Report No 34/3-9717 int. of 20.11.2023 

136 Carabanov, M. “Preventing Sexual Harassment and Harassment on Criteria of Sex/Gender in the 
Police.”; Government of the Republic of Moldova, Ministry of Health, Labour and Social Protection. 
National Level Review on the Fulfillment of Commitments taken under the Beijing Declaration and 
Platform for Action Beijing+25. 

137 Carabanov, M. “Preventing Sexual Harassment and Harassment on Criteria of Sex/Gender in the 
Police.”; Interviews with IO/NGO representatives, 23 November 2023 (internal reference: 9); Interviews 
with GPI and IO/NGO representatives, 21 November 2023 (internal reference: 10). 
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prevent sexual harassment and discrimination in the workplace.138 However, 

according to various feedback, the regulation is formulated in very general terms 

in many aspects and provides little information on the protection of potential 

victims who use internal complaint mechanisms. The lack of details regarding 

protection within internal regulations could be one reason why only a few 

cases of sexual harassment have been reported within the authorities of the 

MIA, including the GPI. Six complaints about sexual harassment within the 

police have been reported between 2018-2023 according to the GPI.139 

The law on equal opportunity between men and women does refer to the 

obligation of the employer to take measures to prevent sexual harassment at work. 

However, it does not provide sanctions for violations. Considering the gaps within 

 
 
 
138 Regarding actions to take in cases of sexual harassment see: Carabanov, M. “Preventing Sexual 
Harassment and Harassment on Criteria of Sex/Gender in the Police.”, p. 67ff.  
General regulatory framework includes the following legal documents: 

1.Constitution of the Republic of Moldova 
2.Labour Code no.154/2003 
3.Law on Ensuring Equal Opportunities for Women and Men, No. 5/2006 
4.Law on ensuring equality, No. 121/2012 
5.Law No.298/2012 on the work of the Equality Council Planning documents/public policies: 
6.National development strategy "European Moldova 2030" 
7.National programme for the implementation of UN Security Council Resolution 1325 on women, 
peace and security for the years 2023-2027, GD no.152/2023 
8.Programme to promote and ensure equality between women and men in the Republic of Moldova 
for the years 2023-2027, GD no.203/2023 
9.National programme on preventing and combating violence against women and domestic 
violence for the years 2023-2027, GD no.332/2023 
10.National programme on public order and security for the years 2022-2025, GD no.913/2022 
11. Methodological guide on the integration of the provisions of the National Development Strategy 
into planning documents and public policy documents at national level (SC)Specific regulatory 
framework: 
12. Regulation on the career development of civil servants with special status in the Ministry of 
Internal Affairs, GD No 460/2017. 
13.Code of Ethics and Deontology of Civil Servants with Special Status in the Ministry of the Interior, 
GD no.629/2017 
14.Instructions on the conduct of employees with special status in the General Inspectorate of Police 
of the Ministry of Interior, Order IGP no.42/2014 
15.On the organization of the process of temporary change of the employee's place of work with 
home or remote work, IGP Order No.96/2021 
16. Regulation on how to prevent, combat and report cases of gender discrimination, harassment and 
sexual harassment, MAI Order No.392/2020 
17.Regulation on the organization and functioning of the Gender Coordination Group within the 
Police, IGP Order no.474/2018 
18.On the establishment of the Gender Coordination Group within the MAI, MAI Order No. 81/2023 
19. Action Plan on Gender Equality in the Police for the years 2022-2025 (IGP Order no.230/2022) 

139 Written statements from GPI representatives, 29 October 2023 (internal reference: 11); Interviews 
with IO/NGO representatives, 23 November 2023 (internal reference: 9); 21 November 2023 (internal 
reference: 10). 
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the current legislation, a new legislation is prepared to be applied in 2025 that 

tackles the sanctions of employers who don’t take measures to prevent and 

address sexual or other gender-related harassment inside their institutions.140  

In the context of the survey conducted for the purpose of this study, respondents 

rated the reporting lines for abuse or legal violations with an average of 2.92 

points from a 1-5 point system, with 29.75 percent of respondents (32.86 percent of 

female respondents) rating the regulation as unacceptable or not good (1 or 2 

points) against 24.61 percent as good or very good (4 or 5 points).  

Mechanisms for legal protection and reporting were criticized by the respondents 

in their open comments. One male executive officer summarized: “There are 
mechanisms provided by the Law, only they are insufficiently implemented.” 
Another male executive officer stated: “A lot of bureaucracy, complicated 
mechanisms, prejudices…”; and on reporting lines for legal abuse and violations, a 
female executive police officer expressed that: “You cannot report a case or request 
support because later you are punished and pressured.” Yet another officer noted: 
“They are afraid of being targeted by their colleagues or manager.” The analysis of 

the survey ratings and the responses to open comments on this issue point to 

needed improvements in the general accessibility of the reporting options (e.g. 

in terms of available information brochures or events, or regarding a reduction 

of bureaucracy). The confidentiality of complaints was also mentioned as a 

critical point that might need further improvement.  

On average, 14.29 percent of the respondents (21.91 percent of female respondents 

and 11.29 percent of male respondents) stated having observed or witnessed 

mobbing at the workplace (as in bullying or harassing behaviour such as 

spreading rumours, unfair treatment or denying someone’s training or promotion 
opportunities without valid explanation). While 18.47 percent were not sure and 

 
 
 
140 Interviews with IO/NGO representatives, 23 November 2023 (internal reference: 9). The new 
legislation in Moldova, effective in 2025, includes amendments to the Criminal Code to address 
harassment and victimization. Victimization, defined as negative consequences for those filing 
complaints, also incurs fines. The legislation is part of the National Action Plan linked to the EU 
Association Agreement, aiming to improve its legal framework against discrimination, Moldova. 2022. 
“Sanctions for ‘Harassment’ and ‘Victimisation’, Included in the Criminal Code.” Available from: 
https://moldova1.md/p/1154/sanctions-for-harassment-and-victimisation--included-in-the-criminal-
code; IPN Press Agency. 2007. “Study shows women in Moldova do not know where to ask for help in 
case of sexual harassment.” Available from: https://www.ipn.md/index.php/en/study-shows-women-
in-moldova-do-not-know-where-to-ask-for-help-in-case-of-sexual-7967_967493.html. See study “How 
to Prevent and Reduce Sexual Harassment in the Workplace and in Educational Settings” 
concluding with concrete recommendations for national public policies and regulatory frameworks: 
Partnership Center for Development and Women’s Law Center. 2019. Cum Prevenim și Reducem 
Hărțuirea Sexuală la Locul de Muncă și Studii. Recomandări de politici. Chișinău: Partnership Center 
for Development, Women’s Law Center. 

https://moldova1.md/p/1154/sanctions-for-harassment-and-victimisation--included-in-the-criminal-code
https://moldova1.md/p/1154/sanctions-for-harassment-and-victimisation--included-in-the-criminal-code
https://www.ipn.md/index.php/en/study-shows-women-in-moldova-do-not-know-where-to-ask-for-help-in-case-of-sexual-7967_967493.html
https://www.ipn.md/index.php/en/study-shows-women-in-moldova-do-not-know-where-to-ask-for-help-in-case-of-sexual-7967_967493.html
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62.86 percent (only 56.89 percent of the female respondents) stated not having 

observed or witnessed such actions.  

 

 

 

Approximately one out of two respondents (56.63 percent) answered that they 

have not perceived any form of discrimination. Fewer female respondents (43.93 

percent) answered that they have not perceived any form of discrimination, 

compared to 61.48 percent of male respondents. On average, 10.38 percent of 

respondents confirmed having perceived discrimination within the police 

related to gender equality issues (but with a noticeable difference between 

women and men – 20.71 percent of female respondents, and only 6.25 percent of 

male respondents). Furthermore, 39.05 percent referred to discrimination in the 

context of an individual situation or related to a certain behaviour while 2.26 

percent referred to discrimination based on ethnicity.  
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Regarding sexual harassment in the Moldovan police, 14.75 percent of the overall 

respondents stated that they believe that sexual harassment is present in the 

Moldovan police, compared to 42.52 percent not believing that sexual harassment 

is present in the police and 42.73 percent stating not to know whether sexual 

harassment exists in the police or not. Answers on the question of sexual 

harassment differ depending on the gender of the respondents. In general, the 

responses of female respondents indicate a higher presence of sexual 

harassment than those of male respondents. Of the female respondents, 23 

percent believe that sexual harassment is present in the Moldovan police, 

compared to only 7 percent of male respondents. Whereas the majority of male 

respondents did not believe that sexual harassment is present in the police, less 

than 20 percent of female respondents did not believe that sexual harassment is 

present. Additionally, more female respondents stated not to know whether there 

is or is not sexual harassment.  

Regarding awareness of the presence of sexual harassment or discrimination 

within one’s own specific division or workplace, only 4.80 percent of the overall 

respondents (8.83 percent of female respondents and only 3.18 percent of male 

respondents) reported being aware that sexual harassment or discrimination 

was taking place at their division or specific workplace; 10.61 percent (and 17.31 

percent of female respondents) stated that they did not want to answer the 

question and 6.12 percent stated that they were not being interested in answering. 

Of the respondents, 78.47 percent stated that there was no sexual harassment or 

discrimination in their workplace (83.21 percent of male respondents compared to 

66.78 percent of female respondents). 

Furthermore, 39.34 percent of the respondents stated that they would feel safe to 

report sexual harassment (32.38 percent of female respondents compared to 

41.96 percent of male respondents); around 5 percent stated that they would report 

in specific circumstances, while 12.36 percent stated that they would not or do not 

feel safe reporting sexual harassment and 24.00 percent stated not knowing if they 
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would. Additionally, 11.33 percent of the respondents stated that the subject matter 

was not applicable. The percentage of female respondents stating they would 

not or do not feel safe reporting sexual harassment (21.00 percent) is 

significantly higher than those of male respondents (8.92 percent) who stated 

they would not or do not feel safe reporting sexual harassment. The small 

amount of open comments made on the subject of whether they felt safe to report 

sexual harassment (only 12 female and 36 male respondents, with a reasonable 

amount of answers being limited to “I don’t know”), contribute to the impression 

that the question might not have been completely clear to the respondents or that 

for other reasons there were reservations about answering the question with more 

specific information.  

 

When asked about the perception of whether the situation with respect to 

sexual harassment has changed in the last three years, 32.16 percent of the 

respondents (only 25.28 percent of female respondents) believe that it has 

improved, 22.01 percent (23.77 percent of female respondents) think that the 

situation has not changed, and 40.92 percent (45.66 percent of female 

respondents) stated that the GPI has taken specific initiatives to respond to this 

issue but there is room for improvement. Only 3.95 percent believe that sexual 

harassment has gotten worse in the last three years.  

Regarding the perception of any change related to sexual harassment within the 

police, fewer respondents provided additional comments on the corresponding 

question in the open response section, compared to the other open response 

sections of the survey. Out of the 18 female responses, six comments indicated they 

didn’t know about any changes. The remaining comments differ. Some 
respondents stated: “The situation is good.” While others questioned the changes 
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made so far: “Still formal! Only on documents and paper! In reality men allow 
themselves sexist expressions, psychological verbal harassment!”   

Of the respondents, 32.99 percent ( 26.18 percent of female respondents and 35.55 

percent of male respondents) think that the situation regarding inappropriate 

workplace relationships has improved during the last three years; 23.80 percent 

believe that the GPI has taken specific initiatives to respond to this issue but there 

is room for improvement, while 10.65 percent (8.36 percent of female respondents 

and 11.50 percent of male respondents) think that the GPI has sufficiently and 

comprehensively addressed this issue and there is no need for further 

improvement. Furthermore, 27.87 percent of the respondents (31.27 percent of 

female respondents) think that the situation regarding inappropriate workplace 

relationships has not changed during the last 3 years and 7.93 percent state that 

the situation has worsened. With regard to open comments on inappropriate 

workplace relationships, there is no tendency to be drawn from the comments and 

most answers indicate that the respondents don’t know.  

A study conducted by the Moldovan NGO Women’s Law Center under the IMPULS 
Small Grants Program funded by Sweden in 2020 assessed Moldovan female police 

employees’ perceptions of sexual harassment in the police with the objective of 
identifying preventive solutions.141 The survey reached 215 women employed in the 

police and found that 7.9 percent of respondents reported having suffered sexual 

harassment in the workplace, whereas 25.6 percent reported incidents that qualify 

as sexual harassment but were not identified as such by the respondents (such as 

unwanted comments about their private life and/or about the way they looked), 

meaning that more than 33 percent of female police officers experienced some 

kind of sexual harassment while on duty. According to the survey, 71 percent of the 

sexual harassment incidents were committed by co-workers, and 22.4 percent 

reported having suffered sexual harassment by one of their supervisors. The study 

emphasized that one in four women (23.2 percent of the respondents) never 

reported such situations because they believed that nobody would take action to 

solve the incident. Completing this overall picture, the study holds that “every 

second woman employed in Police does not know/is not sure if she would feel safe 

to report an act of sexual harassment”.142 

Although the present survey, as well as the survey conducted by the Women’s Law 
Centre in 2020, were structured differently in terms of scope, focus and questions, 

comparisons can be made that provide starting points for further information 

 
 
 
141 Carabanov, M. “Female Police Employees’ Perception of Sexual Harassment.” 

142 Ibid. 
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gathering or, if necessary, further measures with the objective of improving 

prevention and reporting of sexual harassment within the police as well as the 

protection of the victims. According to the survey conducted in the context of this 

study, 21 percent of the female respondents stated that they would not feel safe if 

they reported or would report a case of sexual harassment and abuse. In contrast, 

the Women's Law Centre study highlights that approximately 50 percent of 

women stated that they did not feel safe to report such cases, while 23.2 percent 

stated that they would not do so as they did not believe that reporting would make 

a difference or provide support or relief. One explanation for the different results 

could be that in the last three years there has been significant improvement in the 

sensitization of departments and employees and further development of reporting 

mechanisms. However, both surveys indicate a clear need to further improve 

reporting mechanisms and to better protect and support victims of sexual 

harassment within internal investigations. 

In the 2020 survey from the Women’s Law Centre, a total of around 33 percent of 

respondents stated that they had experienced some kind of sexual harassment at 

the workplace. If comparing these figures with the data from this present survey, 

it is striking that only 8.83 percent of female respondents stated that they are 

aware that sexual harassment or discrimination was taking place in their division 

or specific workplace. However, in terms of the general perception of the presence 

of sexual harassment and abuse in the police, the figures here are more similar to 

the 2020 data, with 27.27 percent of the female respondents signaling that they 

believe that sexual harassment is present in the Moldovan police. These numbers 

might also indicate a potential improvement over the last three years, but also 

that the problem of sexual harassment in the workplace requires more 

attention within the GPI and that further measures need to be taken, or that 

existing measures, such as awareness-raising and training, need to be 

expanded.  

 

Good Practice Case Study: Internal campaign against sexual harassment in the 

workplace of the Berlin Police143 

The Diversity Office of the Berlin Police initiated an internal campaign against 

sexual harassment in the workplace, which used posters to raise awareness of 

sexual harassment in the workplace among all employees. The aim was to inform 

employees of their rights and also to highlight options to seek support. For the 

 
 
 
143 Information obtained from the exchange with the Berlin police (September-October 2023) and 
internal documents provided. 
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internal campaign, an intranet page has been set up that offers general 

information on the topic of sexual harassment in the workplace and lists 

contact points for those affected, as well as for managers and witnesses. Within 

the Berlin Police, several contact points (women's representatives, staff councils, 

representatives for people with disability, social counseling, complaint 

management, counseling center for conflict management, etc.) can be used for 

this purpose. 

 

 

Good Practice Case Study: Manager training on sexism and politically 

motivated misconduct for the Berlin Police144 

Since March 2023, the Berlin police has offered a two-day seminar on "Sexism and 

politically motivated misconduct" for future managers, which covers topics such 

as sexism, dangers of everyday sexism and possible countermeasures, role models 

and self-reflection as a basis for responsible leadership, police everyday work 

dimensions of sexism and highlights psychological support and counseling 

services (such as supervision). Participants are sensitized to a democratic approach 

to social phenomena such as sexism, racism, discrimination, homophobia or 

transphobia. 

 

 

Good Practice Case Study: Systematic documentation of cases of sexual 

harassment in the Swedish Police145 

The improvement of working conditions and, in particular, the consideration of 

gender in this context is a central aspect of the Swedish Police Authority's Equal 

Treatment Strategy (2017-2021). A key objective here is to equalize differences in 

opportunities between different groups of employees and to combat 

discrimination. Working conditions are examined and analysed taking into 

account regulations on the nature of the working environment and cooperation 

 
 
 
144 Information obtained from the exchange with the Berlin police (September-October 2023) and 
internal documents provided. 

145 OSCE. Project, Increasing and Supporting the 

Participation of Women at all Levels in the Montenegrin Police. 
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between employees and employers. Of particular importance in this regard is the 

definition of discrimination defined by Swedish legislation (Swedish Discrimination 

Act, 2008:567, mod. 2016:828). Under the framework of the Equal Treatment 

Strategy, concrete measures need to be systematically documented if 

harassment or assault is reported, including the case or the risk of sexual 

harassment. Documentation has to be carried out on a yearly basis in writing and 

with reference to respective measures with the purpose of preventing sexual 

harassment. This ensures that the guidelines and mechanisms for the prevention 

and prosecution of harassment, sexual harassment and other assaults in 

accordance with the Swedish Discrimination Act are pursued systematically. 

 

 

Good Practice Case Study: Protecting whistleblowers in the Norwegian 

Police146  

Norway has a robust legal framework for whistleblowing and whistleblower 

protection covered under the  Norwegian 2017 Working Environment Act. This 

Act protects against retaliation, whether whistleblowers choose to report to 

outside authorities or to report within their organization. The burden of proof 

is on the employer to show that retribution did not take place. Institutions that 

employ five or more people are required to have an internal whistleblowing 

mechanism. However, due to several severe cases of employees getting sick or 

leaving their jobs after filing complaints, due to ill-treatment by leadership and 

colleagues, the Norwegian Police Federation (Politiets Fellesforbund) 

recommended their members not to refer to an internal mechanism (e.g. filing a 

complaint to department leadership), but provided support via the Federation. 

During the last two years, the  Politiets Fellesforbund has been working on 

improving the protection of employees who come forward with reports or 

evidence of wrongdoing and unsafe conditions, including sexual harassment, by 

strongly advocating at the political level for an external organizational structure 

that treats reports and complaints filed by police officers. Recently the Ministry of 

Justice announced the preparation of new legislation that enables the 

establishment of such an organization. 

 
 
 
146 Information obtained from the exchange with the Norwegian Police Federation (November 2023); 
OECD. 2018. Implementing the OECD Anti-Bribery Convention, Phase 4: Norway. Paris: OECD. 
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VI. Labour remuneration and 
benefits  

a) Compensation and remuneration  

Police salaries in the Republic of Moldova are very low by European standards. 

Police officers currently receive the equivalent of around 350-400 Euros per month 

when they start their service.147 According to a 2015 MIA report, salaries are 

perceived as low, negatively impacting staff effectiveness, assumption of 

responsibilities and job satisfaction.148 The 2015 report highlights measures that can 

be taken, such as reviewing salary policies to ensure fair pay based on level of 

responsibility, task complexity and performance, salary adjustment for employees 

performing similar or comparable tasks in different structures, and consideration 

of the level of difficulty of the task (based on criteria such as responsibility, risk, etc.). 

The PDS also refers to a “vulnerability of the police system with regard to the 
provision of financial resources for development”, including salaries.149 

According to the information generated during the interviews for this study, 

salaries covering positions with the same years of experience in other authorities 

are higher than salaries in the police.150 The GPI stated that salary discrepancy, 

also compared to other structures in the security sector, negatively affects 

both the satisfaction of the employees as well as the effectiveness of the police. 

Therefore, it is necessary to submit a report to the Minister of Internal Affairs, 

reflecting and comparing the salaries of other law enforcement authorities in the 

Republic of Moldova, such as the Intelligence and Security Service, the National 

 
 
 
147 A beginner police officer's monthly salary starts at around 6,000 Moldovan Lei (approximately 
equivalent to 310 Euros). The salary increases depending on the officer's rank and years of service. An 
officer with over 20 years of service can earn about 10,000 Moldovan Lei per month (approximately 
520 Euro). Information provided by the head of the General Police Inspectorate in an interview for 
noi.md newsportal: Noi.md. 2022. “Care este salariul unui polițist în R. Moldova. Șeful IGP: ‘Avem un 
deficit foarte mare de angajați’”. Available from: https://noi.md/md/societate/care-este-salariul-unui-
politist-in-r-moldova-seful-igp-avem-un-deficit-foarte-mare-de-angajati. The average monthly salary 
in the Republic of Moldova in the year 2021 was 9115 Lei. Republic of Moldova, Ministry of Labour and 
Social Protection. 2022. Information No. 73 of 8 March 2022 on the Monthly Average Wage in 2021. 
Published on 8 March 2022 in Official Gazette No. 73-77 art. 145. 

148 Barbu, D. et al. 2015. Report on the Functional Analysis of the Ministry of the Interior of the Republic 
of Moldova. Chișinău: US Embassy in the Republic of Moldova.  

149 Government of the Republic of Moldova. Government Decision No. 587 of 12 May 2016 Approving 
the Police Development Strategy for 2016-2020 and the Action Plan for its Implementation. 

150 See also Report No 34/3-1306 of 05.04.2023 

https://noi.md/md/societate/care-este-salariul-unui-politist-in-r-moldova-seful-igp-avem-un-deficit-foarte-mare-de-angajati
https://noi.md/md/societate/care-este-salariul-unui-politist-in-r-moldova-seful-igp-avem-un-deficit-foarte-mare-de-angajati
https://noi.md/md/societate/care-este-salariul-unui-politist-in-r-moldova-seful-igp-avem-un-deficit-foarte-mare-de-angajati
https://noi.md/md/societate/care-este-salariul-unui-politist-in-r-moldova-seful-igp-avem-un-deficit-foarte-mare-de-angajati
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Anti-Corruption Centre, the National Administration of Penitentiaries. Such report 

could also compare the respective benefits, incentives, remuneration, social 

package, in the public sector as these are often much higher on other security 

agencies in comparison to the national police.   

Therefore, steps such as a report submitted to the Minister of Internal Affairs sa 

done for example Intelligence and Security Service and the National Anti-

Corruption Centre, on the initiation of appropriate procedures for the adjustment 

of the salary are crucial steps for improvements and need to be followed by 

respective changes in legislation and regulations.151 

Within the framework of the survey conducted for the purpose of this study, 

respondents rated salary and benefits for their job in the Moldovan police with 

2.31 points on a 1-5 point system, with 62.14 percent of respondents rating salary 

and benefits as being unacceptable or not good (1 or 2 points) against only a total 

of 7.79 percent rating it as good or very good (4 or 5 points). 

The issue of low salaries was mentioned most frequently by respondents in their 

open-ended comments when being asked about various regulations for the 

workplace, including health, welfare, benefits and services. A female officer in an 

executive position stated: “Unfortunately, compared to private salaries, police 

employees have average salaries, but high duties, which demotivates. It is 

necessary that in this structure the employees benefit from adequate salaries.” A 

male executive voiced similar views: “The only problem in the police is the salary, 

even compared to other jobs in the Republic of Moldova, the salary of a policeman 

is too low, it is not equivalent to the effort and work done with such a low salary.” 

Other respondents stated: “(...) the salary was not raised to the level of last year's 
inflation, the prices of products as in the EU, a salary of 450-500 Euros, I feel very 

bad..” Another male officer added: “We are waiting for the salaries to rise or at least 

for the time being meal vouchers could be given.” A female officer with over 16 

years of work experience summarized: “Police officers are on the verge of poverty 
with such salaries.”  

A male lead officer with over 16 years of work experience further brought up the 

issue of salaries with regard to promotion: “Good employees are promoted, but 
many employees refuse the promotion offer due to the fact that the promotion 

 
 
 
151 Written statements from GPI representatives, 29 October 2023 (internal reference: 11); Interviews 
with IO/NGO representatives, 23 November 2023 (internal reference: 9). 
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assumes a greater responsibility, and in relation to the existing salary of the simple 

employee and that of the manager is not essential….”  

The inadequate level of salaries is one of the most prominent perceptions of 

GPI employees in the survey results. The data from the survey and the high 

level of participation in the open comments fit with the numerous statements 

made in the interviews with GPI representatives. These reflect the perceptions 

of employees that this is an unfair situation considering the risks and hardships 

associated with the job.  

b) Benefits, health package and further provision of 
services and assistance 

Police employees receive a social security and health package. Employees are 

provided with health insurance and access to company doctors for themselves and 

their children. On average, respondents rated medical benefits and healthcare 

with 2.83 points on a 1-5 point system, with 36.82 percent of rating the regulation 

as unacceptable or not good (1 or 2 point) compared to 23.30 percent that view it 

as good or very good (4 or 5 points).  

As part of the survey, respondents rated the provision of psychological assistance 

or mental health support is covered by the HR department and has received a 

rating of an average of 2.81 points on a 1-5 point system, with 35.40 percent of 

respondents rating the regulation as not attractive (between unacceptable -1 point 

or not too well 2 points) compared to 23.06 percent that consider it to be good or 

very good (4 or 5 points). A female officer in an executive position criticized that: 

“Psychological assessment tests / mental health support is a paper formality! There 
is no emphasis on the psycho-emotional state at work, but only on "tasks = 

requirements." She proposed that: “Sometimes at least one monthly meeting 
should be held with the employees, with the obligatory participation of the heads 

of service. A lot depends on the atmosphere in the department, how you are 

approached, what is the level of communication and cooperation with the 

immediate boss, the attitude towards all employees, etc.” 

Psychological support has been available since 2013 as a voluntary service but not 

as part of the social security and health package. At the level of the GPI 

Headquarters there is one central Psychological Unit responsible for 40 

Psychological Support Units at the level of the sub-divisions. Psychological 

support at the GPI is mainly understood as an instrument of prevention of burn 

out. In case of a diagnosis, such as a work-related burnout, psychological support 

units can merely communicate recommendations to the Chief of the Sub-

Divisions. In cases of burnout, the employee can receive consultation, individual 

and also group therapy within the psychological support, however, there is no right 
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to sick leave. After review and decision by the relevant line manager, it is possible 

to use leave days for recovery. In the case of sexual harassment within the 

workplace, there are no specific mechanisms in place at the level of psychological 

support services other than the regular services. So far, no complaints about sexual 

harassment have been communicated to the psychological support staff. 

However, the psychological support staff can be asked for recommendations in 

cases of a complaint made to reporting frameworks of the GPI or to external 

mechanisms, such as the Equality Council.152  

The survey results of around 35-40 percent of respondents who rated psychological 

assistance within the GPI as insufficient or not attractive indicate that there is room 

for improvement, particularly because mental health is a decisive factor 

contributing to job satisfaction. The GPI activity plan for 2023 emphasizes the 

amendment of the regulatory frameworks to allow for free consultation of a 

psychologist from outside the organization. Moreover, the activity plan envisages 

an assessment of the organizational work climate in the specific subdivisions, 

including an assessment of relevant measures for preventing work-related stress.153 

It remains to be seen what results the analysis of the working atmosphere and the 

factors that can contribute to the prevention of work-related stress will deliver, and 

to what extent the analysis has also considered gender aspects. In terms of 

potential improvements, the need for additional training for the psychological 

support units has been noted in the interviews, as well as to raise awareness 

of the value of psychological support within the GPI, especially to dismantle 

prejudices against mental health issues in general.154  

Access to scholarships or other financial programmes that support the education 

of police officers' children is an important factor for those who are concerned about 

work-life balance and especially about financial benefits. This is not only attractive 

for those applying to the police service but can also contribute to retention. On 

average, respondents rated the school and university support they receive for 

their children with 2.53 points on a 1-5 point system, with 49.43 percent of 

respondents rating the regulation as unacceptable or not good (1 or 2 points) 

compared to 16.06 percent who view it as good or very good (4 or 5 points).  

Legal advice to police under the legal directorate is an important tool to assist 

them in collecting evidence in accordance with the law and legal principles and to 

 
 
 
152 Interviews with GPI representatives, 13 November 2023 (internal reference: 5). 

153 Police of the Republic of Moldova. The General Police Inspectorate's Activity Plan for 2023. 

154 Interviews with GPI representatives, 13 November 2023 (internal reference: 5). 
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increase the likelihood that evidence will be admitted at trial. This legal advice is 

particularly necessary in the event of complaints against the police, as well as in 

the context of internal investigations, to enable the accused to present the case or 

their interests in the best possible way in the event of an indictment or other 

investigation. On average, respondents rated the legal advice and support for 

employees with 2.58 points on a 1-5 point system, with 46.59 percent of 

respondents rating the regulation as unacceptable or not good (1 or 2 point) 

against 16.78 percent as good or very good (4 or 5 points).  

In the open responses of the survey, several officers criticized the legal support 

when it comes to investigations against police or internal investigations. For 

instance, a male executive officer stated: “Usually the services that end up 
protecting, more often deal with punishment than protection.” A female executive 

officer added: “We are sanctioned for any small deviation, control from all sides, the 
legislation is too permissive for citizens and too strict for employees (...)”. Another 

female officer added: “You cannot report a case or request support because later 
you are punished and pressured.”  

Overall, the results of the survey showed that many members of the GPI 

perceive the benefits intended to make the police service more attractive are 

insufficient or have deteriorated in recent years. This includes the cessation of 

the possibility of obtaining a piece of land through the municipality or acquiring it 

at a reduced price. These perceptions underline the need to increasingly address 

and assess potential adjustments and support the initiatives to remedy these 

issues that are already launched at the political and legislative levels.155  

 

Good Practice Case Study: Salary survey in the Swedish Police156   

 

The Swedish Police Authority conducts an annual salary survey to identify, correct 

and prevent unlawful and unjustified differences in pay, including between men 

and women, and is therefore also carried out as part of the Swedish Police 

Authority's Equal Treatment Strategy (2017-2021). Moreover, the Swedish Police 

ensure equal pay and working conditions as guaranteed under the Swedish Police 

Authority’s Culture and Equality Strategy (2022), which states that there shall be 

no unjustified differences in pay and employment conditions between women and 

 
 
 
155 Interviews with IO/NGO representatives, 23 November 2023 (internal reference: 9).      

156 Swedish Police Authority. 2017. Polismyndighetens strategi för likabehandling 2017-2021 (PM 2017: 
33). Stockholm: Swedish Police Authority; Swedish Police Authority. 2022. Polismyndighetens strategi 
för kultur och likabehandling (PM 2022: 10). Stockholm: Swedish Police Authority. 
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men. The results of the salary survey are included in an annual report, which 

also contains a list of adjustments and other measures that need to be 

implemented to eliminate existing pay gaps that are directly or indirectly related 

to gender. It also includes a cost estimate and a timetable aimed at implementing 

salary adjustments as quickly as possible, but within three years at the latest. 

 

 

 

Good Practice Case Study: Equal pay for equal work in the Estonian Police 157 

The obligation that women and men are entitled to equal pay for equal work is 

derived from the Gender Equality Act. This Act states that an employer's actions 

are considered discriminatory if it establishes less favourable terms for the 

payment of work or the granting and receipt of benefits related to the employment 

relationship for an employee or employees of one sex than for an employee or 

employees of the other sex who perform the same or equivalent work. According 

to the 2021 report of the Estonian Public Service, the wage gap in the public service 

in 2021 (taking into account the complexity of work), ranged from 1.1 percent to 21.9 

percent, depending on the level of responsibility. The Estonian Police and Border 

Guard (PPA) treats men and women equally when paying wages. The salaries of 

police officers and other employees are set at the salary level corresponding to the 

position, regardless of gender. In 2022, PPA was awarded the Equal Pay 

Employer label, which was awarded to PPA as the only State institution in the 

category of large institutions (250+ employees). The title of Equal Pay Employer 

shows that the organization is a responsible employer, values equality in the 

organization and follows the best practice in the payment of wages between men 

and women. PPA's goal is to continue paying equal pay and maintain the 

institution's good reputation as an equal pay employer (Police Gender - Equality 

Action Plan for 2023 -2028 3.3 GOAL 4). 

 
 
 
157 Estonian Police and Border Guard (PPA). Politsei ja piirivalveameti soolise vordoiguslikkuse kava 
2023-2028. 
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VII. Technical-material Endowment 

a) Equipment and physical infrastructure for men and 
women  

Technical equipment and infrastructure not only contribute to the effectiveness of 

the police service but are also important factors for the individual safety of the 

officers and therefore decisive for job satisfaction. Ensuring hygienic working 

conditions in the workplace or adapting outdated equipment can be additional  

factors that can help employees feel valued. GPI has drafted a regulation on 

modernizing and improving police equipment, addressing individual equipment, 

equipment at the workplace, as well as infrastructure in the various offices and 

units. In this context, gender aspects are also taken into account in construction or 

acquisition measures. Uniforms are currently updated based on a new regulation 

from the MIA involving all its subordinated authorities based on a judgement 

concerning uniform insurance rules and special equipment within the framework 

of Ministry of Internal Affairs, administrative authorities and institutions of 

subordinate to it. 

When asked about rating the venue/infrastructure, 52.29 percent of the 

respondents rated the availability of spaces for parents and children as 

unacceptable or not good (1 or 2 points) against 13.41 percent as good or very good 

(4 or 5 points).  

 

Female respondents perceived this even more as an issue: 60.07 percent of 

female respondents rated the availability of spaces for parents and children as 

unacceptable or not good (1 or 2 points) compared to 12.23 percent as good or very 

good (4 or 5 points). The absence of spaces for new parents and children was 

mentioned several times in the open comments. 

A female lead officer declared: “I don't know about spaces for children.” Another 
female executive officer pointed to the shortcomings of infrastructure for 

22%
30%

34%

11%
2%

unaacceptable not too well acceptable good very good

Rating of avalability of new space for new parents 
and children
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breastfeeding mothers: “Spaces for feeding the child do not exist, a fact that 

discourages the natural feeding of the child, it would be welcome to support 

women with small children in the moment of returning to work, by implementing 

nurseries as provided by law.” A male executive officer expressed: “It is necessary to 
create conditions for the children of employees within the institution who work in 

case they are not able to leave them at home.” According to another male 
executive officer, this is particularly relevant in the case of emergency alarms: “We 
don't have space for children, when there is an alarm!!!”  

The provision of rooms where employees can temporarily accommodate their 

children or breastfeed is infrastructure that makes a significant contribution to 

enabling employees of both genders to reconcile work and childcare and family 

life. Sanitary infrastructure and spaces providing some privacy such as separate 

locker rooms can also contribute to employees feeling more comfortable at the 

workplace and can be factors to improve job satisfaction. In 2023, the GPI, together 

with UN Women, implemented a pilot project by renovating and properly 

equipping a child-friendly room and women’s lockers within a police station in 
Chisinau.158 It will be important to follow up on the outcome of this activity to assess 

how it can be transferred to other stations as well.  

In the open comments on work location and infrastructure, the bathroom situation 

is criticized several times. A female executive officer declared: “The bathroom is a 
disaster! Rats and dirt!” Another female executive officer stated: “We don't have a 
bathroom and the toilet is outside, you have to go out, in the winter it's not 

comfortable at all in the rain and snow.”  

In the survey, 40.95 percent of the respondents (and 61.27 percent of women) 

found uniforms and equipment as not being adapted to the different 

measurements and physiques of men and women (1 or 2 points) compared to 

15.54 percent (and only 10.57 percent of women) as good or very good (4 or 5 points).  

In the open comments on equipment, many respondents indicated 

shortcomings, especially with regard to uniforms. The provision of uniforms, as 

well as a sufficient selection of different clothing sizes, were criticized several 

times and many officers complained about having to buy uniforms on their 

own.  

  

 
 
 
158 Interviews with IO/NGO representatives, 01 December 2023 (internal reference: 12). 
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Shapes and sizes were particularly criticized by female executive officers: “The 
uniform is always not tailored for women, you have to sew or buy with your own 

money.” Another said: “Some shapes you have to buy yourself because they don't 
match the size or quality.” A male officer expressed that: “The uniforms are not 
adapted to the physical parameters, they are of poor quality, after 2-3 washes they 

fade, or they are made of hard and uncomfortable material. For this reason we have 

to buy uniforms with our own money in order to look good and feel comfortable.” 

A male officer explained: “(...) the Logistics Department requests the sizes of the 
employees (...) and upon receiving the equipment (...) they do not coincide with the 

sizes actually needed.“ On a general level, several female executive officers stated: 

“We receive uniforms once every two years, which is insufficient” and “Not enough 
uniforms are provided.” 

The interviews conducted for this study revealed repeated reports of 

dissatisfaction with the uniforms and shoes. The uniforms for the standard 

police duties (with the exception of the ceremonial uniforms) are unisex and 

not adapted to different body types and different genders. In general, 

employees are provided with one set of each uniform and do not receive additional 

sets, for example, for warm days. There are also no size adjustment or periodical 

mending measures. Many items are therefore paid by employees from their own 

resources. It has been stressed, that unlike other institutions subordinated to the 

MIA, financial constraints force the police to procure the most inexpensive 

uniforms and footwear available in the market.159 The data from the survey and 

interviews shows a clear need for additional sets of comfortable uniforms 

adapted to the relevant occasions and functions and, in particular, for suitable 

clothing sizes, especially for women or for men who, for example, require 

particularly large or narrower uniforms. Recent research from the UK has found 

that ill-fitting uniforms are a problem for police officers in general, but for 

women they create additional restrictions such as a bad fit around the hips and 

chest and skin irritation due to low quality fabric. Poorly fitting uniforms and 

equipment, such as bulletproof vests, also pose a fundamental safety risk.160  

The conditions of the warehouse have also been mentioned with regard to the 

infrastructure, particularly emphasizing the lack of changing rooms for female 

police officers. Changing facilities where all employees can try on their uniforms in 

a hygienic, private and safe environment were highlighted as an important factor 

 
 
 
159 Interviews with GPI representatives, 14 November 2023 (internal reference: 8). 

160 De Camargo, C. 2023. “When the Uniform doesn't fit”. CREST Security Review Issue (16), pp. 39-41. 
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for the wellbeing of the police officers. The absence of adequate facilities in the 

warehouses, including separate fitting rooms for women, and the conditions 

observed in local police departments were identified as concerns that require 

immediate attention and rectification.161 

 

Good Practice Case Study: The X2001 Procedure on the Provision of Uniform 

and Equipment of the Essex Police (United Kingdom)162 

The X2001 procedure163 gives guidance on the provision of uniform and equipment 

for those police officers and police staff members who wear uniforms or protective 

clothing, stating the need “...[to] accommodate, wherever possible, the needs of 
individuals on grounds of religion and belief, culture and disability provided those 

needs do not compromise the overall image of the police service or the health and 

safety or security of our staff.” The procedure provides guidance on wearing and 

maintaining the uniforms, but also addresses fitting and additional needs. New 

recruits or transferees receive their initial uniform directly from the official provider 

following a pre-booked fitting appointment. Serving officers and staff 

undertaking additional roles receive additional items directly from uniform 

stores following a notification from their supervisor. The procedure further 

emphasizes the possibility for adjustments to the uniform or the protective 

clothing due to pregnancy. Regarding the requisition of footwear, a 

replacement pair will be provided in case that the original footwear was 

supplied by the official provider. In case that the footwear was purchased 

individually, the employee will be reimbursed via an electronic claim (under 

Travelling and Other Expenses). In case that shoes have to be seized due to an 

investigation the officer needs to get a confirmation from the Investigating Officer 

before requesting a replacement or reimbursement. 

 
 
 
161 Interviews with GPI representatives, 14 November 2023 (internal reference: 8). 

162 Essex Police. 2018. “X2001 Procedure - Provision of Uniform and Equipment.” Accessed November 
2023. https://www.essex.police.uk/foi-ai/essex-police/our-policies-and-procedures/x/x2001-procedure--
-provision-of-uniform-and-equipment/.  

163 The procedure Number X 2001 (2018) aims to provide guidance on the provision of uniforms and 
equipment for the Essex Police.  

https://www.essex.police.uk/foi-ai/essex-police/our-policies-and-procedures/x/x2001-procedure---provision-of-uniform-and-equipment/
https://www.essex.police.uk/foi-ai/essex-police/our-policies-and-procedures/x/x2001-procedure---provision-of-uniform-and-equipment/
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VIII. Attractiveness and Retention 
of Police Personnel 
While the share of women in the Moldovan Police has increased during the last 

years, high fluctuation and retention within the system remain a serious 

challenge.164 On average, respondents of the survey rated the attractiveness of 

their job in the Moldovan police with 3.18 points on a 1-5 point system, with 27.99 

percent of the respondents rating the job as not attractive (1 or 2 points) against 

41.33 percent very attractive (4 or 5 points).  

 
 
 
164 Republic of Moldova. Strategy for Ensuring Equality between Women and Men in the Republic of 
Moldova for 2017-2021. 
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Factors negatively affecting the job's attractiveness included, in particular, 

salary (88.04 percent of respondents) and work-life balance (30.80 percent), 

work culture and atmosphere (15.10 percent), the reputation of the job (13.58 

percent) and the potential risks associated with the job (13.48 percent). In 

contrast, the fear of prejudice in the population towards the police was rated as 

less relevant (7.09 percent of respondents). The open comments on the question 

of why jobs within the GPI might potentially not be attractive align with these 
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numbers. Of all 41 comments made on the question of job attractiveness, 26.83 

percent referred to low salaries.  

On average, respondents rated the regulations on safety and security at work 

with 2.86 points on a 1-5 point system, with 33.63 percent of respondents rating the 

regulation on safety and security as unacceptable or not good (1 or 2 point) against 

23.27 percent as good or very good (4 or 5 points). Of the respondents, 27.04 

percent (28.62 percent of female respondents) felt unsafe or not safe at the 

workplace compared to 39.28 percent (38.52 percent of female respondents) who 

felt safe or very safe (1-5 point system).  

When asked what would be potential reasons for colleagues to leave the 

workplace, salary and remuneration in the police service compared to other 

jobs in Moldova were highlighted by 86.15 percent of the respondents; better 

job opportunities outside Moldova by 46.92 percent; 31.14 percent of 

respondents named burnout and stress (but 37.41 percent of female 

respondents); while discrimination and bullying were named by fewer 

respondents (8.90 percent, but by 11.54 percent of female respondents). 

A 2016 study of the Moldovan Institute for Public Policies on perceptions of policing 

in Moldova, which included an internal survey with 555 police officers serving 

various subdivisions of the MIA, provides some insightful comparisons to the data 

collected for the purpose of this study. Data from the survey showed that the three 

most important problems for the police were low pay (81.1 percent of respondents); 

poor technical equipment (53.6 percent); and lack of personnel (48.7 percent). 

According to the police officers’ own perceptions, insufficient salaries were 

emphasized as the most important problem for the whole police system and 

highlighted as the key factor affecting the satisfaction of police officers with their 

job. 165 

Salaries have been emphasized at various times as being the most impactful 

factor influencing job satisfaction. In addition to the data collected via the 

survey in the context of this study, salaries were highlighted at various times 

as being very demotivating for the employees during the interviews. Limited 

overall budget, equipment and limited options for professional development 

 
 
 
165 86.2 percent of the respondents from 2016 considered that it is worth working for the police as an 
organization. However, 40.9 percent of the respondents declared not being satisfied with the 
activities in the police and would consider looking for another job (43.0 percent). In the 2016 study, no 
gender-disaggregated data was compiled as part of the internal police survey and no questions were 
asked that would provide information on the status of gender equality, gender balance or gender-
specific aspects as in relation to work satisfaction. Barbăroşie, A. and Pîntea, I. “Police and Policing in 
the Republic of Moldova, Inner and Outer Perception.”, p. 110f, 127f, 132.  



 
 
 
 

 
 

 
 

87 

such as access to specific training or capacity-building and networking 

opportunities abroad were also mentioned as factors for leaving the 

organization.166 

Interestingly, an internal HR survey which has been in use for several years and 

which employees have to fill in when leaving the police organization early 

highlights the poor work-life balance as the main reason.167 Asked about potential 

reasons for the lack of attractiveness of jobs with the GPI, respondents in the 

open-comments of the survey pointed to low salaries, a lack of perspective, 

insufficient equipment and insufficient legal protection of officers.  

A female executive officer summarized her critique: “It's dangerous and it doesn't 
pay well.” While a male officer elaborated on potential reasons for colleagues 
leaving the job: “Lack of perspective; miserable salary; bad image in society; (...) 
ineffective laws that do not protect the integrity of police officers; bureaucracy (...)”. 
Another colleague added: “Not stable, many bosses, the work is not paid, the use 
of personal transport, poor equipment and supplies, non-payment of overtime (...)”.  

With regard to a lack of public respect, a male officer proposed: “Increasing the 
priority towards police employees, so that the citizen directly perceives (...) respect 

towards the bodies and to tighten the legislation related to the humiliation and 

denigration of police employees.”. Another female officer pointed to: “Improper 
activities, corruption, favoritism and system bias”.  

The lack of support for employees by the leadership was also criticized by 

respondents at different points in the open comments. For instance, a female 

executive officer described: “(...) it is impossible to come to the workplace and 
exercise your duties when you think that there are a lot of shortcomings and the 

management has no motivation for subordinate employees!” A male lead 
executive officer criticized the leadership culture: “In most cases, superior bosses 
think only of themselves or privileged employees.” 

As noted throughout the study, the GPI’s Activity Plan for 2023 highlights several 

concrete activities under its operational Objective 1: (“Ensure 8 percent retention 

level of professional staff in the police system”).168 Improving the attractiveness of 

the workplace and the profession, in general, is also currently one of the most 

 
 
 
166 Interviews with GPI representatives, 14 November 2023 (internal reference: 7); Interviews with  
IO/NGO representatives, 23 November 2023 (internal reference: 9). 

167 Interviews with GPI representatives, 13 November 2023 (internal reference: 1). 

168  Police of the Republic of Moldova. The General Police Inspectorate's Activity Plan for 2023. 
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important priorities for the GPI HR Department, which is planning to develop a 

plan aimed at formulating concrete goals on how to improve the work-life balance 

of employees.169 An important instrument for providing relevant data on employee 

satisfaction could be the aforementioned HR questionnaire. It should be assessed 

how the questionnaire can be used or improved even more systematically in order 

to generate a reliable database. 

 

Good Practice Case Study: Study on police officers’ satisfaction with their job 

in the United Kingdom170 

Research results from the UK have shown that the perception of the value of police 

for society plays a major role and is a particularly influential factor for police officers' 

satisfaction with their own work. In this context, the relevance of a clear 

organizational mission (“clarity of a force's vision”) was found to be clearly linked to 
motivation within the service. Organizational fairness was perceived as another 

relevant factor. This covers the perception of the extent to which the employer 

cares about the well-being of employees and offers services for individual 

challenges. The study also led to differentiated results in relation to stress and 

workload. Although a high workload and time pressure place a burden on police 

officers that affects their well-being, they tend to be perceived more as challenges 

and lead to an increased willingness to make an effort. On the other hand, 

additional demands or obstacles within the organization (such as barriers to 

promotion, restrictive handling of working hours, and a toxic work environment) 

are perceived as limiting performance and success at work and have a 

disproportionately greater negative impact on well-being. It was found that the 

opportunity to recover from work-related stress and stressful situations was 

an important positive factor for individual well-being and job satisfaction, 

including both the opportunity to psychologically detach oneself from the working 

environment and sufficient time to recover physically (especially sleep quality). 

Further research in the UK context has highlighted that an authoritarian style of 

leadership is the key inhibiting factor for a positive work culture. The fear of making 

mistakes or admitting mistakes was identified as a factor that leads to covering up 

mistakes rather than improving one's own performance. On the contrary, 

supportive leadership has particularly positive effects on the staff well-being 

and ethical behaviour of civil servants. A transparent error culture and a 

 
 
 
169 Interviews with GPI representatives, 13 November 2023 (internal reference: 1). 

170 Graham, L. et al. 2019. “Research into Workplace Factors, Well-being, Attitudes and Behaviour in 
Policing, Summary of Evidence and Insights, Presented for the Front Line Review of Policing.” 
Durham: Durham University. 
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positive organizational learning culture are also related to the level of job 

satisfaction. Leaders actively communicating, such as seeking feedback from 

their employees, was identified as key to developing and implementing effective 

policies and procedures to improve employee wellbeing and as a key factor in 

employees feeling safer and happier in their working environment. 

IX. Recommendations 
1. Enable individual, flexible working time arrangements even if only for a 

limited period of time:  

An expansion of the existing flexible working time model can be a low-threshold 

measure to give employees of both genders the opportunity to better reconcile 

work and family life. In addition to flexible times for starting and finishing in case 

of shift work, the possibility of shifting working hours to other days of the week or 

month can be a measure to support individual solutions (depending on specific 

working requirements). For this purpose, employees can be granted a certain 

contingent of flexibly scheduled hours at their disposal. Even beyond the Covid-19 

period, the possibility of remote working has also proven its worth in many 

contexts around the world, including in many police organizations. Certainly, some 

areas are more suitable for this option than others (such as administrative positions 

and desk work in general). Remote working makes it considerably easier to 

combine family life and career, especially for parents who may have to be at home 

when looking after small children or doing other care work and may also enable a 

faster return to work after maternal or paternal leave. 

2. Develop and implement a gender-responsive image campaign and 

communication strategy, including campaigns on social media channels and 

in secondary schools and universities:  

To motivate women to apply for the police service or to promote interest in the 

police profession, it is important to disseminate images promoting an attractive 

workplace for women, emphasizing relevant benefits and services to allow for a 

viable balance between work and family life and showcase women police officers 

and their individual careers. Enabling a direct exchange with police officers of both 

genders, in which girls and young women in particular can ask questions in a safe 

atmosphere, has proven to be an effective measure in other contexts. As a 

secondary effect, normalizing the image of women police officers can contribute 

to improving confidence in police forces - especially in the context of reporting GBV 

and human trafficking. To this end, police should also engage men in being gender 

advocates, foster gender-sensitive communication and public relations, and 
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develop guidelines in relation to gender-sensitive language and women’s visibility 
and representation in images or information campaigns. 

3. Develop tools to ensure equal opportunity in recruitment and promotion 

processes:  

Recruitment processes and procedures, including for all managerial positions, 

should be ensured to be fully transparent. It should also be ensured that all 

vacancies are promoted and advertised to all potential applicants and that all 

positions are filled after merit-based competition procedures following a vacancy 

notice with clearly defined criteria and conditions. Gender parity in selection 

committees and interview panels should be established through the presence of 

an equal opportunity officer or a similar position. Moreover, HR Department and 

selection committee representatives should have attended a basic course on 

gender equality and equal opportunity principles. The police as a public employer 

should establish continuous monitoring and evaluation of the gender balance in 

recruitment and staffing practices. Additional measures may also include vetting 

of candidates for gender-based violence at the level of the recruiting process of the 

Recruiting and Evaluation Department within Stefan cel Mare Academy  

(background check as part of an organizational PSEA policy) and at regular 

intervals during their service. Setting up preparatory courses for applicants and 

promoting this offer, especially to young women and minorities, can be used to 

improve the skills of women and disadvantaged groups before the entrance 

exam.171 

Measures that are geared towards increasing the number of women should be 

aligned with the directives to maintain professional competencies as a leading 

factor when recruiting personnel. Concrete target values underpinned by specific 

quantifiable milestones (as elaborated in the GPI Action Plan for Gender) help to 

ensure that objectives are achieved, or that they can be adapted as needed. To do 

so, measures need to be systematically monitored to specific activities (see 

recommendation 15). An increased number of women as police officers can 

contribute to creating a “critical mass” that will have positive effects on the male-

dominated culture and help diminish stereotypes and prejudices, increasing the 

number of qualified female candidates for managerial positions, securing that 

female police officers are available when responding to cases of gender-based 

 
 
 
171 OSCE. Project, Increasing and Supporting the Participation of Women at all Levels in the 
Montenegrin Police; DCAF, OSCE/ODIHR and UN Women. Gender and Security Toolkit, Policing and 
Gender. 
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violence, or executing arrests, enhancing the visibility of female officers and 

contributing to increased public confidence. 

4. Increase organization buy-in for supporting gender equality and equal 

opportunity through sensitization and training measures:  

Misunderstandings when it comes to the meaning and consequences of gender 

mainstreaming and the promotion of gender equality within the police is a crucial 

factor leading to a low representation of women in the security sector and to 

discrimination in the workplace. It is therefore important to convince staff, 

especially management, that the benefits of gender equality are not limited to 

women only and that it doesn't affect men negatively. Rather, gender equality 

allows for equal rights, obligations and opportunities, including social benefits and 

improvement for the balance between family and professional life from which the 

entire police force will benefit. 

At the organizational level, it will be important to counteract the attitude that has 

often prevailed in departments to date, that gender equality is a women's issue, by 

putting an additional focus on men. Men have a key role to play in supporting 

gender equality, but also a lot to win, which is oftentimes overlooked. Law 

enforcement as a whole becomes more effective and comprehensive, providing 

better services to all citizens. Including men in leadership positions in targeted 

activities will be critical to support and lead change within the organization, by 

encouraging dialogue on potentially sensitive issues, and by identifying areas of 

resistance within the organization. Therefore, the organization should make sure 

that men take part in gender trainings, in which participation is usually voluntary.  

Specific and gender coaching for higher management and targeted sensitization 

communication by police directors and department chiefs is a clear sign of a 

meaningful commitment within the police and proof of prioritization of gender 

equality at all levels. Awareness-raising and sensitization measures at the 

workplace and the introduction of topics such as gender equality and toxic 

masculinity into training curricula will also be paramount. Besides increasing the 

chances to influence budget decisions for activities supporting gender equality 

and preventing sexual harassment, the commitment from police management 

facilitates the dismantling of gender stereotypes and harmful language and 

behaviour in everyday work and supports a positive working atmosphere.172 

5. Mainstream gender in training curricula and training:  

 
 
 
172 Petroia, A. 2019. "Analysis of Gender Gaps in Public Spending in the Republic of Moldova.” Chișinău: 
Academy of Economic Studies Moldova.  
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Dealing with gender issues is not only relevant when it comes to gender equality, 

combating GBV and sexual harassment, but should also be systematically 

anchored in other teaching modules, for example, in modules on topics such as 

fundamental and human rights and public service law, the police in state and 

society, social structure analysis and violent crime. The Moldovan NAP 2023-2027 

includes a commitment to promote the mainstreaming of gender in training. The 

Academy Stefan cel Mare of the Ministry of Interior and police training facilitators 

should therefore mainstream gender and gender learning across the curricula and 

across training or be supported to do so. Particular steps such as reviewing each 

course's purpose, description, goals and learning objectives for gender-

sensitiveness and responsiveness and the alignment of teaching material with 

institutional and international policies, legislation and international standards 

should be developed as part of an institution-specific curricula review process. 

Specific steps can support the integration of learning experiences supportive of 

gender‐sensitive perspectives and gender-sensitive language, images, writings 

and processes within the curriculum.  

To support the review process, the involvement of external experts should be 

considered. The concrete and targeted involvement of CSOs and civilian expertise 

can support capacity-building within the police, for example, through the 

integration of specific external training components, or external training or subject 

matter expertise, such as on how trauma-sensitive interview techniques of 

survivors of sexual and gender-based violence. Furthermore, cooperation and open 

interaction with CSOs (e.g. in the context of public dialogue events) improves the 

public’s perception of the police and increases trust in the organization. 

6. Strengthen the coherence of (external) gender trainings:  

In addition to the integration of gender in various training modules, the 

implementation of numerous training courses such as on gender equality, GBV 

and sexual harassment, and the strengthening of the capacities of training staff on 

these topics are crucial for establishing a good basic structure on which further 

measures can be built upon. Besides the particular need for gender-specific 

leadership courses and systematic gender mainstreaming of the training 

curriculum, further focus should be placed on incorporating the expertise of civil 

society organizations. However, to improve organizational knowledge in addition 

to strengthening capacities, a training strategy and systematic knowledge 

management can be helpful in order to secure newly acquired knowledge and 

capacities for the organization in the long term, as well as to ensure that new 

training content is also integrated. 
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7. Strengthen the capacity of the training personnel of the Academy Stefan cel 

Mare of the Ministry of Interior and support international networking and 

cooperation in the field of training:  

The participation of trainers in international seminars and conferences should be 

encouraged. Supporting the Academy Stefan cel Mare of the Ministry of Interior`s 

teaching personnel to attend international capacity-building activities in the field 

of gender equality, gender mainstreaming and GBV, including sexual harassment, 

strengthens the Academy's capacity, especially with regard to the application of 

international standards and to incorporating up-to-date and innovative 

knowledge and methods in training courses.  

8. Support additional training on the importance of gender equality and on 

the identification, reporting and investigation of sexual harassment within the 

police:  

The reluctance to report a case of sexual harassment is one of the key criteria 

underlining the need to further improve measures to both prevent and combat 

sexual harassment in the workplace. One contributing factor to this reluctance to 

report is the lack of trust in the reporting mechanism itself, as well as the 

assumption that the reaction to a report will be unsympathetic and unproductive. 

The EID is one of the responsible parties for the investigation of cases of internal 

complaints, including those of sexual harassment within the organization.  The EID 

and the Legal Department are both involved in the drafting and adjustment of 

internal guidelines and SOPs, which is why both departments are important 

interfaces when it comes to compliance with laws and regulations, monitoring, as 

well as internal investigations. To ensure that these two units support gender 

equality within their scope and responsibilities, for example through gender-

sensitive recommendations, the responsible personnel units should be given 

systematic or additional training opportunities for internal capacity-building. 

Increasing and developing training opportunities for this specific audience will 

contribute to the strengthening of internal mechanisms already in place. Topics 

such as international standards and jurisdiction, the Moldovan framework around 

the NAP for the implementation of UNSCR 1325, the respective Gender Action Plan 

for the Police, and other objectives and regulations of the MIA in matters of gender 

equality, but also the recognition and investigation of sexual harassment, are of 

particular relevance. In addition, training by psychological specialists can be 

relevant and valuable, for example, for training in appropriate and trauma-sensitive 

interview techniques. 
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9. Seek independent legal and subject matter expertise to strengthen internal 

mechanisms for preventing and combating gender-related and sexual 

harassment:  

Reporting and complaint mechanisms will have to develop reliable and 

trustworthy solutions for ensuring the protection of the victim. Feedback from the 

interviews suggested that many victims of harassment fear that they will not be 

believed or will be marginalized as a result of reporting, or be forced to leave the 

organization due to discrimination by their colleagues and leadership. This 

feedback is underpinned by the fact that victims prefer reporting to external 

mechanisms, such as the Council of Equality. Adding an ad hoc or permanent 

independent position, such as an external legal expert, can be an important tool to 

increase trust in the mechanism. 

10. Improve the evidence-base on knowledge on sexual harassment and 

internal reporting mechanisms to develop and adjust awareness-raising and 

sensitization measures:  

Further awareness-raising measures are necessary to increase general knowledge 

of the various categories of sexual harassment, complaint mechanisms and the 

associated legal and disciplinary consequences. Increasing the recognition of 

problematic and harmful behaviour at an early stage allows appropriate measures 

to be taken before the situation escalates. To this end, an internal perception study 

to assess the understanding of the employees from both genders of what sexual 

harassment is, what are possible reporting and complaint mechanisms and what 

criminal and disciplinary consequences it involves might be helpful to provide an 

evidence base for the development of training and sensitization measures.  

11. Provide for an independent personnel structure at HQ level to lead advice 

on gender equality matters, including sexual harassment and managing and 

training at the level of the various subdivisions:  

Gender Focal Points and members of the Gender Coordination Group provide 

recommendations in cases of gender-related matters (e.g. gender-related cases of 

discrimination or harassment), as well as provide targeted trainings and 

awareness-raising activities. Just like membership in the Gender Coordination 

Group, work as a Gender Focal Point is based on a voluntary commitment, which 

also means that a particularly motivated commitment depends on the individual's 

willingness to do extra work and always requires coordination with superiors and, 

if necessary, increased coordination in order to reconcile the tasks with the tasks 

and responsibilities that arise in day-to-day work. An independent personnel 

structure, either within the GPI or as part of a long-term, external consultancy, 

would provide meaningful capacity support to both structures, underline their 

position within the organization and increase the impact of their 
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recommendations. An independent personnel structure, filling in the position of a 

Gender Focal Point at the HQ level or as support to the Gender Focal Points and 

the Gender Coordination Group, could help address the challenges and gaps that 

arise from the rotation of Gender Focal Points and of the members of the 

Coordination Group. Rotation can lead to the loss of capacities which have been 

previously built. In terms of the upcoming dissolution of the Gender Coordination 

Group at the level of the GPI, the new personnel structure could fill in as a contact 

point to ensure a continuous communication and exchange.173 

12. Improve employee satisfaction by implementing low-threshold measures 

and by providing ways for participation regarding small infrastructure 

projects and uniforms:  

Conducting an internal survey to evaluate pre-selected, low-threshold, low-cost 

and quick-impact measures provide the opportunity to increase job and service 

satisfaction. Giving employees more say in the purchase of footwear or uniform 

materials might be such a low-threshold measure to improve employee 

satisfaction. Employees should have the opportunity to have their uniforms 

customized and should also have a co-determination in the use of materials. 

Especially in the case of particularly strenuous missions that require standing or 

moving around in rough terrain all day, it is important to convey to employees that 

comfort and quality are important by using better material for units that perform 

demanding duties. Moreover, the warehouse and, ideally, individual police stations 

and offices should set up changing rooms for men and women. To this end, mobile 

changing rooms are also conceivable as a temporary solution. The pilot project 

implemented by the GPI in 2023 on setting up a child friendly room should be 

evaluated. The results regarding access and use of the premises should be followed 

up at the level of the other police stations. 

13. Conduct a survey on reasons for leaving the police to substantiate current 

data and provide more details allowing for targeted activities:  

A survey on reasons for leaving the police would provide helpful additional data to 

empirically substantiate the reasons that have been identified within this study’s 
survey and interviews. It would also help to identify other reasons that have 

received less attention to date. An important base for developing this survey 

should be the questionnaire that has been in use for several years and which 

employees have to fill in when they leave the police force early. The objective of the 

 
 
 
173 Interviews with GPI representatives, 13 November 2023 (internal reference: 3, 4); Interviews with GPI 
and IO/NGO representatives, 21 November 2023 (internal reference: 10). For further information and 
assessment about the Gender Focal Points and the Gender Coordination Group see Chapter 7. 
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survey should be the identification of low-threshold measures, such as additional 

psychosocial and legal support. Such a survey should be gender-disaggregated in 

order to identify potential differences in the individual decisions to leave the police 

force. 

14. Establish a monitoring mechanism within the GPI, which has the necessary 

capacities and financial and human resources at its disposal to monitor and 

follow progress of activities in the field of gender equality and of measures to 

prevent and combat sexual harassment:  

Measures that are implemented as part of the Action Plan on Gender Equality or 

as part of the application of new laws or regulations should be monitored. The 

monitoring of measures is not only useful in terms of accountability vis a vis the 

objectives of the NAP for the implementation of UNSCR 1325, or in regard to the 

allocated resources, but monitoring is also a fundamental instrument that enables 

decision-making on the allocated budget and the evaluation of the effectiveness 

of activities. Monitoring also provides evidence-based data that can be used to 

make important adjustments to increase the impact of activities. For example, it is 

important that information, such as very low attendance at an event, is registered 

and analysed in order to make any necessary improvements, such as repeating the 

event or making attendance compulsory. In this sense, monitoring ensures the 

appropriate dissemination of study results, the distribution of material or the 

application of imparted knowledge. In the first place, this might require the 

adjustment of existing information systems to ensure that data are disaggregated 

by sex and that indicators are gender-sensitive.  

Moreover, in the context of strategic planning, more gender-responsive objectives 

should be included when drafting new action plans for gender equality. This may 

also involve more complex indicators (both quantitative and qualitative). An 

assessment should be conducted to ensure the monitoring system is installed and 

allocated at the right position, including a personnel position with the necessary 

technical experience. One option could be the allocation of a personnel position 

similar to the Coordinator of the EU Budget Support Programme for Police 

(monitoring progress towards the PDS objectives) at the level or interface of the 

HR Department, the Training and Research Sub-Department of the EID,  and the 

Gender Coordination Unit. Eventually, a coherent monitoring system should be 

established to avoid duplication, conserve resources and facilitate the processing 

of results. The current DCAF project “Strengthening Security Sector Governance in 
Moldova (2023-2025)” provides key reference points by supporting the MIA in 
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monitoring and evaluation of the NAP by providing expertise to develop a 

methodology and list of indicators that measure institutional gender equality.174 

15. Support the development and meaningful contributions of the Women’s 
Police Association for the benefit of strengthening gender equality within the 

GPI:  

For the Women’s Police Association (WPA) to make a meaningful contribution 
towards the advancement of gender equality within the police, support should be 

provided from the management level. A strong leadership buy-in allows for 

recommendations to ultimately be considered with the necessary seriousness. By 

establishing procedures such as regular meetings and trainings or awareness-

raising activities by members of the Association, members should be given the 

opportunity to share their experience and benefit other women in the police, as 

well as at the leadership level, beyond an ad hoc involvement. In addition, the 

further development and differentiation of expertise and services in the WPA 

should be promoted both within the Association and throughout the GPI. For 

example, a focus on women in leadership positions or equal opportunities in career 

development and promotion can enable mutual support, advice, opportunities for 

reflection and exchange and also contribute to raising awareness of possible 

barriers and challenges within the organization. One option could be the 

establishment and support of a group of female mentors who are already in 

management positions, or with many years of experience, to support younger 

women who are interested in developing their careers. 

16. Use gender budgeting as a tool to support women's participation and 

gender equality within the MIA and the GPI:  

As the prioritization of activities is generally dependent on the available (and 

limited) budget, activities tackling gender equality and sexual harassment within 

the workplace typically are not on top of the leaderships’ lists. So far there is no 
specific gender budget outlined in the NAP and no specific budget lines are 

provided for the Action Plans for Gender Equality. It is assumed that funding will 

be provided by the approved allocations within the respective authority’s or 
institution’s annual budgets. An allocated gender budget at the level of the MIA 
and GPI can be a targeted measure to facilitate the planning and implementation 

of measures to strengthen gender equality and equal opportunity by the individual 

departments and subdivisions. Gender budgeting would therefore also serve as an 

 
 
 
174 DCAF (Geneva Centre for Security Sector Governance). 2023. Strengthening Security Sector 
Governance in Moldova (2023-2025). Newsletter No 1. Geneva: DCAF. 
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instrument to reliably achieve the goals set within the framework of the NAP and 

the specific Action plans and improve the activity related planning reliability of the 

departments. 

17. Review the media presence, media communication and public relations 

work, taking into account gender-sensitive approaches to communication 

and prioritize objectives to strengthen gender equality:  

The visibility of women in the police force, the clarification of gender equality in 

conjunction with gender-sensitive communication in public relations and in the 

media, especially on social media, is a key factor when it comes to increasing 

applications from women for the police. This also helps to improve the image of 

the police among the population. Against this background, a revision process 

should be accompanied or led by a committee comprised of members of the 

Gender Focal Points and the Gender Coordination Group, experts from the 

Academy Stefan cel Mare of the Ministry of Interior and representatives from the 

Women’s Police Association. 

18. Conduct a survey on women's opinions about leadership:  

Moldovan Police face a critical need to enhance gender diversity in leadership 

roles. Despite recent improvements, women remain significantly 

underrepresented in decision-making roles. To effectively address this disparity, it 

is crucial to understand the perspectives and experiences of women officers 

regarding their leadership aspirations and challenges. A survey can be a useful tool 

to more comprehensively explore this topic by looking at women’s readiness to 
occupy leadership positions, their views on leadership responsibilities and 

perceptions of the current management culture. The survey should target a 

representative sample of women officers from various ranks and departments 

within the police, capturing a wide range of perspectives, including their 

motivations for pursuing leadership positions, perceived obstacles and 

expectations for supportive measures. A solid evidence base on women officers' 

opinions on their role in police leadership and in decision-making processes 

represents an important baseline to identify potential barriers or discriminatory 

practices that may hinder women's advancement ,as well as specific opportunities 

for promoting gender diversity in leadership. The results of the survey will provide 

valuable data to inform policy decisions and resource allocation. The results will 

also help to inform the development and adjustment of respective objectives and 

targeted activities, such as leadership development programmes that specifically 

address the needs and challenges faced by women officers.  

19. Strengthen Psychological Support Services:  
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Sexual harassment and professional burnout pose significant challenges to the 

well-being and effectiveness of police officers. These issues can lead to emotional 

distress, reduced job satisfaction and increased turnover, ultimately undermining 

the overall performance of the police force. It is recommended to strengthen the 

role of the psychological support units through the following various measures:  1. 

Raise awareness among officers about the availability and benefits of 

Psychological Support Services at the workplace. Seeking help for mental health 

concerns should be normalized to reduce stigma and encourage the utilization of 

these services. This can be achieved through outreach campaigns, educational 

workshops and open discussions about mental health within the police. 2. Enhance 

the accessibility of Psychological Support Services. The option to access these 

services via teletherapy might increase the confidentiality of the consultation and 

reduce barriers to seeking support. 3. Integrate psychological support services into 

existing employee health assistance programmes to provide a comprehensive and 

coordinated approach to officer well-being. This integration will support the 

normalization of accessing these services and ensure that officers have access to 

complementary support services that address physical, mental and emotional 

needs. 4. Policy development and decision-making processes need to take into 

account psychological considerations to ensure that policies are sensitive to the 

mental health impact on officers. This includes considering the potential 

psychological consequences of operational decisions and resource allocation. The 

insights psychological support services can generate through coordinated data 

analysis and research can provide invaluable insights into the prevalence of mental 

health issues among officers, factors contributing to stress and burnout and the 

effectiveness of interventions. 

To effectively combat police officer burnout, a comprehensive policy framework is 

essential, providing clear guidelines for identifying, addressing and mitigating 

burnout cases. This framework should define burnout indicators, outline support 

mechanisms and define roles and responsibilities. For example, burnout indicators 

should clearly define the signs and symptoms of officer burnout, including 

emotional exhaustion, depersonalization and reduced sense of accomplishment, 

enabling early detection and intervention. A range of tailored support mechanisms 

should be established to address officer burnout, including confidential 

psychological counselling, peer support programmes, stress management 

training and flexible work arrangements. It is moreover suggested that ongoing 

training and support be provided for police management to equip them with the 

knowledge and skills to recognize signs of emotional burnout in their departments 

or units and refer individuals to appropriate care.  

20. Support work-life balance and well-being of employees through a 

comprehensive study on overtime and remuneration policy:  
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A nuanced and focused study is recommended to delve into critical aspects of  

budgeting or remuneration issues. This in-depth examination should consider 

strategies for establishing a dedicated overtime budget within the overall police 

budget, ensuring transparency and accountability in overtime expenditures and 

facilitating better planning for anticipated overtime needs. Additionally, the study 

should explore the formulation of clear and consistent guidelines for overtime 

allocation, considering factors such as workload fluctuations, emergency response 

requirements and the need for sustained law enforcement presence in specific 

areas. Furthermore, the implementation of a transparent overtime approval 

process with clearly defined criteria for authorizing overtime should be examined 

to ensure fair, consistent and operationally aligned decisions. To enhance overtime 

compensation practices and attract and retain qualified police officers, strategies 

such as providing higher overtime pay rates, offering lump sum payments for 

extended overtime periods, or implementing flexible scheduling options should be 

investigated. Additionally, the potential impact of non-monetary incentives, such 

as flexible scheduling options, childcare support and encouraging officers to take 

time off when needed, should be assessed to mitigate the disproportionate impact 

of excessive overtime on women. Finally, the effectiveness of policies that promote 

a healthy work-life balance, such as limiting the number of consecutive overtime 

hours or shifts that an officer can work, should be evaluated to reduce the negative 

consequences of excessive overtime on officer well-being and productivity. By 

conducting a comprehensive study on budgeting and remuneration issues, police 

can gain valuable insights, identify areas for improvement and develop targeted 

strategies to optimize overtime utilization, ensure fair compensation for officers 

and promote their well-being.  
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Annex II: Good practice: Leaflet on 
flexible working hours  

 

Flexible Working
Your rights and responsibilities

Matching demand
Flexible working is partic

u

l ar l y v aluable if you 
are a parent and/or you are a carer, but it can 
benefit a wi de r ange of office r s who need or 
want a better work/life balance at certain time s  
in their career. 
As women are more likely to be the primary 
carers, it is a partic

u

l ar l y imp or t ant option  t o 
give you the ability to combine work with your 
caring responsibilitie

s
.  It is al so us e ful for your 

force, helping it to meet the changing demands 
of policing at different time s  of  the da y, the 
week and the year.

Balancing needs
The key to agreeing a flexible working 
arrangement is to identify and balance your 
needs with those of your force. Both parties  
should give proper consideration  t o each other’s 
needs so that you arrive at a mutually benefici al  
arrangement that enables your force to deliver 
24/7 policing and you to have a proper work/life 
balance.

A positive approach
Forces should recognise that flexible working, 
including part tim

e

 w orking, is a benefit t o the 
force. It can help retain experienced offic

e
r s who 

might otherwise have to leave and enable it to 
better match supply and demand and provide 
greater operation al  r esilience.

Parental leave
Parental or other leave such as dependents’ 
leave, special leave or career breaks can be 
used in combination  wi th a fle xible working 
arrangement. Currently, police regulation s  and 
determination s  s tate that, subject to exigencies 
of duty and provided you have one year’s 
service:
• You can have up to 18 weeks unpaid leave to 
look after each child under 5 or, if your child is 
disabled 18 weeks to look after each disabled 
child under 18.
• You can take this leave in periods of days with 
no limit on the number of days that can be taken 
in any one year.
Following publication  of  the Chi ldr en and 
Families Act 2014, agreement was reached to 
extend the parental leave provisions. 
HOC 11/2015 states that regulation s  and 
determination s  wi ll be ame nded t o provide for 
up to 18 weeks unpaid leave to look after each 
child under 18 but that in the meantime  f orces 
are encouraged to apply the extended parental 
leave provisions.

Right to request flexible working
Unlike the statutory right to request flexible 
working that is available to police staff 
colleagues, police regulation s  pl ace no 
restrictio

n
s  on y ou applying to work flexibly or 

to reduce your hours. You can apply to work 
flexibly under police regulation s  wh i ch pl aces  
different consideration s  on y our request:
• You are recruited to a police offic

e

r  r ole, not 
a post, so it is your individual tim

e
 c ommitment 

that is reduced or changed, not that of your 
partic

u
l ar  pos t.

• You can be required to work in any post and/or 
at a place designated by the Chief Office r .
• If you work part tim

e
 y our hours of duty 

should be reviewed every 12 months.
• You cannot be required to work fewer hours or 
to increase your agreed hours.
• You can be required to stay on after your 
agreed hours and you may have your rest days 
or free days cancelled.
• If you work part tim

e

,  y ou  can return to work 
full tim

e
 a t any time ,  but  in an y event, within 

four months of your request to do so (unless you 
were recruited on a part tim

e
 basi s) .

Individual shift 
a

r r angements
You can apply and work outside of the shift 
patterns operated by the force subject to the 
exigencies of duty. Requests for individual shift 
arrangements should be treated sympathetically 
and fairly. 
If a force refuses a reasonable request for 
flexible or part tim

e

 w orking, or if a part time  
offic

e
r  is tr eated less favourably than full tim

e
,  

you may be able to challenge the decision 
under the Equality Act 2010 and/or the Part 
Time Workers Prevention  of  Less F avourable 
Treatment Regulation s .   

College of Policing guidance
The College of Policing issued guidance on 
“Flexible Working in the Police Service” in 2013. 

It provides advice on how to manage flexible 
and part tim

e
 w orking arrangements.

In additio
n

 Home  Of fice

 

Cir cular 16/10 
provides guidance on designing variable shift 
arrangements (VSAs), and includes reference to 
dealing with individual requests from office r s 
who are unable to work particu l ar  shi ft p

a
tterns.

Force policy
Your force should have a policy on flexible 
working and a procedure for dealing with 
requests from offic

e
r s. These should be 

developed in the light of police regulation s  and 
the College of Policing guidance and be equality 
impact assessed.

Dealing with requests
When considering application s  f or flexible and/
or part tim

e
 w orking, managers should show 

that they have taken into consideration :
• policing needs
• the needs of the role
• your needs
• other limitation s  or  hel p a vailable
• any alternative solutio

n
s .

Forces are not required to provide you with 
whatever shift 

a

r r angement you want but they 
must be able to provide you with good reasons 
to justify any refusal.

The Police Federation of England and Wales is the representative body for all Constables, Sergeants, Inspector and Chief Inspector ranks in the Police Forces of England 
and Wales. This information in this leafle

t
 is cor rect  as of  Ma r ch 2017.  For  an el ect roni c ver si on of  thi s and ot her  advi ce leaf let

s
 f or pol i ce off icer

s

 see ht tps:/ / thehub. polf ed.or g

P 
olice offic

e

r s are able to work flexible 
hours on a full or a part tim

e

 basi s.  Thi s 
leaflet gives information  about  y our 

rights and responsibilitie

s

 wh en appl yi ng f or 
and when working flexibly in accordance with 
police regulation s  and de termination s .

The Police Federation of England and Wales is the representative body for all constables, sergeants and inspector ranks in the police forces of England and W ales.
The information on this page is correct as of 7 August 2018.

“Flexible working allows forces to retain staff 

that may otherwise leave. I am clear that 

forces should be using College guidance to 

help them make local operation al  deci si ons  

to maintain a motiv

a

t ed and productiv

e

 

workforce who can give their best at work and 

at home.” 

Theresa May, Home Secretary

in a speech at the Britis

h

 Li br ar y 

on 2 December 2015.

www.polfed.org/advice

#YourFederation
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