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FROM: Dr./R. Ray D. Somera yitials:
Vite President for Academic Affairs

SUBJECT: Comprehensive Professional Development Plan (CPDP)

DATE: December 7, 2015

I am respectfully submitting the latest iteration of the Comprehensive Professional Development
Plan (CPDP) for your final review and approval. [ have thoroughly read the document, provided
edits and comments throughout its development, and have ensured that the comments and
feedback from various sectors of the campus community are integrated in the Plan itself.

Spearheaded by Dr. Elizabeth Diego, Associate Dean of the School of Trades and Professional
Services (TPS), this initiative took fifteen (15) months to go through the participatory
governance process on campus. As the attached transmittal memo from Dr. Diego reflects, the
original document was drafied in September 2014 and the current document (10" draft) was
given its go signal to move forward by the College Governing Council in November 2015.

This document is comprehensive and far-reaching in its coverage. It covers the professional
development needs of all the important sectors of the college, from faculty to staff to
administrators, A section is also devoted to the professional development of adjunct faculty.

Your approval of this living document at this time will formalize it. It will also signal the
beginning of its gradual implementation on campus, in keeping with the suggested timeline
included in the Plan itself. With your approval, the Plan’s official implementation will start in
Spring 2016.

L Approved \“@% Q‘A.@_ﬂdﬂ

Dr. May)A. Y. Okada
Disapproved President
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TO: R. Ray D. Somera, Ph.D.
Academic Vice President

FROM: Elizabeth A. Paulino Diego, Ph.D.

Associate Dean
SUBJECT: Comprehensive Professional Development Plan
DATE: December 4, 2015

The Comprehensive Professional Development Plan is being submitted to you in final form
after having undergone numerous changes as a result of feedback, input, and suggestions
made via the participatory governance process as enumerated in the timeline below.

Focused attention in the development of the Plan began in February of 2014 beginning
with research conducted on professional development programs for adjunct faculty. In
March 2014, a professional development needs survey was created to ascertain the needs
of faculty. Input was solicited from the Deans, Department Chairs, and Academic Vice
President which resulted in research to include both full-time and adjunct faculty. It was
also decided at the last Department Chair meeting held in Spring, 2014 that the surveys will
be distributed and collected by the Department Chairs and submitted to the Associate
Dean.

In May 2014, the data derived from the surveys were aggregated and organized based on
the greatest needs as indicated by faculty. Research and the writing of the Plan continued
throughout this time with an emphasis placed on effective practices for professional
development and classroom instruction.

Several meetings were called by the AVP to present the concept of the comprehensive Plan
beginning in April, 2014. In July of 2014 a meeting took place with the PDRC Chair to
discuss current professional development practices and the role of PDRC. A meeting with
the AIER Assistant Director also took place to discuss IDEA student evaluation results, the
interpretation of data, and data inclusion into the Plan. The month was spent identifying
themes and looking for overlaps between student survey data and faculty survey data.

Several activities involving key organizational members took place in the month of
September beginning with the submission of Draft 1 of the Plan to the AVP for review. This
was followed by an official memorandum from the AVP distributed college-wide
establishing professional development as an institutional responsibility in alignment with
the College’s Institutional Strategic Master Plan. Another meeting was called by the AVP
with the Chairperson and Co-Chair of PDRC to present some of the concepts in the first
draft and the coordination of its writing with the TPS Associate Dean.

Meetings continued throughout the month with PDRC members and the Faculty Senate
President. Academic Year 2014-2015 was set by the AVP as the planning year for the
initiative. PDRC provided a sample faculty development plan in October of 2014 which
outlined several suggestions that were incorporated into the Plan.



E



Draft 2 of the Plan was sent to the AVP for review in November of 2014. The Plan was
expanded to include Staff and Administrator Professional Development. The draft was also
sent to PDRC, Faculty, Staff Senate, and staff members of the Staff/Administrator
Development Review Committee for input.

Separate meetings took place in December 2014 with the Staff Senate Co-Chair and Chair to
discuss the creation of a professional development needs survey for staff. The survey
administration was coordinated with AIER and the results compiled by the office.

In January of 2015, Draft 3 of the Plan was sent out for comments from the AVP, PDRC,
Faculty and Staff Senates. Draft 4 of the Plan incorporated the suggestions provided by
these stakeholders. By the end of the month, Draft 5 was sent to all Faculty via the Faculty
Senate and also, to the Deans and Associate Dean.

In March of 2015, Draft 6 of the Plan was sent to the AVP for review. At the end of the
month, the Plan was posted College-wide for comment and feedback. Changes were made
which resulted in Draft 7 of the Plan. A copy of the draft was forwarded to the HR and
Finance Administrators.

By April of 2015, the Plan was presented to the College Governing Council. It was
discussed and decided that more time had to be given for greater input by the College
Community. Work with AIER on the Staff and Administrator surveys were completed and
disseminated as well. The results were compiled with the assistance of AIER and
incorporated into the sections for Staff and Administrators.

In May of 2015, Draft 8 of the Plan was sent out to CGC members for review. Changes were
incorporated which resulted in Draft 9. It was then posted college-wide for feedback and
review. Draft 9 was made available throughout the summer for comment. Meetings were
held with PDRC and the Faculty Senate to respond to questions regarding some provisions
of the Plan. Clarification was made addressing the concerns brought forth.

Changes were made to the Plan which produced Draft 10 incorporating suggestions by
members of the CGC prior to the November 2015 meeting. CGC made its official decision to
move the Plan forward at this meeting.

This draft is submitted to the AVP for his final review to be forwarded to the President for
her final gpproval.
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GCC is accredited by the Accrediting Commission of Community and Junior Colleges (ACC]C),
Western Association of Schools and Colleges (WASC).

Vision

Guam Community College will be the premiere educational institution for providing globally
recognized educational and workforce development programs.

Mission

Guam Community College is a leader in career and technical workforce development providing the
highest quality student-centered education and job training for Micronesia.

Sinagan Mision

(Chamorro translation)

Guiya i Kulehon Kumunidat Guahan, i mas takhilo’ mamanaguen fina’che’cho’ yan i teknikat na
kinahulo' i manfafache’cho’ ya u na' gudguaha nu i manakhilo’ yan manmaolek na tiningo’ ni i
manmafanandgui yan i fina’na’guen cho’cho’ gi iya Maikronesiha.

This document is a concerted effort between organizational members, divisions, and committees
within the College. It's fruition would not have been possible without the input of the Academic Vice-
President, the Professional Development Review Committee (PDRC), Faculty, and Staff Senates, and
faculty and staff overall. The Comprehensive Professional Development Plan simply referred to as
the Plan in this document, underwent a number of iterations, critique, and discussions over a one
year period. It was largely guided by the College’s mission, and values, informed by those goals and
initiatives in the Institutional Strategic Master Plan (ISMP) directly connected to professional
development initiatives, and is based on current educational and organizational research, and the

needs of the faculty, staff, and administrators as indicated on the surveys.

The Plan’s main purpose is to serve as a guiding instrument establishing a comprehensive approach
to the College’s Professional Development. The Plan also provides a distinct focus in which
professional development (whether it be at the individual, group, or institutional level), is
implemented with the central goals of improving instructional practices and increasing the delivery
of services to our students. Lastly, the Plan gives us all an opportunity to engage in thoughtful
discussions and activities regarding our changing needs, collaborate further, and to respond

accordingly.

Please direct any comments or suggestions for improvement to this document to Dr. Elizabeth Diego,
Associate Dean of the School of Trades and Professional Services

Draft #10 November 2015; Original document drafted September 2014



GUAM COMMUNITY COLLEGE COMPREHENSIVE
PROFESSIONAL DEVELOPMENT PLAN

Foundation for Professional Development

Introduction
Standard 11 of the Accrediting Commission for Community and Junior Colleges {(ACCJC) provides
the impetus for Guam Community College’s Comprehensive Professional Development Plan. As

stated in Section A.14:

The institution plans for and provides all personnel with appropriate opportunities for
continued professional development, consistent with the institutional mission and based
on evolving pedagogy, technology, and learning needs. The institution systematically
evaluates professional development programs and uses the results of these evaluations
as the basis for improvement (ACCJC Accreditation Handbook, 2014).

Similarly, a Board Policy on professional development also exists (Please refer to Appendix for the
policy in its entirety). In 2009, the Guam Community College Board of Trustees amended and
adopted Policy 400 on Professional Development, which states that “the Board of Trustees
recognizes the importance of a well-trained staff to more effectively carry out the mission of the
College and the Board of Trustees is committed to providing resources to support professional

development activities”.

Background

Efforts at the College to develop a comprehensive professional development plan commenced in
Academic Year 2014 to more effectively address the accreditation standard. The purpose of the
Comprehensive Professional Development Plan (CPDP) is to provide a framework for college-wide
professional development consistent with the institutional mission. CPDP incorporates four

major parts: faculty professional development, staff and administrators’ professional development,

organizational structure and support recommendations, and evaluation.

Over the course of several years, Guam Community College has implemented a number of
initiatives providing the building blocks for this plan. As evident in the college’s mission, the
institution is committed to providing the highest quality student-centered education. Two of the
College's core values place emphasis on a learning-centered and student-focused environment.
Additionally, GCC established Institutional Learning Outcomes (ILOs) representing broad outcomes

the institution endeavors students will achieve through their cumulative college experience.

Draft #10 November 2015; Original document drafted September 2014



The Institutional Strategic Master Plan (ISMP) was updated in 2014 setting direction for the College
over the next several years. The specific ISMP provisions directly related to the Comprehensive
Professional Development Plan (henceforth referred to as the Plan in this document) are outlined

below:

Goal 1: Retention and Completion—Strengthen and improve curriculum and educational delivery to
provide a student-centered educational experience that fosters retention and completion to prepare

our students for engagement in a global workforce.

Initiative 1: Incorporate the student-centered learning model into the curriculum and the

classroom.

Initiative 2: Strengthen the professional development support for faculty to effectively

implement the student-centered teaching model.
Extensive work went into the Plan beginning in Spring of 2014 with research on best instructional
and organizational practices. A faculty survey was devised in late Spring with significant input from
various members of the College. A staff and administrator survey followed in Spring of 2015. The
data from these surveys were aggregated and the information utilized to inform respective parts of
the Plan. Data results for both surveys can be found in the Appendix. Student evaluations from the
2013 IDEA survey results and classroom observation data were also included. Lastly, the current
utilization of funds for professional development were included for faculty, staff, and administrators.

The data may be found in the appendix section of this document.
Overarching Goals of GCC's Professional Development Plan

1. Institute student-centered teaching and service throughout the campus
2. Establish a culture of campus-wide and continuous professional development

3. Institute a climate conducive (trust, collaborative, supportive, respectful, and collegial) for the

successful implementation of professional development initiatives

4, Utilize data to inform and drive instructional and institutional improvement

Draft #10 November 2015; Original document drafted September 2014



Guiding Principles for Professional Development at the College

This Plan is informed by current educational and organizational research about what makes for
effective professional development. There is increasing awareness among colleges that simply
having favorable conditions for good teaching to occur is not the same as truly supporting teaching in
ways that are visible and intentional. (Mindich & Lieberman, 2012; Reder, 2007; Webster-Wright,
2009). New emphasis on effective teaching and organizational performance is being placed on high
quality professional development, higher quality teaching linked to increased student achievement
(Borko, 2004; Desimone, 2009; Wei, Darling-Hammond, Andree, Richardson, & Orphanos, 2009;
Yoon, Duncan, Lee, Scarloss, & Shapley, 2007), centers for teaching and learning, and growing
membership and participation in the Professional and Organizational Development (POD) Network,
a professional organization of faculty and administrators managing faculty development programs
(Mooney & Reder, 2008). At present, most professional development misses the mark. The most
prevalent model in the delivery of professional development is the one-time workshops. Yet
research points out its abysmal record for changing teacher practice and student achievement (Yoon,
et al., 2007). The real challenge we are faced with therefore, is how to create opportunities for
growth and development that will lead to students’ growth and development particularly in their
knowledge and ability to think critically (Gulamhussein, 2013). The conceptual basis, strategies, and
activities incorporated in this plan take into consideration the following guiding principles as

enumerated by the research:

« Good employees are grown, fostered, and supported (Bowman & Deal, 2003)

« Learning is stimulated through collaborative opportunities among peers pertaining to issues of
teaching and learning (Louis, Dretzke, & Walstrom, 2010; Miller, Goddard, Goddard, & Larsen,
2010; Saunders, Goldenberg, & Gallimore, 2009} and the support services in support of teaching

and learning

« Individuals gain and learn more through active construction of knowledge rather than through
passive reception of information (DuFour, 2004; Wei, Darling-Hammond, & Adamson, 2010;
Zepeda, 2014). Initial exposure to a concept should not be passive, but rather involve active
engagement so that participants can make sense of a new practice (Wei, et al., 2009; French,
1997)

« Excellence in teaching and service increases student learning

» A collegial and collaborative culture whereby regular dialogue is encouraged and supported,
innovative ideas are fostered, and teaching and learning initiatives are faculty driven, strengthens
the organization’s ability to achieve goals

Dra& #10 November 2015; Original document drafted September 2014



Reflection is built-in as a way to process and make connections to a particular learning
experience {Desimone, Porter, Garet, Yoon, & Birman, 2002; Wei, Darling-Hammond & Adamson,
2010)

People have an inherent desire to learn and contribute

Learning is both fun and rewarding (Ferguson, 2006)

Professional development occurs over a significant duration of time and is seen and implemented
as an on-going process which allows for learning the new strategy to take root and to grapple
with the implementation challenge (Desimone, et al., 2002;. Wei, Darling-Hammond, & Adamson,
2010).

The best staff training outcomes result from a combination of methodologies (Reid & Parsons,
2002).

There must be support during the implementation stage that addresses the specific challenges of
changing classroom and/or organizational practice

Organizations must shift the way they view employees and must consider the employee as an
individual with unique learning needs {(Wentworth & Lombardi, 2014).

Purposefully designed to meet the needs of the adult learner and is implemented for the following
reasons:

1. Awareness/Exploration—those professional development activities that address those first

stages of concern/interest/understanding regarding an innovation.

2. Skill-building—those activities that are designed to help participants build and apply specific

skills that are assumed to include follow-up coaching and support (Joyce & Showers, 2002).

3. Program Improvement - includes activities requiring both individual and team development
combined with systemic change. Improvement occurs when individuals or teams engage in

continuous, collaborative, and problem-solving processes {Du Four, 2004; Zepeda, 2011).

4, Strategic Planning/Systems Thinking- effective professional development and change
initiatives must acknowledge that complex, interdependent relationships exist among the
various aspects of an entire system. This comprehensive approach to change significantly
increases the potential that all components of a system {e.g,, curriculum, instruction,
evaluation and services compliment each other and work toward a measurable set of

outcomes related to improving student achievement {Ewing & Sorcinelli, 2002).

Draft #10 November 2015; Original document drafted September 2014



Job-embedded—All within the system must strive to incorporate professional development into the
fabric of daily practice. Adequate time must be provided to engage in active, consistent, productive,
and job-embedded learning experiences. Effective professional development must be designed to

respect the leadership capacity of members while promoting continuous inquiry and

improvement embedded in the everyday life of the institution (DeMonte,2013; DuFour,2004; Mindich
& Lieberman, 2012; Zepeda, 2014)

« Integrated Planning— Change is complex and individuals require on-going high quality
professional development even after the in-service training has occurred. They include time to
practice new skills and receive structured feedback, peer support, leadership support and
encouragement, establishment of clear goals, and technical assistance (DuFour, 2004). An
integrative approach driven by a shared vision related to increasing knowledge, awareness, and

skills are critical in order for meaningful and lasting change to take root (Joyce & Showers, 2002).

The Plan incorporates additional elements substantiated by research that identifies particular
attributes more likely to have an impact on teacher knowledge and effectiveness as evidenced by
student learning gains (Blank, 2013; Coggshall, 2012). In order for professional development to be

effective, it must be grounded in the following:

» Sustained over time which more likely will deepen knowledge and skills to meet intended goals

(Blank, 2013; Desimone, Porter, Garet, et al,, 2002; Yoon, Duncan, Lee, Scarloss, & Shapely, 2007).

« Reflects a collaborative, supportive, respectful, and trusting climate which enables successful
implementation of desired change (Bryk, Sebring, Allensworth, Luppescu, & Easton, 2009; National
Institute for Excellence in Teaching, 2012; Kowalski, 2014; Wei, Darling-Hammond, & Adamson,
2010).

« Incorporates reflection, observations, modeling (Snow-Renner & Lauer, 2005;, coaching and
feedback on the theories, strategies, and techniques that are research-based best practices for
teaching and learning (Joyce and Showers, 2002; Jaquth, Mindich, Wei, & Darling-Hammond, 2010;
Adamson, 2010)

« The focus is on teacher learning that is authentic and the conditions that must be in place in order
to support teachers to critically and collaboratively examine and refine their practices (French,
1997; Corcoran, McVay, & Riordan, 2003; Roy, 2005; Webster-Wright, 2009).

7 Draft #10 November 2015; Original document drafted September 2014



The proposed activities and strategies included in the Plan have been purposefully selected based on
the principles and elements derived from research. Effective professional development is an essential

the organization and key in retaining the best people. The Plan is designed to incorporate activities

and indispensable process without which organizations cannot hope to achieve their desired goals for
student achievement. The elements included in this plan are premised on the belief that the continued
growth and ongoing development of faculty, staff and administrators are critical to the effectiveness of
and strategies with the vision that an individual who has opportunities to learn, reflect, and apply skills,

can best extend those opportunities to students (Desimone, 2009).

Professional Development Congeptual Framework

Effective professional development programs are characterized by diversity of ideas, people, and
support practices. As such, they acknowledge and value the uniqueness of concerns and interests
among departments, divisions, and staff. This Plan therefore, is an amalgamation of activities and

approaches recognizing the diversity of needs.

Professional development at GCC will be approached from the following perspectives:
Growing Students: To serve in our roles so that students develop to their fullest potential,
professional development leading to an increase in knowledge, skills, and abilities must be intentional,

well-planned, well-connected, continuous, and systemic.

Growing Yourself: Viable organizations seek to create a dynamic work environment that
encourages and is supportive of growth and development. Effective leaders act on the belief that
members of the organization have present value and future potential and assume the responsibility for
increasing the capacity of people (Wentworth & Lombardi, 2014). Professional development addressing

this perspective considers two facets: self care and professional growth.

Growing Your QOrganization: To effectively navigate the college through systemic change, this Plan
includes system-wide organizational development. It refers to an intentionally planned, on-going, and
systematic process through institution-wide efforts to increase the organization’s effectiveness thereby
enabling the college to achieve its goals. This section is informed by current organizational research of
what makes an institution sustainable. The values that underscore organizational development have a
humanistic basis which seek ways of making interactions within the organization more effective and
more humane. Effective organizational development includes the organization’s ability to tap into the
internal knowledge and expertise of its employees and shares these with the rest of the organization via

training, development, and education opportunities {Batz, 2013).
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Organizational development examines the institution as a whole by looking at its parts such as
organizational structure, cliques, individuals, values, sub-components, environment, processes,
systems, interactions within the institution and how these affect the functioning of people within the

organization as well as the impact such interactions have on the organization itself.

The rationale supporting this approach is to engage in a process that provides the opportunity for the
organization to improve its capacity to handle internal and external functioning and relationships.
This includes improved interpersonal and group processes, more effective communication,
organizational climate and culture, enhanced ability to cope with organizational problems, more
effective decision-making processes, more appropriate leadership styles, improved skill in dealing
with destructive conflict, and developing improved levels of trust and cooperation among
organizational members. Overall, organizational development involves continuous diagnosis, action
planning, implementation, and evaluation with the end goal of equipping the organization and its
members with the knowledge and skills and abilities to improve its capacity to solve problems and

manage future change.

9 Draft #10 November 2015; Original document drafted September 2014



GUAM COMMUNITY COLLEGE COMPREHENSIVE
PROFESSIONAL DEVELOPMENT PLAN

Faculty Professional Development

This section of the Plan is divided into two parts to better address the specific needs of groups within

the organization. The first addresses the professional development of faculty. The second addresses
the professional development needs of staff and administrators. There will be some overlap of
professional development that will apply to all members of the organization regardless of position (i.e.,
Organizational Development training). The over-arching goal is to develop and implementa cohesive
professional learning community that will foster an environment encouraging and supporting

student-centered education.

Current research suggests that there are specific practices that lead to improved student learning.
Specifically, overall quality of teaching correlates positively with student growth in areas such as
motivation, openness to diversity and change, critical thinking and moral reasoning. The research
also indicates that students are not getting enough of these learning conditions and teaching
practices. For widespread and systemic change in student learning to take effect, specific pedagogical

support for faculty plays an essential role. (Joyce and Showers, 2002)

It remains a foundational premise in most educational organizations that faculty are the driving force
behind an institution. Therefore, the Plan outlines professional development leading to
student-centered instruction but most importantly, provides the pedagogical support in assisting both
full-time and adjunct instructors in becoming better prepared to meet the new demands and

complexities of the new paradigm.

This part of the Plan is informed by research on effective instructional practices, the needs and
interests as indicated in the Faculty survey conducted in the Spring of 2014, classroom observations,

and students’ evaluation of teacher effectiveness in the IDEA survey results from Fall 2013.

Professional development is organized around several core competencies as presented in the tables
that follow. Each of the competencies is accompanied by the goals, rationale, and activity or concept in

relation to it.
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Core Goals Rationale Activity/
competency Concept
Pedagogy To enhance and promote Research suggests that when Brown Bag
excellence in teaching and teachers talk about their teaching, Sessions
learning learn from each other, and reflect
To supply the necessary tools about their teachings practices, they |MiniTraining
for Faculty to maximize are more Iikely to mak.e positiye Sessions
student-centered learning chan‘ges in their teaching (Ewing & V)
Sorcinelli, 2009; French,

To provide and support 1997;Harwell, 2003; Roy, 2009) Off-island
informal opportunities to Conferences

share and exchange ideas and
to reflect on current teaching
practices

To provide a forum for
discussions on instructional
challenges and get feedback
from peers

To provide continuous
interactive training of short
duration on best instructional
practices

To provide broader access to
the latest educational
research

To encourage and promote
innovative teaching

To provide opportunities for
faculty to present, conduct
training, and /or demonstrate
for others innovative teaching
strategies

To provide and support self-
paced online training
opportunities

Faculty indicated they would like
more opportunities to engage in
pedagogical discussion and sharing
of ideas.

One hour, successive sessions allow
for information to be “chunked” or
broken into manageable portions
that can be more easily digested and
applied. Faculty indicated they have
a preference for short sessions over
a period of time

Some faculty (including Adjuncts)
have not had the formal training in
educational delivery. Both new and
experience faculty can benefit from
training based on traditional and
current educational theory and
research

These activities provide
opportunities to engage, have direct
participation in innovations that
support institutional initiatives, gain
expert knowledge and skills in an
area of need, network with others in
their field, and stay currentina
specialty area.

Online training provides increased
and immediate access to
professional development

Online Training
Webinars
Readings

Role-playing
techniques

Live modeling

Open-ended
discussions

Classroom
visits

11
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Core
Competency

Goals

Rationale

Activity/
Concept

{continued from
previous page)

Pedagogy

To provide opportunities to
practice effective
instructional techniques

To provide opportunities to
critically analyze and receive
constructive feedback on
instructional practices

Provide opportunities to
critically analyze and receive
constructive feedback on
instructional practices

Provide opportunities to
reflect on instructional
practices

Identify and utilize existing
specialized expertise among
faculty

Build the teaching and
training capacity among fac-
ulty for faculty

Train a group of instructors

to be certified as “experts” on
best instructional practices

Implementation of new practices
work best when teachers practice
and engage in constructive and
immediate feedback

The craft and practice of teaching
is best transmitted by teachers.
Teachers know more about
classroom culture and
competencies than do those who
have had no/limited classroom
experience or who visit the
classroom occasionally.

Demonstration
Lab

Training of
Trainers

Leadership

12

To examine current effective
models of leadership

To identify and implement
the most effective leadership
strategies that support
organizational well-being

To implement leadership
techniques and tools for roles
in the classroom, committee
work, and for other settings
and situations that may
benefit from or require
effective leadership skills

To establish a forum for
thoughtful examination and
reflection about leadership
roles of faculty

To identify leadership
development needs based on
a variety of assessment tools
and feedback from colleagues

To effectively implement and
sustain student-centered
education, effective leadership is
crucial at all levels within the
organization.

Leadership training will provide
faculty with essential leadership
skills that can be utilized both in
the classroom and in participation
in other campus initiatives. Closing
the gap between how the concept
is implemented and the kind of
leadership required to sustain new
initiatives is critical to the
institution’s success.
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Core Goals Rationale Activity /Concept
Competency
Mentoring To support departments in | Effective mentoring programs Mentoring

their mentoring activities

To examine current
mentoring program to
improve effectiveness

To implement formal
procedures to strength
feedback and communication
between mentor and mentee

To encourage greater
participation among faculty
to increase teacher support
and success

To identify those traits that
make mentoring successful
from both the mentor’'s and
mentee’s perspectives

provide one of the most
successful strategies that
promote the transfer of
knowledge and skillsin a
structured relationship. The
mutually beneficial arrangement
serves to foster collegiality and
enhance departmental and
teaching effectiveness

New or beginning teachers have
a greater chance to succeed in
their instruction if they are
supported by others who have
gained the classroom experience
and have developed effective
instructional practices

Teachers providing support for
one another increases the
likelihood that the new
innovation will be implemented
and established as an embedded
instructional practice

Follow up supportis as
important as initial training.
Teachers who have experience
with new, innovative practices
are in a better position to
support and encourage the
efforts of colleagues.

Peer Coaching

Technology To enable faculty to use In alignment with GCC's mission |Workshops/
technology effectively in the |of providing the highest quality  [Training
classroom in support of student-centered education and
student-centered instruction |job training, keeping abreast of
To offer workshops which Fhe cons_tant.changes fmd
support expanded use of innovations in educa_tlonal
current technology technology is essential for faculty

development
To offer workshops that train
with cutting edge technology
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Core
Competency

Goals

Rationale

Activity/Concept

Interpersonal &
Intrapersonal
Development

To encourage and support
faculty in developing and
assessing effective personal
and intrapersonal skills

To encourage reflective
practice

To provide support to
individuals who pursue
advanced credentialing

To encourage individuals to
seek and complete
credentialing

Professional development is
multi-faceted. The opportunity to
develop interpersonal and
intrapersonal skills is an integral
part of increasing the capacity of
individuals within the
organization.

Professional development
includes the formal process of
credentialing to build the
capacity of individual members
of the organization and the
organization as a whole

Series of training
sessions

Credentialing

14
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GUAM COMMUNITY COLLEGE COMPREHENSIVE
PROFESSIONAL DEVELOPMENT PLAN

Adjunct Faculty Professional Development

One of the greatest challenges community colleges are faced with is instituting strong campus
connections for their part-time adjunct faculty (Gonzalez, 2009). Adjunct faculty comprise 68% of
two-year public college faculty as noted in the Digest of Education Statistics (2008). Adjunct faculty
play a significant role in higher education, yet are often considered peripheral to college life. A
number of studies have focused attention on the lack of inclusion, pay, resources, and respect
accorded to part-time faculty in community colleges (Gappa & Leslie, 1993; Roueche, Roueche, &
Milliron, 1995; Alfred, 2003). The research points to the strong degree to which part-time faculty
feel isolated, marginalized, invisible, second class, and rarely provided professional development
opportunities accorded to full-time faculty (Bransford, Brown, & Cocking, 2000; Cox & Richlin,
2004; Gappa & Leslie, 1993; Gillespie & Robertson, 2010; Hurley, 2006). A significant body of
literature underscores the crucial need for adjunct faculty development (King & Lawler, 2003;
Leslie & Gappa, 2002; Nilson & Miller, 2009; Roueche, Roueche, & Milliron, 1995). Roueche,
Roueche, & Milliron, (1995) and stress the “importance of integrating part-time faculty and
recognizing them as important players in the teaching and learning process in the interest of
providing quality instruction...” (p. 120). Current literature suggests college teachers can be

supported in their success.

The College has a responsibility to provide a framework whereby adjunct faculty can pursue goals
specifically associated to teaching excellence. If the College expects to achieve its principle mission
of providing the highest quality student-centered education and job training, then it must provide

the infrastructural and instructional support.

The following proposed activities is a composite of research from literature of successful practices of
a number of colleges in the professional development of their adjunct faculty. The activities
proposed are based on the part-time status of adjunct faculty (Please refer to the Appendix for a

summary of results), their needs as indicated in the faculty survey, and current research.
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Core Goals Rationale Activity/
Competency Concept
Pedagogy To provide training GCC adjunct faculty comprise a Hybrid Short
specifically geared for part- |substantial percentage of the sessions
time faculty teaching staff who are in a unique |combined with
situation as a result of their part-  |online training
time status. Pedagogical (to be
To provide training thatis | development will enhance the patterned after
convenient for part-time ability of part-time faculty in the 4
faculty providing effective student- faculty.org
centered instruction format-
) ) pedagogical
Proyifie basic pedagogical content will be
certification, Associate of organized into
Arts in Education with areas modules
of concentration: Andragogy, )
Developmental Education, Adjunct
or, Career and Technical Certification
Education Training
Program
Technology To enable adjunct faculty to |In alignment with GCC’s mission of |1 to 2 hour
use technology effec- | providing the highest quality successive
tively in the classroom in student-centered education and job {training
support of  student- training, keeping abreast of the sessions
centered instruction constant changes and innovations
To offer workshops which and applicaFions in e.ducational
support expanded use of technology is essential for faculty
current technology LN SRme
To offer workshops that
train with cutting edge
technology
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The Goal of the Adjunct Certification Training (ACT) Program is to provide tools and resources
that assist adjunct faculty in becoming more effective educators in the classroom. To encourage
and support the development of these instructors, this proposal includes training that begins with
a more intensive orientation beyond the administrative responsibilities of teaching. Currently,
adjunct orientation consists of presentations on college policies and procedures, safety, and
student support services. While basic orientation about administrative aspects of teaching are

important, greater attention and support must be provided in the area of pedagogy.
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GUAM COMMUNITY COLLEGE COMPREHENSIVE

Staff and Administrator Professional Development

The Plan acknowledges that no single group is solely responsible for the success of the College in
achieving it core mission. Each member has a role in advancing the institution and creating an
environment of high quality teaching, strong support services, and high student expectations. The
literature emphasizes two central concepts that are characteristic of effective professional
development programs. This Plan has incorporated high quality professional development concurrent
with organizational development; and, improvement of performance both through individual
achievement and systemic change. Professional development encompasses activities and opportunities
that help members of an organization grow in terms of their performance, satisfaction, and status
within the workplace. It may include job enrichment, expanding one’s current position via additional
responsibilities or taking on new projects; lateral movement into a different area of the organization;

and/or vertical movement to positions of higher status and greater responsibility.

Research has demonstrated that professional development of employees yield beneficial results for
both members and the organization. There exists a symbiotic relationship between people and the
organization. Organizations require the energy, effort, and talent of individuals and people need
organizations for the intrinsic and extrinsic rewards and benefits. When there is a good fit, individuals
find meaningful and satisfying work, and organizations reap the benefit of the talent, skills, and energy
of the individuals comprising the organization (Bowman and Deal, 2003). The benefits to the College

are:

Employee Retention— Staff members develop loyalty to an organization because they feel they are
cared about as individuals. They benefit from personal and professional growth and do not feel their

role has become static or their career has reached a stagnant point (Community Tool Box, 2015).

Staff Morale—An organizational culture that encourages learning and fosters education creates a
positive, motivated, and committed workforce. Employees who feel they make a difference in the
mission do better work (Hauser, Huberman, & Alford, 2008; Hord, 1994).

College Efficiency— Orientation and cross training are essential for a smoothly running organization.
The stability and tenure that result from low staff turnover contributes to the efficiency of the

organization.
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Job Competency—Employees who have received job-specific training are more productive and
confident. Professional ,administrative, support, and technical staff need ongoing education to stay
current regarding the constantly changing aspects of college environments (Community Tool Box,
2015).

Customer Satisfaction— Employee professional development can positively affect college
customers (who are the students, business, government, and the community), who benefit from their
skills, positive attitude, and efficiency. Professional development across the college assures the
success of students by supporting the growth and improvement of the skills and abilities of all

employees.

This Plan also places emphasis and importance of professional development for support staff and
administrators. They play a significant role in the teaching and learning process through improved
student services, well-maintained facilities and infrastructure, increased opportunity for personal
and professional growth, and a safe, secure, and healthy learning environment. These organizational
members perform the essential work of keeping the college operating on a daily basis. They are the

bread and butter of the organization (Hauser, Huberman,& Alford, 2008).

An effective professional development program applies to everyone in the organization and responds
to members’ needs (Community Tool Box, 2015; Hauser, Huberman, & Alford, 2008; Hord, 1994).
Continuing professional development is an on-going process which ensures that all staff and
administrators at all stages in their careers are able to continuously learn, progress, and maintain

currency in order to have a positive impact on the organization and outcomes for learners.

Participation in relevant professional development activities is both an entitlement and a
responsibility for all staff and administrators. An overarching goal of this Plan is to establish and
inculcate a culture that is committed to professional development at the individual, group, and
organizational levels. Professional development is an investment in the most valuable resource in the
organization, its employees. This investment will yield significant dividends for the College and the
community as a whole. The recommendation is that staff have an opportunity for training at least
once a month and that it be scheduled regularly as part of the normal operation of the organization
(Community Tool Box, 2015). In addition, an increased amount of time must be devoted to staff

learning and planning if new initiatives are to be achieved (Laine & Otto, 2000; Sparks, 1994).

This part of the Plan was informed by research on best practices of effective organizations and the
needs as indicated on the staff and administrator surveys conducted in Spring of 2015 (Please refer

to Appendix for survey results).
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The staff survey was created with the collaboration and recommendations of several staff leaders and

augmented by current research on what makes for sustainable organizations.

Organizations are increasingly challenged by change. Competitive pressures are placing demands to
make adaptations based on rapid technological changes and the globalizing economy . If an
organization is to survive such unprecedented changes, significant attention must be paid to
organizational development. Often referred to as the “soft side” of change, it focuses on how members
of an organization react to change and most importantly, how their needs are considered for change

efforts to be effective (Anderson & Anderson, 2010) .

Organizational development draws attention to organizational culture, team-building, and leadership.
The literature underscores how essential it is that attention must be paid to staff morale and building
a positive culture. Growing individuals and the organization equates to building a culture that values
continuous learning and values each staff member, creates a unified body, and a feeling of team among
members of the organization. A sustainable organization invests in its employees, rewards initiatives
and competence, praises and encourages its employees regularly, respects and appreciates each
member, views mistakes as opportunities to learn, and provides transparency and flexibility (Hauser,
Huberman, & Alford, 2008; Preskill & Torres, 1999). The organization must in addition, ensure that
its members have the confidence and skills to excel. Today’s organizations require all its members to
develop a new set of skills that will be built on establishing networks of relationships that place great
significance on listening, communicating, and group facilitation to complete the work (Anderson &

Anderson, 2013; Preskill & Torres, 1999).

Changes current organizations experience are unprecedented and are resulting in less organizational
stability and a redefinition of its identity and how the work is carried out. Consequently, the
traditional structures of hierarchical, linear, compartmentalized job functions are becoming more
archaic and less responsive. This shift has placed increased emphasis on the need for processes that

have the flexibility to change as an organization and its members’ needs change.

The innumerous changes organizations are experiencing places additional demands on its members.
Regardless of whether the changes are miniscule or substantial, organizations need to pay attention
and address key areas to ensure initiatives are successfully achieved. Anderson and Anderson (2013)
identify relevance and meaning as a key area. Although employees are asked or pressured to change,
they often don’t know why and most importantly, in terms that are meaningful to them. While

organizational leaders may see this as lack of commitment or simply resistance, in actuality, it is a lack
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of understanding about why the changes need to be made in relation to the organization’s success. It
will be a great benefit for the organization for the initiatives to be communicated effectively and ensur-

ing that all members have a larger understanding of why the change needs to occur.

Most organizations are caught up in the vortex of the speed of change. Consequently, leaders make
critical mistakes to have needed changes take place immediately. What often happens is they overlook
additional capacity necessary setting unrealistic, crisis-producing timelines in addition to the already
excessive workloads of organizational members. Major initiatives require thoughtful planning to
determine realistic timelines as it requires consideration for additional time, effort, and resources.
Related to this is capacity, a prevalent challenge in organizational change. There is only so much

time and attention that can be devoted to work that is done before quality, employee performance, and

morale are deleteriously impacted.

As noted in research, 60 percent of major initiatives fail because leaders often ignore or do not
adequately address the organization’s culture as a major force directly linked to successful changes.

Change in the organizational culture change goes hand in hand with major initiatives.
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Core Goals Rationale Activity/
Competency Concept
Service Acquire new ideas for These activities provide On-island/Off-

innovative strategies and
support services

opportunities to engage, have direct
participation in innovations that

island

A R . |conferences/
Provide opportunity for staff | SUPPOrt institutional initiatives, gain .
and admisiztratorgo expert knowledge and skills in an tIalning
present, conduct training, or area of need, network with others in
demons'trate eyl ' the field, and stay currentina
strategies for others specialty area.
Conduct training for all staff
and administrators in current
service best practices
To offer training to enable . . .
Technology administratorsgnd staff to e ini
ffectivel : student-centered education, all Training
ertec “ﬁy zpelia G/ALES members of the college community
current technology should be proficient in the use of
latest technology
To offer training for use of
future technology and its
applications
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Core
Competency

Goals

Rationale

Activity/
Concept

Interpersonal /
Intrapersonal
Development

Modeling/
Coaching/
Mentoring

Provide and support self-
paced online training
opportunities

Provide expanded
opportunities via computer
technology for staff/
administrator professional
development

Encourage on-going formal
credentialing and
certification among
organizational members

Provide a venue for visual/
active demonstrations of best
practices (i.e., verbal and
written communication skills,
customer service skills)

Provide opportunities to
build on existing skills/
advance skills and knowledge

Provide opportunities to
share and exchange ideas to
problem-solve challenges/
improve support services

Establish and encourage
positive peer support groups

Provide enhanced
communication and
connectivity

Online opportunities to address
specific areas of need or topics
provide immediate access to
professional development

The best programs enable
organizational members to
maximize their potential through
self-directed training and
development. Learning by doing
encourages members to take
responsibility for their own learning
and apply the learned concepts at
work. Effective organizations
recognize that learning is built
around application rather than
theory (Thomas, 2012).

An educated and trained workforce
leads to a stronger organization

Demonstrations bring to life the
intent of specific training so that
organizational members model the
best practices

On-going professional development
of short duration enables staff and
administrators to consider/infuse
innovative ideas in smaller chunks
and incorporate the ideas gradually
into day-to-day practices

Research indicates that when peer
support groups are established to
provide a non-threatening venue for
constructive feedback, discussion,
problem-solving, and reflections of
implemented strategies and
practices, efficacy increases which in
turn, impacts organizational
effectiveness.

Support after training is critical for
initiatives to take root.

Online Training

Webinars

Credentialing

Skill
Development
Lab

Brown bag
sessions

Mini training
sessions

Peer Support
System
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Core Goals Rationale Activity/
Competency Concept
Leadership/ Provide arganizational The development of the organization | Leadership/
Organizational |[development training as a whole is imperative to its well- | Qrganizational
Development opportunities being gnd.overall effectwenes_s. Development
Improve individual and Orgamzatlongl d_e\.lelopment is the Seminars
organizational functions and other h;ftlfofmdmdual and group
effectiveness professional development.
Identify and develop leaders Members must be cognizant of the
at all levels of the charaqeristics of healthy
organization organizations and understand their
role in promoting a healthy culture
through their words, thoughts, and
Examine and apply effective |actions
leadership styles and
characteristics .
Research points to common
Provide opportunities for self | characteristics organizations share
-reflection and identification [that make them effective in
of areas in leadership for leadership development. Leaders at
growth and development that |all levels are identified and
leads to increased developed based on the strategic
congruence between objectives and competencies that are
philosophy and practice clearly identified (Batz, 2013).
To ensure the integrity of processes
Pedagogy Provide training in (such as faculty evaluations) and
pedagogical research for all maximize benefits derived from the
staff and administrators in such an exchange, all administrators
support of faculty will benefit from dialogue, common
understanding, and consistency in
applying best practices in areas such
as conducting effective classroom
observations and providing effective
feedback.
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GUAM COMMUNITY COLLEGE COMPREHENSIVE
PROFESSIONAL DEVELOPMENT PLAN

Organizational Structure

The Plan takes into consideration the organizational structure and resource support necessary in the
implementation of student-centered instruction and service. Colleges and universities throughout the
nation are recognizing the importance of positioning teaching and learning at the epicenter of the
institution. Consequently, teaching and learning centers have earned the reputation of facilitating
campus-wide improvement (Ewing & Sorcinelli, 2002). When successfully implemented, teaching
centers engender the kind of campus culture that values, rewards, and promotes excellent teaching.
Because of their distinct position within the organization, they focus on the needs and interests of the
entire college community. They serve as the umbrella for campus activities that feature innovative
instruction and are able to shift support into areas of priority. Centers assure confidentiality in order
to create a supportive and nurturing environment so that teachers, staff, and administrators may
maximize their potential. It is where institutional memory remains important in providing the
continuity in support services for teachers despite changes among department chairs, deans, and
presidents. Centers facilitate faculty and staff networking and serve as the nexus between disciplines
with common interests by organizing events that bring teachers, staff, and administrators together to
share their perspectives and strategies with one another. This a primary benefit most often cited by
individuals who engage in the activities of the center. To provide the most effective teaching, learning,
and professional development support under one roof, centers must provide a comprehensive
program of services. These include but are not limited to, individual consultations, videotaping of
instruction/service delivery, demonstration labs, resource center, seminars, workshops, orientation
programs, publications and websites with both basic and the latest information about teaching,

learning, and professional development.

The Plan proposes an adaptation of the teaching and learning concept to be all inclusive of the entire
college community. The establishment of a Center for Professional Learning and Excellence will serve
as the central venue in which current research on exemplary teaching, learning, leadership, and

organizational development come to life.
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The specific components of the Center for Professional Learning and Excellence are supported by

research. Infrastructural support via the Center, conveys a strong message that the College prioritizes

professional development and is committed to building a community of excellence. The Center is

critical for building lasting collaborative partnerships among the faculty, (Jacobson, 2013) staff, and

administration and places increased emphasis on the improvement of teaching, learning, leadership,

and organizational development.

The diagram below outlines the conceptual structure of the Center for Professional Learning and

Excellence, its sub components, and its position within the College:

Training, conferences
brown bag sessions,
seminars

/Training Station\ 4

N

26
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Building effective professional development: The necessary structural supports

A major finding in the research is that over 90 percent of teachers reported having participated in
professional development but the majority also reported it was not useful. What is necessary to
recognize is not that teachers do not participate, but rather, that the status quo is ineffective (Darling-
Hammond et al, 2009). One comprehensive study took a look at 1,300 other studies of professional
development research. What was found was that those professional development programs that had

an impact on student achievement were lengthy and intensive.

Findings corroborate the research on teacher learning that indicates mastery of a skill is a time-
consuming process. The study conducted by French (1997) pointed out that teachers may need as
many as 50 hours of instruction, practice, and coaching before mastery of a new strategy is achieved.
A maore recent study found that teachers with 80 hours or more of professional development were
significantly more likely to use the teaching practice they learned about than those who had less than

80 hours of training (Corcoran, McVay, & Riordan, 2003).

In contrast, the most often utilized workshop method not only failed to increase student learning, but
also did not change teaching practices (Yoon et al,, 2007). Programs that were less than 14 hours had
no effect on student achievement. An earlier study found that training that merely described a skill to
teachers as is usually the case in traditional workshops, yielded only 10 percent of the teachers who
were able to translate the skill into practice. The majority of the teachers walked away from the

training without changing their instructional practice (Bush, 1984).

The research moreover, notes that current approaches to professional development is based on a
faulty assumption of teacher learning. The workshop method in particular assumes that the only
challenge teachers are faced with is a lack of knowledge of effective teaching practices and when that
gap is filled, teachers will change. Rather, research identified the greatest challenge for teachers is
actual implementation of the new method into their classroom (Fuller, 2001). Referred to as the
“implementation dip”, it takes time and practice before the new skill is mastered. On average, it takes
20 instances of individual practice to master a new skill. The likelihood that the number increases

depends on whether the skill is exceptionally complex (Joyce & Showers, 2002).

The implementation dip is also complicated by teachers’ underlying beliefs about implementation and
whether they see success with their students after doing so. The phenomenon that has been well
documented is the tendency for teachers to abandon the practice when they do not experience success

with it and revert to earlier practices (Guskey, 2002).
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Increasing time devoted to professional development is not sufficient. A significant portion must be
committed to supporting teachers during the implementation phase. Two studies (Truesdale, 2003;
Knight & Cornett, 2009) examined the difference between teachers attending just a workshop and
those being coached in addition, through implementation. Both studies found that teachers who were

supported by coaching transferred the newly learned teaching practices.

If an institution expects its teachers to change instruction, the implementation phase needs to be
included and supported more explicitly in professional development as this is the most critical stage
during which teachers begin to commit to a new instructional approach (Gulamhussein, 2013).
Effective implementation requires considerable resource support, monitoring of implementation,
communication, linkage to other organizational initiatives, identification of unsolved problems, and
clear and concise problem-solving action. The Center for Professional Learning and Excellence (CPLE)

will provide the mechanism in which these occur.

The goals of the Center for Professional Learning and Excellence (CPLE) are:

« To serve as the central venue for activities in support of teaching and learning initiatives and
professional development

« To function as the implementation center for the College’s Comprehensive Professional
Development Plan

« To provide for a range of professional development activities which address overall initiatives and
specific program needs

« To support and encourage the faculty mentoring program and peer support, and staff/
administrator peer coaching

« To provide a central venue for the application of research-based practices and practice of effective
instruction

« To provide premiere educational, training, and technological resources and materials in support of
exemplary teaching, learning, and professional growth.

Recommendations and Timeline for Plan Implementation

Based on research on best professional development practices, the following recommendations are
made to effectively implement the Comprehensive Professional Development Plan and ensure its

effective evaluation (Batz, 2013; Thomas, 2012).

Recommendation 1- That current college policies, practices, systems, structures, and strategies
impacting professional development initiatives be assessed to determine alignment with the
Professional Development Plan. That changes be made where necessary so effective implementation
and support for the initiatives contained in the Plan.
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Conduct work sessions to determine and finalize implementation of the schedule of professional
development based on recommendations and/or alternatives suggested (PDRC, Office of the VP, Staff/

Administrator Committee, Faculty and Staff Senate)

Recommendation 2— That a Professional Development Ad Hoc Committee be formed to determine
specifics of the Plan such as recommendations for administrative staffing of the Center for Professional
Learning and Excellence, planning the phases of professional development implementation,
identification of resources necessary to support the activities of the Plan, and prioritizing activities to
be implemented annually. That the Ad Hoc Committee be comprised of various college representatives

from the faculty, staff, and administration to include members of PDRC, Faculty, and Staff Senates.

Recommendation 3- That critical discussions commence prior to the implementation of the Plan to
consider utilizing existing college entities in the implementation, monitoring, and reporting of

professional development activities.

Recommendation 4- That the Plan be incrementally implemented based on the following schedule

and tasks:

1st Year

Based on the provisions of the Plan, expand training (online, interactive)
Determine and establish evaluation criteria based on best practices and Plan goals
Evaluate current professional development to determine effectiveness

2 Year

Implementation of Center of Professional Learning and Excellence (CPLE)

Implementation of peer coaching (Center of Professional Learning and Excellence, PDRC, Staff
Committee)

Monitor and Evaluate professional development

3rd Year

Teacher/Training Lab (Center of Professional Learning and Excellence, PDRC)
Implementation of teaching/training demonstrations (CPLE)

Instructional Resource Room (CPLE, Office of the VP)

Monitor and evaluate Professional Development (CPLE, AIER)

Recommendation 5: That AIER in close collaboration with the CPLE apply best practices in

establishing various evaluation tools and techniques for professional development
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Recommendation 6: That PDRC/Staff Professional Development Committee monitor and review

professional evaluation data to determine changes to better address professional development needs

Recommendation 7: That a Professional Development Evaluation Team be established consisting of
the AIER Assistant Director, Associate Dean of TPS, a member of the PDRC, LOC, CCA, and other

appropriate members.

4th Year

Establishment of an Instructional Repository

(online resources, teaching resources, best practices strategies/current research, computer lab, other

audio visual equipment)
Monitor and evaluate professional development

Recommendation 8: That the Plan be construed as a living document to be reviewed each year in
conjunction with professional development evaluation results. Changes to the document will be made

based on the extent to which professional goals are achieved.
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GUAM COMMUNITY COLLEGE COMPREHENSIVE
PROFESSIONAL DEVELOPMENT PLAN

Evaluation of Professional Development

Professional Development is assessed primarily by its effectiveness in changing instructional and
organizational practice and how such change impacts student achievement. Moreover, it is critical to
the continuous growth of teachers (Altany, 2015), staff, and administrators. Research indicates that
professional development is successful when it is adapted to the complex and dynamic characteristics
of specific contexts. It must be adapted for relevancy and practical application. Simply put, professional
development is tailored to the unique needs of the organization and its members (Batz, 2013). Given
the complexity, the change process requires an extended period of time for long-term instructional and
organizational behavior and practices and significant learner performance to occur. The purpose
therefore of evaluation, is to provide information on the impact of professional development as well

as to provide data for refining and adjusting professional development activities on an iterative basis.

An on-going and systematic process of evaluation is an essential component of professional
development (Thomas, 2012). Therefore, regular evaluation will be implemented to collect evidence
with the goal of ascertaining to what extent professional development activities are effective. These
include but are not limited to data collection on brown bag sessions, classroom observations,
professional development evaluations and feedback, IDEA survey results, student work and
evaluations, evaluation of support programs such as peer mentoring and coaching, and staff support

initiatives. The evaluation process will coincide with the schedule as indicated in the Logic Model.
This Plan will include three measures of evaluation:

1. Planning—The critical questions are: What are the needs? What will the professional development

approaches be? What is the timeline? What resources are necessary?

2. Application/Implementation—The critical questions are: Did the training meet the participants’
needs? Was it of high quality? Does professional development alter long-term behavior?
Are the participants receiving job-embedded, reflective opportunities to assist in their
application and utilization of new knowledge in an effort to improve educational
practices/delivery of services? How will professional development activities be

monitored?
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3. Impact/Evaluation

Successful professional development programs have a clear and well-developed system for measuring
effectiveness. Measurement includes employee participation, training quality, and impact (Batz, 2013)
Critical questions to ascertain the extent to which professional development is effective are: How do
we know that professional development activities improve learner performance? To what extent have
goals been met? What mechanisms can be adopted to ensure change can be made to procedures,
activities, goals, and timelines? What are the measurable results? What should be done with the

results?

The Plan is further based on guiding assumptions about evaluating professional development as

indicated in the research and derived from the National Staff Development Council. They are:

1. No single “best” approach to evaluation exists and the recommendations included apply to
professional development in general.

2. Evaluation planning should be an integral part of professional development planning
Teachers and staff play a key role in evaluating professional development

4. Evaluations of professional development should be separate and distinct from teacher and staff
performance appraisals.

Professional Development Logic Model

The overall design of a professional development program takes into consideration key elements that
will be evaluated as well as the accompanying underlying assumptions. Several questions are
underscored: what are the goals of the professional development program? Who are the anticipated
participants? What kind of professional learning will take place? What is the timeline? What resources
are necessary to ensure the professional development takes place as planned and results in intended
outcomes? What contextual factors are likely to influence professional development, and how are these
factors likely to influence the extent to which teachers apply new knowledge and skills in their

classrooms and staff and administrators apply new knowledge and skills in their respective areas?

A framework utilized in the drafting of this Plan is the Logic Model (diagram on the following page). It
is a useful tool in addressing the questions previously posed. Essentially, the model is an important
instrument in the identification of key components of professional development including underlying
assumptions, determining the time frame, and the expected outcomes (Teacher Professional
Development Guide, 2010). This model was utilized in the drafting of this Plan in an effort to
conceptualize the various aspects of long-term professional development that must be critically
considered. Overall, the mode! serves as the road map for how professional development occurs, the

systems in place to support it, and for its evaluation.
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Iterative Process

Timeline (in months/over an extended period)

!

| | | | |
1nputs Professional Interim Professional Interim Professional Outcomes/
Learning Outcomes/ Learning Outcomes/ Learning Indicators
Activities Indicators/ Activities Indicators/  Activities
I Benchmarks | ] Benchmarks I1 1] 1]
(e w e N
Effective Presenta- w Participant Presenta- Participant Presenta- New
needs tions perceptions tions perceptions tions knowledge
assessment d skills
& targeting Training Training New Training &
of :
participants Demonstra- New Demonstra- knowlt?dge Demaonstra- Change "
. . and skills . practice
tions knowledge tions tions
e Brown Bag and skills Brown|Bag Change in Brown Bag Change in
. . practice . school
Sessions Sessions Sessions —
Adequate Chanee in organization
materials, Mentoring Change in Mentoring b gl Mentoring and culture
schoo
i . school . .
eq‘flP_nmm' Coaching 00_ . Coaching organization Coaching
facilities to organization N~
ensure full Follow-Up and culture Follow-Up and cuiture Foliow-Up
participation Evaluation Changes in .
. J \ / | student N / | Changein
learning student
Adequate \ / Evaluation it
staff to Change in
ensure ful} \ student
participation behavior and
engagement
N/
N
Adequate
funds to Evaluation

ensure full
participation

Adequate time
in schedule to
ensure full
participation

|

L

Formative Evaluation

L]

L

Summative Evaluation

T

[Contextua! Factors that may affect participation and outcomes {e.g., competing priorities, change in leadership, etc.)
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Appendix A: Board of Trustees Policy 400

In 2009, the Guam Community College Board of Trustees amended and adopted Policy 400 on
Professional Development. The most recent amendments and adoption was January 13, 2015.
Policy 400 states:

Whereas, the Board of Trustees recognizes the importance of a well-trained staff to more
effectively carry out the mission of the College; and

Whereas, the Board of Trustees is committed to providing resources to support professional
development activities; and

Whereas, procedures for the selection of administrators, faculty and staff professional
development are on file in the office of the President of the College.

Now, therefore, be it resolved, that the Guam Community College Board of Trustees establishes a
Professional Development Account of the Non-Appropriated Fund for the professional
development of faculty and support personnel. The President shall annually submit a budget for
professional development for approval by the Board of Trustees.

Be it further resolved, that the Board of Trustees authorizes the following:

1. The selection of faculty will be through the Professional Development Review Committee
(PDRC), in alignment with procedures established for the comprehensive professional
development plan. The recommendation of selected faculty will then go to the Deans,
Academic Vice President, and the President for final approval.

2. The selection of administrators and staff will be through the Administrators/Staff
Professional Development Committee. The recommendation of selected staff and
administrators will then go to the President for final approval.

Be it further resclved, that is the policy of the Board of Trustees that professional development

activities will be undertaken outside of the employer’s normal working hours. In the event that

a workshop or course is only offered during working hours, the supervisor may make

arrangements for the employee to make up hours, as necessary and appropriate.

Be it further resolved, that administrative leave may be granted for professional development

activities under any of the following conditions:

1. The scheduling of the professional development activity will not compromise the critical
operations of the department and the Guam Community College.

2. The professional development activity is conducted off-island

3. The professional development activity is an integral part of the employee’s job
classification

4. The professional development activity is offered only during normal working hours.

5. The professional development activity is required by the employee’s supervisor as part of
an employee improvement plan.
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Appendix B: Academic Vice President’s Memorandum

GOC

Academic Affeirs Division

Flcliren Humnunidat Gadnan R. Ray D. Somera. Ph.D.

) -\c:n:d._lr::l ey the Vice President
Plestetf Flamaatice i

Griintle and Cndesoss

TO: Deans, ss5soclate Deans, Depaytment Chatre, PDRC members, and all
T55 and TPS Faculty

s
¥

FROM: Dr. R Ray D. Somera ‘
Vice President for Araderfic Affairs

SUE[CCT: Development of a Comprehensive Professional Development Plan for
Faculpy

DATE: August 29, 2014

Faculty professional development is an institutional responsibilicy, hence, this
memao is about the big picture of faculty professional development at GCC. [n light of
the new |ob Specs and taculty needs as revealed in the IDEA Survey, there is an
urgent need ko conceptualize and develop an instituGonal, comprehensive, and
unified professional development plan far faculty that will include multi-faceted
activitles (ke mentorship, webinars, hrown bag seininars, conference attendance,
resource speakers, snd olher eprichment activilles that can be ¢done by [acully both
online and offline,

{ have tasked Pr. Liz Diegp, TES Assaciate Deap, to lead this initiative. She will do
the initial review of literature, research and modeling from other community
colleges in conceptualizing the establishment of a Center far Learning and Teaching
(CTLY on campus. She will explore building a dedicated website for profzasional
develapment activities that can be monitored and wacked for evidence purposes
that will be usefu! for faculty evaluatian. She will seek the lnput from the Deans,
Assoclate Deans, PDRC members, Department Chairs (DCe), and other stakeholders
on canipus as she puts together a comprehensive plan, including the piloting of
eeveral actlvities for faculty within thls academic year.

For fall semester 2014, | have directed the Deans to assist their DCs in developinga
department-based professional development plan that is linked to faculty
educatienal plans within their departmencts. | vould expact to see this plan on my
desk on or before the end of the fall semester. Please be guided aceordingly.

Towards the end of the academic year (sometitme around February 2015), Dr. Diego

will submit ta me a Comprehensive Professional Develapment Flan for Faculty that
has benefitted from feedback of the endre college community.

F 0. Box 23059, Barrigana, Guam BhY2l » Frone: (§71] 733.5827 » Fae 734-1003
Webscile mww.fuatses edu
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PROFESSIONAL DEVELOPMENT PLAN

Appendix C: Professional Development Review Committee (PDRC)

36

The following excerpt was extracted from Article IX, Professional Development Committee (PDRC)
Overview of the Board of Trustees and Faculty Agreement.

Charge

To review, evaluate, and approve application packets for faculty education, training, workshops/
conferences (may include on or off-island speakers), etc. to avail of the funding opportunities for
faculty professional development.

In addition, the PDRC shall plan, develop, and implement professional development and sabbatical
initiatives that contribute to faculty growth. Such initiatives include: workshops, mentoring,
faculty forums, individual/departmental professional development activities, credentialing,
pursuit of academic credits, sabbatical, etc.
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Appendix D: Summary of Faculty Survey Results

Faculty responded to a series of instructional strategies/concepts indicating extent of familiarity and
whether they are currently being utilized in the classroom. Faculty were asked to select the
statement which best describes their current knowledge about the strategy/concept and comfort
level in using it. In this summary, the strategy/concept is identified as a training need if faculty
selected the following responses:

I am not familiar with this and would like to learn more about it

I am aware of this but have never made it a part of my courses

1 have tried this but 1 am not comfortable using it regularly in my classes
I use this but I could use help in being more effective with it

The table below represents topics according to the item most requested for professional
development and the percentage of faculty who indicated they would like to receive training

% of Faculty
Hybrid Instruction
Integrated Teaching
Online Learning
Metacognition
Differentiated Instruction
Web-Enhanced Instruction
Effective Elements of Instruction
Higher Level Questioning
Learning Styles
Rigor and Relevance
Student-Centered Instruction
Transforming the traditional lecture into interactive lectures
Cooperative Learning
Active Teaching Strategies
Active Student Involvement
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The table below represents topics written in by faculty in the survey, identified areas of potential need,
and research best practices.

Topic

Multi-tasking and implications for teaching and learning

Designing Test Questions

Brain research and implications for teaching and learning

Developing Rubrics/Classroom Assessment Tools

Emotional Intelligence

Reflective Responses

Writing acraoss the curriculum

Goals to Grades Connections

Climate Setting: Setting the stage for learning

Fostering learner responsibility

Encouraging/rewarding learner participation

Reflective responses

Student-centered teaching: Implications for curriculum and instruction

Curriculum Alignment: Matching student instruction, activities, and assessment

Andragogy: Teaching Implications

Maximizing technology in the classroom

Multiple Intelligences and implications for teaching and learning

Teacher-directed instruction vs. Student/Learner-centered instruction

Providing effective and timely feedback

Developing, implementing, and assessing new programs, services, and activities
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How professional development is implemented is also cited in the literature as a critical point to
consider when designing training. For professional development to be effective, it must be ongoing,
accessible, highly interactive, reflective, supportive, and must have follow-up to determine its
effectiveness and degree to which knowledge and skills are implemented or applied. The following
table represents results from the faculty survey with respect to how they would like to see
professional development implemented. The faculty were asked to rank according to order of
preference. The responses are listed according to the most frequently selected.

Survey ltem Response Percentage of faculty who selected

Full Time Adjunct

Friday only R o - 52%
weekday B ==l 33%
Saturday | ] 37% I 53%

| would like training sessions to take place in the Morning - E 40%

| would like training sessions to be scheduled on

Evening I ax T 0%
Afternoon [ ] 33% Il 29%|
| prefer training sessions that run for 1hour I : - 71%
2 hours - 78% NG 63%
Half day HE ol
3 hours ! 2% 0%
| would be interested in online training Interested e 56% [ 52%
Highly Interested || 37% R 43%
| would be interested in observing teaching Interested 50% [l 35%
demonstrations that will expand my instructional skills  Strongly Interested ! 34‘}1_- 57%
| would be interested in training if it led to an Associate’s Interested | 2% 26%
or Bachelor's Degree in Education Highly Interested !_ 17% Il 26%

] would be interested in training if it led to a degree Interested I 25% [N 52%
arranged in an accelerated or cohort format Highly Interested . 20% . 26%
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Appendix E: Summary of IDEA Survey Results: What students said they would

like to see more of from their instructors

The results are ranked (with the most frequently cited at the top) according to what students said

they would like teachers to consider increasing use of in their instructional practice.

IDEA Survey Statement % of-
Teachers

Displayed a personal interest in students and ' Establishing and maintaining rap- {61%

their learning port/connection to students

Stimulated students to intellectual effort beyond |Stimulating student interest/ 56%

that required by most courses Sufficient challenge

Introduced stimulating ideas about the subject Stimulating student interest/ 55%
engagement

Demonstrated the importance and significance of |Stimulating student interest/ 47%

the subject matter engagement/Relevancy

Related course material to real life situations Stimulating student interest/ 42%
engagement/Relevancy

Encouraged students to use multiple resources Encouraging student involvement/ |42%
active participation

Asked students to share ideas and experiences Fostering student collaboration/ 38%

with others whose backgrounds and viewpoints |encouraging diversity

differ from their own

Made it clear how each topic fit into the course Structuring classroom experiences |36%

Found ways to help students answer their own Establishing rapport/ fostering 33%

questions responsibility for own learning

Formed teams or groups to facilitate learning Fostering student collaboration 31%

Explained course material clearly and concisely  |Structuring classroom experiences |31%

Explained the reasons for criticisms of students’ | Establishing rapport/providing 28%

academic performance prompt and effective feedback

Gave projects, tests, or assignments that covered |Structuring classroom experiences {26%

the most important points of the course

Gave projects, tests, or assignments that required |Encouraging student involvement/ |25%

creative thinking

encouraging higher order thinking
skills
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Appendix F: 2014 Group Summary Report

The information below was provided by AIER and is contained in the 2014 Institutional Summary
Report.

Soction VII: Faculty Selft—report of the Institutional Context Page ¥

A. Primary and Sscondery (netructionsal Approaches

‘This labda shows tive relalive reguency af Number Mating: 343 Parcent Indicating inktructianal apyp foath aks
varicul eppIonches 10 inslrucdan. The Framary. _Sevondury = |
succens of 4 pivan appgroech is Leatym G5 1%
rsperwiani An Iha CIAK nijardivAs, Euit Olyegsyland Rasttsiory A% 294
sinca eludants have oifsrant laarntng [Ssminar " 0% 1%,
styles, it is genaesally desiratila shat thay EilbALivty, T ¥
be veposed to 8 verdely of apomeches, ' whrratory &% a%
Ingtructors reportadd [1is infarmetian on Fimip Encnnmnes (L. ELS
the Secufly !nformedion Foemr T [T 2%
Mui=t¥icha A% o3
Praghg ueniC. s 1% "
SmhariNot jericetan [ Aoy

0. Coursea Emphasas

'!“l;l‘lls SHOIBN Showws 1A degree to Humbes |—ERrcent indinaling amaunt roauired waa: |
ch in this
5 T naslalkd Rating Monw or Littia Soma Buch
scademic actvilias. Generally, ¥yvileny e b i3 14% byt ] arss
praficiancy is relatad ta ihe amadnt Omi eommunicaion e % LY A1
of axposure. Are we giving Btudants c ol Nirzak o 354 E¥ ) 45% A%
:i’lfa:wmm:‘::gnr‘r‘m';‘ Groun wor 61 A aq% 8%
bt Jidey it [ T3 AR A 233 !
mstruciors reporad ml;. lrt:nrmﬁan I“ﬁf;' s "ﬂz’g"" -""3?'2 - ":4.:) ;;:. sg%__
on the Fecufly dhmration Form € rertivalantisbr el ase TN 3t Ty
A madlinity A%E % i B
MamonzplrT s 2% LT 23%
G, "Clrrumstances”™ Impact on Leaming
How natruciors regatd variows Parcantingicatinn imoselen tearnina Wass |
tactoes that may fecilitate o1 ampade Number Nelther
stuzenl leam rs shawn hera, Untll Ratdng Neog ative Hegutlve nor Poaijbe
:;'.cnwh t;ﬁb uh;o lhic‘i-nfa icpriore Fesltiva
theae rafings odminizimliors " EEF
thaulameke thelr awn sppialas of 1}; :yb
whemner or not catings of student 43, 4 Al
iepming we = alected by these — T 7%
factors  Instucors reporied this -
in.’f:r'mnl on l;n the Fecuty W B3%
Ak o
#! Wort Forrs TN e
AB% -k
15% [T
LA and
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Appendix G: Summary of Staff Survey Results

Kulehon Kumunidat Gudahan

What Do Staff Want in Professional
Development?

How to maninkte use of (etrent lechnology (i e sriantboard)

i

Leadership and F-atting styles
Respondd il Rate

55 out of 104 responded to tho
survoy. Lritical thinking skllts {problem solving. dec'slon maklng. ctc.}

53% response rate

Microsolt Cfice {Word, Excel, Powepoint}

How 1o cope with change/increase your irsiliency

Hew 1o cirate elecironic fikes/use latest program soltware

Systerns Thinking (how the diffeient parts al GUC vork/i tngether)
Cantlic ! management/reseubon

Hi B0 g reate an efhoent Liling system

Team toulkting

Stuarlng intoirmation agross deparimesnlsv/campis

Office management skl

Haw to whnte reports

Organizatlon skills

Falloning proper protocol

Unieritanging my performante evaluation

Customer senvice/irterpersonal skills {how to greet people, pravide
How 1o muake presentations

Taki'g minulesftranse tibing mingtes

Other
0% 10, JiFe, ko AT, 54
How to maximize use of current technology (i-e.: smartboard) 50.90%
Microsoft Qffice (W ord, Excal Powerpaint) 49.10%
Leadership and leaming styles 49.10%
Critical thinking skills (problem-s olving. decision-making. eic.] 43.60%
Systems Thinking (how the differant parts of GCC work/it together} 41,80%
How lo create electronic files/use latlest program software 41.80%
How lo cope with changelincrease your resiliency 41.80%
How {o create an efficient fifing system 40.00%
Conflict managamant/resoiution 40.00%
S haring information across departmentsicampus 36.40%
Team bullding 36.40%
How to write repons 34.50%
Ctfice management skilis 34 .50%
O manization skills 32.70%
Following proper protocol 30.80%
Understanding my performance evaluation 29.10%
Cusbmer semvicalinterparsonal skils (how to greet people, provide efficient and fria 27.30%
How to make preseniations 25 .50%
T aking minutes/transcribing m inutes 18.20%
Other 10.90%

T otal Responde nis: 55
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Appendix H: Summary of Administrator Survey Results

GUAM COMMUNITY COLLEGE

Itileddion Kurmoniddt Guédmm

What Do Administrators Want in Professional
Development?

Hifeetine eollabarative, decslen makng, problem sclvng skilly

Whal next? stavs to Implemnent Innoyathve deas atter attending 4 conference
Effective tupendsnry skitly

Birain research and the Imiplic stions for the werkplace

camputer applications (| e - tlrrpsoft Soite]

Ruespondent Hatae KMaintaining 4 healthy organkrational culare and cienate
18 out of 33 respondaed to the survey. Teamm bulkding
58% response rate Huwy 1o e Tetlnchogy etfect ety (Lo stnariboarsts [or preseptations)
Managng changc

e deptly DInle T IENng nf petisrmance svaluation
Fllective proutlen stisgnosh

Leadership and leaming styles

syslems Thinking [hirw parts of The orgald ratiion tit togethes|

The precess of grant wnting
InCte it resiferdy
Fully utedizing RyLLC
HR Polaies amd Procedines

nneSstress nEnagemnent/udys Lo de 1hess

Eitective comerunieation skilly

stzategic and budgetary planning

T 1 of goals, st t and budget
IRCHITBAEATING SAAPS/ILOY IRt writing a proponstfplan
Maintaniiig 1ludent centerednes s amd padtice

Following propet prptoeal
1t depth whaderstatitiog of Board Posc s and Adnuninlratre Coectiey
Other SR
| Reflea frpapwnalibiies a coss tee Colege  SREDE————————
Mot ement/Mateslats fManagensent Proceduies  TE_——
Weitirg e mors ftorespondende IR

o% hley L Elted aoe bliad 6%
Raspanmae Percent
ENectve colbborativa, decision-makng. problam-selving s kils §7.90%
hainigiming & healthy organizational culture and elimale 52 80%
Compuier appications (ie. Micmasoh Sule) 52 80%
Hiain ressarchiand the mploations larthe wokphcs 52 80%
Effective supstviary shlls 52 80%
Whatnaxt? How to mplement nhovative [deas afler attending a confatence 52 80%
How 1o s w technology affectively {Le - smarthoards for pres entaticis ) AT 40%
Team bulding A7 40%
Leadarship and marning atyles 42.10%
Effectve pmblem diaghonis 47 10%
n-despth understanding of performancs avalustion 42.10%
Managngchangs 42 10%
Tha proces s of grant writing 30.80%
Sys tems thinking {how paris of the omgankzalon {1 toget kar) 34.80%
ENectva comt unication a kils 31 80%
Tm a/eiros s manasgemanyways lo da-stredl 3t Q0%
HR Potcles and Procedums 31.00%
Fully utilzng MyGCLC 31 .80%
hcreasing resilancy a1 8%
h-d aptl uhderstandng of Board Palcies snd Adm nistratwa Diactives 26.30%
Falowing proper protocol 28.30%
Maintairing sudent:-cenlaredness andpracice 26.30%
heomperating BMP /AL Ca Inte wriling & propos alp A ga‘:nss
Algnmani of goals aissssmeniand Eadget 78.30%
Stralegic and budgelary planning 20.30%
ProcurementMalerak Managem ent Pros edures 2110%
Rolss/respons blities scross tha College 21.10%
Othar 21 10%
Wring msmos/corespondance 15.80%

Total Respondants: 19
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Appendix I: Participation in Faculty Professional Development

GUAM COMMUNITY COLLEGE

uichon Kumuniddt Guélan

e

“How Do We Increase Funding to a Greater
Number of Faculty?

Fiscal Year 2014

hrattational Mandate

ACCJC Accreditation Handbook

+ "The Institution plans forand
provides all personnel with
appropriate opportunities for
continued professional
development, consistent with the
Institutional mission and based on
evolving pedagogy, technology,
and fearning needs. The Institutlon
systematically evatuates
professlonal developmemt
programs and uses the resulls of
these evaluations as the basis for

tmprovement.” Faculty Use of PD Funds

Number of Awardees

A low percentage of faculty are awarded professional
development funds.

= 57 total individuals or vendors have been
awarded funds between fiscal years 2011-2014.

« $295,645.97 has been spent between fiscal years
2011.2014.

= An pverage of $5,186.77 has been spant per

funding personfvendor beiween fiscal years 2011-2014.

18%

Canceptual Framewaork 250
* Growing Students & Total Faculty [mployed
» Growing Yourself

200
#* Growing Your Organization
15
Cunceplual Structure
Compongnts 100
= Center for Professlonal
Development and Excelience 50
Demonstration Lab - -
Tralning Station . |
Instructional Resource Room 21 i 2013 2014

2
Fiscal Yaar

Adjunct Full Time % of Faculty Average
Faculty Faculty Awarded PD  Awarded per
Employed Employed Funding*  Person/Vendor

Amount Numberof Total Faculty
Spent Awardees Employed

204 $72.200.25 30 a7 113 1% § 244001
2012 §76.111.51 5 209 94 115 1% 8 3,04446
2013 $68,583 12 P 108 a4 114 127% § 2,74332
2014 $77,751.08 M 154 70 118 18% § 2.29680
Averages §73,911.48 78 305 (R 114 14% § 767865

*This number includes vendors. While vendor awards tend to affect more than one faculty, vendors only account
for 15% of the total awards from FY 2011-2014, and anly 3% ofthe total funds over the same period.
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Appendix J: Participation in Staff/Administrator Professional Development

GUAM COMMUNITY COLLEGE

Iswdehon lumunicdar Gaehan

Staff / Admin Use of PD Funds

16 A low percentage of professional
VendngAwards development funds ame awarded directly to
|/ Admin Awards Staff and Administrators.

10 SIMRIE ST CH « 16 total individuals have been awarded

lustitutional Mautdate funds between fiscal years 2011-2014.

ACCJC Accreditation Handbook

* “The institutlon plans forand 6 » $155,147.45 has been spent between
provides all personnel with 4 fiscal years 2011-2014,

appropriate opportunities for 1%
,_ﬂ *» An average of $5,718.85 has been spent
per personivendor between fiscal years
2011-2014.

continued profes sional 2
development, consistent with the o
Institutional mission and based on 2011 2012 1
evoling pedagogy, technology, Fiscal Year
and learning needs. The instlitution
systematically evaluates
professlonal developmant
programs and uses the results of
these evalrations as tho basis for
Improvement.”

013 2014

% of staff % of Admin Fiscal Year 2014

Awarded PD Awarded PD

Cuanceptual Framewarh Funding Funding
+ Growing Students
20M h oY
+ Growing Yourself . e
+ Growing Your Organizatlon 2012 2% 9%

2013 2% 9%

Conceplual Gtructlure
Components 2014 1% 9%
= Cantor for Professional Averages 2% 6%
Development and Excellence
Demonstration Lab
Tralning Staticn
Instructional Resource Room

Number %Xof %of | % of % of
fscd  Award | of  Fiscal  Towl [REGSIEIEURENCRTRENS 1
Year Type | Awands  Yewr  Perod. Awards Year Perlod
2014 18 100% i3 5 39,70050 100% 26%
Admin 3 Bx ]S 10,087.67 5% T
Staff 1 5% 5 3,970 10% 3%
Vendor 15 b ] 5 2561259 5% 1
f2m3 FERRRET. 70 s 29,15976  100%
Admin 3 % 5 11,84166 41%
Staff 2 8% 15 451465 15%
I Vendor 6§ &% ¢ 12,80345 FEA
22 13 A $ 100%
Admin i n% 3 30%
Staff 2 15% 5 356
Vendor ‘8 2%
2m1 T 23,302
Admin 0 ox -
Staff i (i3 21,680 42
Vendor d B e 23,1600
G rand Tatal g BT 5 155,147.45
Admin 9 ! 5 34,2178
Stali 7 4460947
Vendor 30 76,320 89
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GCC is accredited by the Accrediting Commission of Community and Junior Colleges (ACC]C),
Western Association of Schools and Colleges (WASC).

Vision

Guam Community College will be the premiere educational institution for providing globally
recognized educational and workforce development programs.

Mission

Guam Community College is a leader in career and technical workforce development providing the
highest quality student-centered education and job training for Micronesia.

Sinagan Mision

(Chamorro translation)

Guiya i Kulehon Kumunidat Gudhan, i mas takhilo’ mamanaguen fina'che’cho’ yan i teknikat na
kinahulo’ i manfafache’cho’ ya u na’ gudguaha nu i manakhilo’ yan manmaolek na tiningo’ ni i
manmafanandgui yan i fina’na’guen cho'cho’ gi iya Maikronesiha.

This document is a concerted effort between organizational members, divisions, and committees
within the College. It's fruition would not have been possible without the input of the Academic Vice-
President, the Professional Development Review Committee (PDRC), Faculty, and Staff Senates, and
faculty and staff overall. The Comprehensive Professional Development Plan simply referred to as
the Plan in this document, underwent a number of iterations, critique, and discussions over a one
year period. It was largely guided by the College’s mission, and values, informed by those goals and
initiatives in the Institutional Strategic Master Plan (ISMP) directly connected to professional
development initiatives, and is based on current educational and organizational research, and the

needs of the faculty, staff, and administrators as indicated on the surveys.

The Plan’s main purpose is to serve as a guiding instrument establishing a comprehensive approach
to the College's Professional Development. The Plan also provides a distinct focus in which
professional development (whether it be at the individual, group, or institutional level), is
implemented with the central goals of improving instructional practices and increasing the delivery
of services to our students. Lastly, the Plan gives us all an opportunity to engage in thoughtful
discussions and activities regarding our changing needs, collaborate further, and to respond

accordingly.

Please direct any comments or suggestions for improvement to this document to Dr. Elizabeth Diego,
Associate Dean of the School of Trades and Professional Services
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GUAM COMMUNITY COLLEGE COMPREHENSIVE
PROFESSIONAL DEVELOPMENT PLAN

Foundation for Professional Development

Introduction
Standard I1I ofthe Accrediting Commission for Community and Junior Colleges (ACCJC) provides
the impetus for Guam Community College’s Comprehensive Professional Development Plan. As
stated in Section A.14:
The institution plans for and provides all personnel with appropriate opportunities for
continued professional development, consistent with the institutional mission and based
on evolving pedagogy, technology, and learning needs. The institution systematically

evaluates professional development programs and uses the results of these evaluations
as the basis for improvement (ACCJC Accreditation Handbook, 2014).

Similarly, a Board Policy on professional development also exists (Please refer to Appendix for the
policy in its entirety). In 2009, the Guam Community College Board of Trustees amended and
adopted Policy 400 on Professional Development, which states that “the Board of Trustees
recognizes the importance of a well-trained staff to more effectively carry out the mission of the
College and the Board of Trustees is committed to providing resources to support professional

development activities”,

Background

Efforts at the College to develop a comprehensive professional development plan commenced in
Academic Year 2014 to more effectively address the accreditation standard. The purpose of the
Comprehensive Professional Development Plan (CPDP) is to provide a framework for college-wide
professional development consistent with the institutional mission. CPDP incorporates four

major parts: faculty professional development, staff and administrators’ professional development,

organizational structure and support recommendations, and evaluation.

Over the course of several years, Guam Community College has implemented a number of
initiatives providing the building blocks for this plan. As evident in the college’s mission, the
institution is committed to providing the highest quality student-centered education. Two of the
College’s core values place emphasis on a learning-centered and student-focused environment.
Additionally, GCC established Institutional Learning Outcomes (ILOs) representing broad outcomes

the institution endeavors students will achieve through their cumulative college experience.
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The Institutional Strategic Master Plan (ISMP) was updated in 2014 setting direction for the College
over the next several years. The specific ISMP provisions directly related to the Comprehensive
Professional Development Plan (henceforth referred to as the Plan in this document) are outlined

below:

Goal 1: Retention and Completion—Strengthen and improve curriculum and educational delivery to
provide a student-centered educational experience that fosters retention and completion to prepare

our students for engagement in a global workforce.

Initiative 1: Incorporate the student-centered learning model into the curriculum and the

classroom.

Initiative 2: Strengthen the professional development support for faculty to effectively

implement the student-centered teaching model.
Extensive work wentinto the Plan beginning in Spring of 2014 with research on best instructional
and organizational practices. A faculty survey was devised in late Spring with significant input from
various members of the College. A staff and administrator survey followed in Spring of 2015. The
data from these surveys were aggregated and the information utilized to inform respective parts of
the Plan. Data results for both surveys can be found in the Appendix. Student evaluations from the
2013 IDEA survey results and classroom observation data were also included. Lastly, the current
utilization of funds for professional development were included for faculty, staff, and administrators.

The data may be found in the appendix section of this document.
Overarching Goals of GCC's Professional Development Plan

1. Institute student-centered teaching and service throughout the campus
2. Establish a culture of campus-wide and continuous professional development

3. Institute a climate conducive (trust, collaborative, supportive, respectful, and collegial) for the

successful implementation of professional development initiatives

4, Utilize data to inform and drive instructional and institutional improvement
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Guiding Principles for Professional Development at the College

This Plan is informed by current educational and organizational research about what makes for
effective professional development. There is increasing awareness among colleges that simply
having favorable conditions for good teaching to occur is not the same as truly supporting teaching in
ways that are visible and intentional. (Mindich & Lieberman, 2012; Reder, 2007; Webster-Wright,
2009). New emphasis on effective teaching and organizational performance is being placed on high
quality professional development , higher quality teaching linked to increased student achievement
(Borko, 2004; Desimone, 2009; Wei, Darling-Hammond, Andree, Richardson, & Orphanos, 2009;
Yoon, Duncan, Lee, Scarloss, & Shapley, 2007), centers for teaching and learning, and growing
membership and participation in the Professional and Organizational Development (POD) Network,
a professional organization of faculty and administrators managing faculty development programs
(Mooney & Reder, 2008). At present, most professional development misses the mark. The most
prevalent model in the delivery of professional development is the one-time workshops. Yet
research points out its abysmal record for changing teacher practice and student achievement (Yoon,
et al,, 2007). The real challenge we are faced with therefore, is how to create opportunities for
growth and development that will lead to students’ growth and development particularly in their
knowledge and ability to think critically (Gulamhussein, 2013). The conceptual basis, strategies, and
activities incorporated in this plan take into consideration the following guiding principles as

enumerated by the research:

« Good employees are grown, fostered, and supported (Bowman & Deal, 2003)

« Learning is stimulated through collaborative opportunities among peers pertaining to issues of
teaching and learning (Louis, Dretzke, & Walstrom, 2010; Miller, Goddard, Goddard, & Larsen,
2010; Saunders, Goldenberg, & Gallimore, 2009) and the support services in support of teaching

and learning

« Individuals gain and learn more through active construction of knowledge rather than through
passive reception of information (DuFour, 2004; Wei, Darling-Hammond, & Adamson, 2010;
Zepeda, 2014). Initial exposure to a concept should not be passive, but rather involve active
engagement so that participants can make sense of a new practice (Wei, etal,, 2009; French,
1997)

« Excellence in teaching and service increases student learning

« Acollegial and collaborative culture whereby regular dialogue is encouraged and supported,
innovative ideas are fostered, and teaching and learning initiatives are faculty driven, strengthens
the organization’s ability to achieve goals
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Reflection is built-in as a way to process and make connections to a particular learning
experience (Desimone, Porter, Garet, Yoon, & Birman, 2002; Wei, Darling-Hammond & Adamson,
2010}

People have an inherent desire to learn and contribute

Learning is both fun and rewarding (Ferguson, 2006)

Professional development accurs over a significant duration of time and is seen and implemented
as an on-going process which allows for learning the new strategy to take root and to grapple

with the implementation challenge (Desimone, et al,, 2002;. Wei, Darling-Hammond, & Adamson,
2010).

The best staff training outcomes result from a combination of methodologies (Reid & Parsons,
2002).

There must be support during the implementation stage that addresses the specific challenges of
changing classroom and/or organizational practice

Organizations must shift the way they view employees and must consider the employee as an
individual with unique learning needs (Wentworth & Lombardi, 2014).

Purposefully designed to meet the needs of the adult learner and is implemented for the following
reasons:

1. Awareness/Exploration—those professional development activities that address those first

stages of concern/interest/understanding regarding an innovation.

2. Skill-building—those activities that are designed to help participants build and apply specific

skills that are assumed to include follow-up coaching and support (Joyce & Showers, 2002).

3. Program Improvement - includes activities requiring both individual and team development
combined with systemic change. Improvement occurs when individuals or teams engage in

continuous, collaborative, and problem-solving processes {Du Four, 2004; Zepeda, 2011}.

4. Strategic Planning/Systems Thinking- effective professional development and change
initiatives must acknowledge that complex, interdependent relationships exist among the
various aspects of an entire system. This comprehensive approach to change significantly
increases the potential that all components of a system (e.g., curriculum, instruction,
evaluation and services compliment each other and work toward a measurable set of

outcomes related to improving student achievement (Ewing & Sorcinelli, 2002}).
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Job-embedded—All within the system must strive to incorporate professional development into the
fabric of daily practice. Adequate time must be provided to engage in active, consistent, productive,
and job-embedded learning experiences. Effective professional development must be designed to

respect the leadership capacity of members while promoting continuous inquiry and

improvement embedded in the everyday life of the institution (DeMonte,2013; DuFour,2004; Mindich
& Lieberman, 2012; Zepeda, 2014)

« Integrated Planning— Change is complex and individuals require on-going high quality
professional development even after the in-service training has occurred. They include time to
practice new skills and receive structured feedback, peer support, leadership support and
encouragement, establishment of clear goals, and technical assistance (DuFour, 2004}. An
integrative approach driven by a shared vision related to increasing knowledge, awareness, and

skills are critical in order for meaningful and lasting change to take root {Joyce & Showers, 2002}.

The Plan incorporates additional elements substantiated by research that identifies particular
attributes more likely to have an impact on teacher knowledge and effectiveness as evidenced by
student learning gains (Blank, 2013; Coggshall, 2012). In order for professional development to be

effective, it must be grounded in the following:

« Sustained over time which more likely will deepen knowledge and skills to meet intended goals

(Blank, 2013; Desimone, Porter, Garet, et al.,, 2002: Yoon, Duncan, Lee, Scarloss, & Shapely, 2007}.

« Reflects a collaborative, supportive, respectful, and trusting climate which enables successful
implementation of desired change (Bryk, Sebring, Allensworth, Luppescu, & Easton, 2009; National
Institute for Excellence in Teaching, 2012; Kowalski, 2014; Wei, Darling-Hammond, & Adamson,
2010).

« Incorporates reflection, observations, modeling {Snow-Renner & Lauer, 2005;, coaching and
feedback on the theories, strategies, and techniques that are research-based best practices for
teaching and learning (Joyce and Showers, 2002; Jaquth, Mindich, Wei, & Darling-Hammond, 2010;
Adamson, 2010)

« The focus is on teacher learning that is authentic and the conditions that must be in place in order
to support teachers to critically and collaboratively examine and refine their practices (French,

1997; Corcoran, McVay, & Riordan, 2003; Roy, 2005; Webster-Wright, 2009).
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The proposed activities and strategies included in the Plan have been purposefully selected based on
the principles and elements derived from research. Effective professional development is an essential

the organization and key in retaining the best people. The Plan is designed to incorporate activities

and indispensable process without which organizations cannot hope to achieve their desired goals for
student achievement. The elements included in this plan are premised on the belief that the continued
growth and ongoing development of faculty, staff and administrators are critical to the effectiveness of
and strategies with the vision that an individual who has opportunities to learn, reflect, and apply skills,

can best extend those opportunities to students (Desimone, 2009).

Professional Development Conceptual Framework

Effective professional development programs are characterized by diversity of ideas, people, and
support practices. As such, they acknowledge and value the uniqueness of concerns and interests
among departments, divisions, and staff. This Plan therefore, is an amalgamation of activities and

approaches recognizing the diversity of needs.

Professional development at GCC will be approached from the following perspectives:
Growing_Students: To serve in our roles so that students develop to their fullest potential,
professional development leading to an increase in knowledge, skills, and abilities must be intentional,

well-planned, well-connected, continuous, and systemic.

Growing Yourself: Viable organizations seek to create a dynamic work environment that
encourages and is supportive of growth and development. Effective leaders act on the belief that
members of the organization have present value and future potential and assume the responsibility for
increasing the capacity of people (Wentworth & Lombardi, 2014}. Professional development addressing

this perspective considers two facets: self care and professional growth.

Growing Your Organization: To effectively navigate the college through systemic change, this Plan
includes system-wide organizational development. It refers to an intentionally planned, on-going, and
systematic process through institution-wide efforts to increase the organization’s effectiveness thereby
enabling the college to achieve its goals. This section is informed by current organizational research of
what makes an institution sustainable. The values that underscore organizational development have a
humanistic basis which seek ways of making interactions within the organization more effective and
more humane. Effective organizational development includes the organization’s ability to tap into the
internal knowledge and expertise of its employees and shares these with the rest of the organization via

training, development, and education opportunities (Batz, 2013).
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Organizational development examines the institution as a whole by looking at its parts such as
organizational structure, cliques, individuals, values, sub-components, environment, processes,
systems, interactions within the institution and how these affect the functioning of people within the

organization as well as the impact such interactions have on the organization itself.

The rationale supporting this approach is to engage in a process that provides the opportunity for the
organization to improve its capacity to handle internal and external functioning and relationships.
This includes improved interpersonal and group processes, more effective communication,
organizational climate and culture, enhanced ability to cope with organizational problems, more
effective decision-making processes, more appropriate leadership styles, improved skill in dealing
with destructive conflict, and developing improved levels of trust and cooperation among
organizational members. Overall, organizational development involves continuous diagnosis, action
planning, implementation, and evaluation with the end goal of equipping the organization and its
members with the knowledge and skills and abilities to improve its capacity to solve problems and

manage future change.
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GUAM COMMUNITY COLLEGE COMPREHENSIVE
PROFESSIONAL DEVELOPMENT PLAN

Faculty Professional Development

This section of the Plan is divided into two parts to better address the specific needs of groups within
the organization. The first addresses the professional development of faculty. The second addresses
the professional development needs of staff and administrators. There will be some overlap of
professional development that will apply to all members of the organization regardless of position (i.e,,
Organizational Development training). The over-arching goal is to develop and implement a cohesive
professional learning community that will foster an environment encouraging and supporting

student-centered education.

Current research suggests that there are specific practices that lead to improved student learning.
Specifically, overall quality of teaching correlates positively with student growth in areas such as
motivation, openness to diversity and change, critical thinking and moral reasoning. The research
also indicates that students are not getting enough of these learning conditions and teaching
practices. For widespread and systemic change in student learning to take effect, specific pedagogical

support for faculty plays an essential role. (Joyce and Showers, 2002)

It remains a foundational premise in most educational organizations that faculty are the driving force
behind an institution. Therefore, the Plan outlines professional development leading to
student-centered instruction but most importantly, provides the pedagogical support in assisting both
full-time and adjunct instructors in becoming better prepared to meet the new demands and

complexities of the new paradigm.

This part of the Plan is informed by research on effective instructional practices, the needs and
interests as indicated in the Faculty survey conducted in the Spring of 2014, classroom observations,

and students’ evaluation of teacher effectiveness in the IDEA survey results from Fall 2013.

Professional development is organized around several core competencies as presented in the tables
that follow. Each of the competencies is accompanied by the goals, rationale, and activity or concept in

relation to it
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Core Goals Rationale Activity/
Competency Concept
Pedagogy To enhance and promote Research suggests that when Brown Bag
excellence in teaching and teachers talk about their teaching,  |Sessions

learning

To supply the necessary tools
for faculty to maximize
student-centered learning

To provide and support
informal opportunities to
share and exchange ideas and
to reflect on current teaching
practices

To provide a forum for
discussions on instructional
challenges and get feedback
from peers

To provide continuous
interactive training of short
duration on best instructional
practices

To provide broader access to
the latest educational
research

To encourage and promote
innovative teaching

To provide opportunities for
faculty to present, conduct
training, and/or demonstrate
for others innovative teaching
strategies

To provide and support self-
paced online training
opportunities

learn from each other, and reflect
about their teachings practices, they
are more likely to make positive
changes in their teaching (Ewing &
Sorcinelli, 2009; French,
1997;Harwell, 2003; Roy, 2(09)

Faculty indicated they would like
more opportunities to engage in
pedagogical discussion and sharing
of ideas.

One hour, successive sessions allow
for information to be “chunked” or
broken into manageable portions
that can be more easily digested and
applied. Faculty indicated they have
a preference for short sessions over
a period of time

Some faculty (including Adjuncts)
have not had the formal training in
educational delivery. Both new and
experience faculty can benefit from
training based on traditional and
current educational theory and
research

These activities provide
opportunities to engage, have direct
participation in innovations that
support institutional initiatives, gain
expert knowledge and skills in an
area of need, network with others in
their field, and stay current in a
specialty area.

Online training provides increased
and immediate access to
professional development

Mini Training
Sessions

Local/
Off-island
Conferences

Online Training
Webinars
Readings

Role-playing
techniques

Live modeling

Open-ended
discussions

Classroom
visits

11
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Core
Competency

Goals

Rationale

Activity/
Concept

(continued from
previous page)

Pedagogy

To provide opportunities to
practice effective
instructional techniques

To provide opportunities to
critically analyze and receive
constructive feedback on
instructional practices

Provide opportunities to
critically analyze and receive
constructive feedback on
instructional practices

Provide opportunities to
reflect on instructional
practices

Identify and utilize existing
specialized expertise among
faculty

Build the teaching and
training capacity among fac-
ulty for faculty

Train a group of instructors

to be certified as “experts” on
best instructional practices

Implementation of new practices
work best when teachers practice
and engage in constructive and
immediate feedback

The craft and practice of teaching
is best transmitted by teachers.
Teachers know more about
classroom culture and
competencies than do those who
have had no/limited classroom
experience or who visit the
classroom occasionally.

Demonstration
Lab

Training of
Trainers

Leadership

12

To examine current effective
models of leadership

To identify and implement
the most effective leadership
strategies that support
organizational well-being

To implement leadership
techniques and tools for roles
in the classroom, committee
work, and for other settings
and situations that may
benefit from or require
effective leadership skills

To establish a forum for
thoughtful examination and
reflection about leadership
roles of faculty

To identify leadership
development needs based on
a variety of assessment tools
and feedback from colleagues

To effectively implement and
sustain student-centered
education, effective leadership is
crucial at all levels within the
organization.

Leadership training will provide
faculty with essential leadership
skills that can be utilized both in
the classroom and in participation
in other campus initiatives. Closing
the gap between how the concept
is implemented and the kind of
leadership required to sustain new
initiatives is critical to the
institution’s success.
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Core Goals Rationale Activity/Concept
Competency
Mentoring To support departments in Effective mentoring programs Mentoring

their mentoring activities

To examine current
mentoring program to
improve effectiveness

To implement formal
procedures to strength
feedback and communication
between mentor and mentee

To encourage greater
participation among faculty
to increase teacher support
and success

To identify those traits that
make mentoring successful
from both the mentor’s and
mentee's perspectives

provide one of the most
successful strategies that
promote the transfer of
knowledge and skills in a
structured relationship. The
mutually beneficial arrangement
serves to foster collegiality and
enhance departmental and
teaching effectiveness

New or beginning teachers have
a greater chance to succeed in
their instruction if they are
supported by others who have
gained the classroom experience
and have developed effective
instructional practices

Teachers providing support for
one another increases the
likelihood that the new
innovation will be implemented
and established as an embedded
instructional practice

Follow up support is as
important as initial training.
Teachers who have experience
with new, innovative practices
are in a better position to
support and encourage the
efforts of colleagues.

Peer Coaching

Technology

To enable faculty to use
technology effectively in the
classroom in support of
student-centered instruction

To offer workshops which
support expanded use of
current technology

To offer workshops that train
with cutting edge technology

In alignment with GCC's mission
of providing the highest quality
student-centered education and
job training, keeping abreast of
the constant changes and
innovations in educational
technology is essential for faculty
development

Workshops/
Training

13

Draft #10 November 2015; Original document drafted September 2014




Core
Competency

Goals

Rationale

Activity/Concept

Interpersonal &
Intrapersonal
Development

To encourage and support
faculty in developing and
assessing effective personal
and intrapersonal skills

To encourage reflective
practice

To provide support to
individuals who pursue
advanced credentialing

To encourage individuals to
seek and complete
credentialing

Professional development is
multi-faceted. The opportunity to
develop interpersonal and
intrapersonal skills is an integral
part of increasing the capacity of
individuals within the
organization.

Professional development
includes the formal process of
credentialing to build the
capacity of individual members
of the organization and the
organization as a whole

Series of training
sessions

Credentialing

14
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GUAM COMMUNITY COLLEGE COMPREHENSIVE
PROFESSIONAL DEVELOPMENT PLAN

Adjunct Faculty Professional Development

One of the greatest challenges community colleges are faced with is instituting strong campus

connections for their part-time adjunct faculty (Gonzalez, 2009}. Adjunct faculty comprise 68% of
two-year public college faculty as noted in the Digest of Education Statistics (2008). Adjunct faculty
play a significant role in higher education, yet are often considered peripheral to college life. A
number of studies have focused attention on the lack of inclusion, pay, resources, and respect
accorded to part-time faculty in community colleges (Gappa & Leslie, 1993; Roueche, Roueche, &
Milliron, 1995; Alfred, 2003). The research points to the strong degree to which part-time faculty
feel isolated, marginalized, invisible, second class, and rarely provided professional development
opportunities accorded to full-time faculty (Bransford, Brown, & Cocking, 2000; Cox & Richlin,
2004; Gappa & Leslie, 1993; Gillespie & Robertson, 2010; Hurley, 2006). A significant body of
literature underscores the crucial need for adjunct faculty development {King & Lawler, 2003;
Leslie & Gappa, 2002; Nilson & Miller, 2009; Roueche, Roueche, & Milliron, 1995). Roueche,
Roueche, & Milliron, {1995} and stress the “importance of integrating part-time faculty and
recognizing them as important players in the teaching and learning process in the interest of
providing quality instruction...” (p. 120). Current literature suggests college teachers can be

supported in their success.

The College has a responsibility to provide a framework whereby adjunct faculty can pursue goals
specifically associated to teaching excellence. If the College expects to achieve its principle mission
of providing the highest quality student-centered education and job training, then it must provide

the infrastructural and instructional support.

The following proposed activities is a composite of research from literature of successful practices of
a number of colleges in the professional development of their adjunct faculty. The activities
proposed are based on the part-time status of adjunct faculty (Please refer to the Appendix for a

summary of results), their needs as indicated in the faculty survey, and current research.
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time faculty

To provide training that is
convenient for part-time
faculty

Provide basic pedagogical
certification, Associate of
Arts in Education with areas

teaching staff who are in a unique
situation as a result of their part-
time status. Pedagogical
development will enhance the
ability of part-time faculty in
providing effective student-
centered instruction

Core Goals Rationale Activity/
Competency Concept
Pedagogy To provide training GCC adjunct faculty comprise a Hybrid Short

specifically geared for part- |substantial percentage of the sessions

combined with
online training
(to be
patterned after
the 4
faculty.org
format-
pedagogical
content will be
organized into

modules
of concentration: Andragogy, )
Developmental Education, Adjunct
or, Career and Technical Certification
Education Training
Program
Technology To enable adjunct faculty to |In alignment with GCC's mission of |1 to 2 hour
use technology effec- |providing the highest quality successive
tively in the classroom in student-centered education and job |training
supportof  student- training, keeping abreast of the sessions
centered instruction constant changes and innovations
To offer workshops which and applica!:ions in gducational
support expanded use of technology is essential for faculty
current technology CELE R
To offer workshops that
train with cutting edge
technology
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The Goal of the Adjunct Certification Training (ACT) Program is to provide tools and resources
that assist adjunct faculty in becoming more effective educators in the classroom. To encourage
and support the development of these instructors, this proposal includes training that begins with
a more intensive orientation beyond the administrative responsibilities of teaching. Currently,
adjunct orientation consists of presentations on college policies and procedures, safety, and
student support services. While basic orientation about administrative aspects of teaching are

important, greater attention and support must be provided in the area of pedagogy.
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GUAM COMMUNITY COLLEGE COMPREHENSIVE

Staff and Administrator Professional Development

The Plan acknowledges that no single group is solely responsible for the success of the College in
achieving it core mission. Each member has a role in advancing the institution and creating an
environment of high quality teaching, strong support services, and high student expectations. The
literature emphasizes two central concepts that are characteristic of effective professional
development programs. This Plan has incorporated high quality professional development concurrent
with organizational development; and, improvement of performance both through individual
achievement and systemic change. Professional development encompasses activities and opportunities
that help members of an organization grow in terms of their performance, satisfaction, and status
within the workplace. It may include job enrichment, expanding one’s current position via additional
responsibilities or taking on new projects; lateral movement into a different area of the organization;

and /or vertical movement to positions of higher status and greater responsibility.

Research has demonstrated that professional development of employees yield beneficial results for
both members and the organization. There exists a symbiotic relationship between people and the
organization. Organizations require the energy, effort, and talent of individuals and people need
organizations for the intrinsic and extrinsic rewards and benefits. When there is a good fit, individuals
find meaningful and satisfying work, and organizations reap the benefit of the talent, skills, and energy
of the individuals comprising the organization (Bowman and Deal, 2003). The benefits to the College

are:

Employee Retention— Staff members develop loyalty to an organization because they feel they are
cared about as individuals. They benefit from personal and professional growth and do not feel their

role has become static or their career has reached a stagnant point (Community Tool Box, 2015).

Staff Morale—An organizational culture that encourages learning and fosters education creates a
positive, motivated, and committed workforce. Employees who feel they make a difference in the

mission do better work (Hauser, Huberman, & Alford, 2008; Hord, 1994).

College Efficiency— Orientation and cross training are essential for a smoothly running organization.
The stability and tenure that result from low staff turnover contributes to the efficiency of the

organization,
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Job Competency—Employees who have received job-specific training are more productive and
confident. Professional ,administrative, support, and technical staff need ongoing education to stay
current regarding the constantly changing aspects of college environments (Community Tool Box,

2015).

Customer Satisfaction— Employee professional development can positively affect college
customers (who are the students, business, government, and the community}, who benefit from their
skills, positive attitude, and efficiency. Professional development across the college assures the
success of students by supporting the growth and improvement of the skills and abilities of all

employees.

This Plan also places emphasis and importance of professional development for support staff and
administrators. They play a significant role in the teaching and learning process through improved
student services, well-maintained facilities and infrastructure, increased opportunity for personal
and professional growth, and a safe, secure, and healthy learning environment. These organizational
members perform the essential work of keeping the college operating on a daily basis. They are the

bread and butter of the organization (Hauser, Huberman,& Alford, 2008).

An effective professional development program applies to everyone in the organization and responds
to members’ needs (Community Tool Box, 2015; Hauser, Huberman, & Alford, 2008; Hord, 1994).
Continuing professional development is an on-going process which ensures that all staffand
administrators at all stages in their careers are able to continuously learn, progress, and maintain

currency in order to have a positive impact on the organization and outcomes for learners.

Participation in relevant professional development activities is both an entitlement and a
responsibility for all staff and administrators. An overarching goal of this Plan is to establish and
inculcate a culture that is committed to professional development at the individual, group, and
organizational levels. Professional development is an investment in the most valuable resource in the
organization, its employees. This investment will yield significant dividends for the College and the
community as a whole. The recommendation is that staff have an opportunity for training at least
once a month and that it be scheduled regularly as part of the normal operation of the organization
(Community Tool Box, 2015). In addition, an increased amount of time must be devoted to staff

learning and planning if new initiatives are to be achieved (Laine & Otto, 2000; Sparks, 1994).

This part of the Plan was informed by research on best practices of effective organizations and the
needs as indicated on the staff and administrator surveys conducted in Spring of 2015 (Please refer

to Appendix for survey results).
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The staff survey was created with the collaboration and recommendations of several staff leaders and

augmented by current research on what makes for sustainable organizations.

Organizations are increasingly challenged by change. Competitive pressures are placing demands to
make adaptations based on rapid technological changes and the globalizing economy . If an
organization is to survive such unprecedented changes, significant attention must be paid to
organizational development. Often referred to as the “soft side” of change, it focuses on how members
of an organization react to change and most importantly, how their needs are considered for change

efforts to be effective (Anderson & Anderson, 2010) .

Organizational development draws attention to organizational culture, team-building, and leadership.
The literature underscores how essential it is that attention must be paid to staff morale and building
a positive culture. Growing individuals and the organization equates to building a culture that values
continuous learning and values each staff member, creates a unified body, and a feeling of team among
members of the organization. A sustainable organization invests in its employees, rewards initiatives
and competence, praises and encourages its employees regularly, respects and appreciates each
member, views mistakes as opportunities to learn, and provides transparency and flexibility (Hauser,
Huberman, & Alford, 2008; Preskill & Torres, 1999). The organization must in addition, ensure that
its members have the confidence and skills to excel. Today's organizations require all its members to
develop a new set of skills that will be built on establishing networks of relationships that place great
significance on listening, communicating, and group facilitation to complete the work (Anderson &

Anderson, 2013; Preskill & Torres, 1999).

Changes current organizations experience are unprecedented and are resulting in less organizational
stability and a redefinition of its identity and how the work is carried out. Consequently, the
traditional structures of hierarchical, linear, compartmentalized job functions are becoming more
archaic and less responsive. This shift has placed increased emphasis on the need for processes that

have the flexibility to change as an organization and its members’ needs change.

The innumerous changes organizations are experiencing places additional demands on its members.
Regardless of whether the changes are miniscule or substantial, organizations need to pay attention
and address key areas to ensure initiatives are successfully achieved. Anderson and Anderson (2013)
identify relevance and meaning as a key area. Although employees are asked or pressured to change,
they often don’t know why and most importantly, in terms that are meaningful to them. While

organizational leaders may see this as lack of commitment or simply resistance, in actuality, it is a lack
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of understanding about why the changes need to be made in relation to the organization’s success. It
will be a great benefit for the organization for the initiatives to be communicated effectively and ensur-

ing that all members have a larger understanding of why the change needs to occur.

Most organizations are caught up in the vortex of the speed of change. Consequently, leaders make
critical mistakes to have needed changes take place immediately. What often happens is they overlook
additional capacity necessary setting unrealistic, crisis-producing timelines in addition to the already
excessive workloads of organizational members. Major initiatives require thoughtful planning to
determine realistic timelines as it requires consideration for additional time, effort, and resources.
Related to this is capacity, a prevalent challenge in organizational change. There is only so much

time and attention that can be devoted to work that is done before quality, employee perfermance, and

morale are deleteriously impacted.

As noted in research, 60 percent of major initiatives fail because leaders often ignore or do not
adequately address the organization's culture as a major force directly linked to successful changes.

Change in the organizational culture change goes hand in hand with major initiatives.
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Core Goals Rationale Activity/
Competency Concept
Service Acquire new ideas for These activities provide On-island/Off-
innovative strategies and opportunities to engage, have direct |{sland
support services partlmpta_tlo{.l mt.mnol\{at-ltc?ns that | conferences/
povide opporcuiyforstff. (S0Pt nSU0rl It B | i
and administrators to ) )
present, conduct training, or area of need, network with others in
demons'trate innovative ' the field, and stay currentin a
strategies for others specialty area.
Conduct training for all staff
and administrators in current
service best practices
Technolo To o'ffe.r training to enable To provide the highest quality o
&Y administrators and staff to . T
ffectivel ; student-centered education, all et
ettec "iety c}:lperla e/use members of the college community
current techinology should be proficient in the use of
latest technology
To offer training for use of
future technology and its
applications
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Core
Competency

Goals

Rationale

Activity/
Concept

Interpersonal /

Provide and support self-

Online opportunities to address

Online Training

Intrapersonal paced online training specific areas of need or topics .
Development opportunities provide immediate access to Webinars
Provide expanded professional development
opportunities via computer
techpqlogy IRl . The best programs enable
administrator professional organizational members to
development maximize their potential through
Encourage on-going formal  |[self-directed training and
credentialing and development. Learning by doing Credentialing
certification among encourages members to take
organizational members responsibility for their own learning
Provide a venue for visual/ and apply thg learned.con'cepts at
active demonstrations of best | WOrk- Effective organizations il
practices (i.e., verbal and recognize thallt legrnmg is built
. o . around application rather than Development
written communication skills,
customer service skills) theory (Thomas, 2012). Lab
Provide opportunities to Brown bag
build on existing skills/ An educated and trained workforce |sessions
advance skills and knowledge |leads to a stronger organization
Provide opportunities to
share and exchange ideas to Demonstrations bring to life the Mini. training
problem-solve challenges/ intent of specific training so that sessions
LM sl 58 A organizational members model the
best practices
Modeling/ Establish and encourage On-going professional development Peer Support
COBChII‘!g/ positive peer support groups |of short duration enables staff and L
Mentoring administrators to consider/infuse
innovative ideas in smaller chunks
Provide enhanced and incorporate the ideas gradually
communication and into day-to-day practices
connectivity
Research indicates that when peer
support groups are established to
provide a non-threatening venue for
constructive feedback, discussion,
problem-solving, and reflections of
implemented strategies and
practices, efficacy increases which in
turn, impacts organizational
effectiveness.
Support after training is critical for
initiatives to take root.
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Core Goals Rationale Activity/
Competency Concept
Leadership/ Provide organizational The development of the organization | Leadership/
Organizational |development training as a whole is imperative to its well- | Organizational
Development opportunities gemg gnc:_oveTadll eﬂ;ectwen?s.th Development
- rganizational development is the )
lmpro.ve l.ndmdual a}nd other half of individual and group Seminars
organizational functions and i
effectiveness professional development.
Identify and develop leaders Members-mpst be cognizant of the
at all levels of the characteristics of healthy
organization organizations and understand their
role in promoting a healthy culture
through their words, thoughts, and
Examine and apply effective |actions
leadership styles and
characteristics X
Research points to common
Provide opportunities for self |characteristics organizations share
-reflection and identification |that make them effective in
of areas in leadership for leadership development. Leaders at
growth and development that |all levels are identified and
leads to increased developed based on the strategic
congruence between objectives and competencies that are
philosophy and practice clearly identified (Batz, 2013).
To ensure the integrity of processes
Pedagogy Provide training in (such as faculty evaluations) and
pedagogical research for all maximize benefits derived from the
staff and administrators in such an exchange, all administrators
support of faculty will benefit from dialogue, common
understanding, and consistency in
applying best practices in areas such
as conducting effective classroom
observations and providing effective
feedback.
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GUAM COMMUNITY COLLEGE COMPREHENSIVE
PROFESSIONAL DEVELOPMENT PLAN

Organizational Structure

The Plan takes into consideration the organizational structure and resource support necessary in the
implementation of student-centered instruction and service. Colleges and universities throughout the
nation are recognizing the importance of positioning teaching and learning at the epicenter of the
institution. Consequently, teaching and learning centers have earned the reputation of facilitating
campus-wide improvement (Ewing & Sorcinelli, 2002). When successfully implemented, teaching
centers engender the kind of campus culture that values, rewards, and promotes excellent teaching.
Because of their distinct position within the organization, they focus on the needs and interests of the
entire college community. They serve as the umbrella for campus activities that feature innovative
instruction and are able to shift support into areas of priority. Centers assure confidentiality in order
to create a supportive and nurturing environment so that teachers, staff, and administrators may
maximize their potential. 1t is where institutional memory remains important in providing the
continuity in support services for teachers despite changes among department chairs, deans, and
presidents. Centers facilitate faculty and staff networking and serve as the nexus between disciplines
with common interests by organizing events that bring teachers, staff, and administrators together to
share their perspectives and strategies with one another. Thisa primary benefit most often cited by
individuals who engage in the activities of the center. To provide the most effective teaching, learning,
and professional development support under one roof, centers must provide a comprehensive
program of services. These include but are not limited to, individual consultations, videotaping of
instruction/service delivery, demonstration labs, resource center, seminars, workshops, orientation
programs, publications and websites with both basic and the latest information about teaching,

learning, and professional development.

The Plan proposes an adaptation of the teaching and learning concept to be all inclusive of the entire
college community. The establishment of a Center for Professional Learning and Excellence will serve
as the central venue in which current research on exemplary teaching, learning, leadership, and

organizational development come to life.
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The specific components of the Center for Professional Learning and Excellence are supported by

research. Infrastructural support via the Center, conveys a strong message that the College prioritizes

professional development and is committed to building a community of excellence. The Center is

critical for building lasting collaborative partnerships among the faculty, (Jacobson, 2013) staff, and

administration and places increased emphasis on the improvement of teaching, learning, leadership,

and organizational development.

The diagram below outlines the conceptual structure of the Center for Professional Learning and

Excellence, its sub components, and its position within the College:

- /

26

Division of
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Office of the Vice
President for Academic
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Continuing Education and
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Center for Professional
Learning & Excellence
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Training, conferences Lab
brown bag sessions, Teaching/Skill
seminars demonstrations

-

_/

@-stop Resource \

Center

Digital, web-based
repository of extensive
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instructional resources/
computer/AV equipment

@ldership Institute \

Faci: Tools and Training in
the development of new
skills, awareness, and
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practice and
organizational

- /
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Building effective professional development: The necessary structural supports

A major finding in the research is that over 90 percent of teachers reported having participated in
professional development but the majority also reported it was not useful. What is necessary to
recognize is not that teachers do not participate, but rather, that the status quo is ineffective (Darling-
Hammond et al, 2009). One comprehensive study took a look at 1,300 other studies of professional
development research. What was found was that those professional development programs that had

an impact on student achievement were lengthy and intensive.

Findings corroborate the research on teacher learning that indicates mastery of a skill is a time-
consuming process. The study conducted by French (1997) pointed out that teachers may need as
many as 50 hours of instruction, practice, and coaching before mastery of a new strategy is achieved.
A more recent study found that teachers with 80 hours or more of professional development were
significantly more likely to use the teaching practice they learned about than those who had less than

80 hours of training (Corcoran, McVay, & Riordan, 2003).

In contrast, the most often utilized workshop method not only failed to increase student learning, but
also did not change teaching practices (Yoon et al,, 2007). Programs that were less than 14 hours had
no effect on student achievement. An earlier study found that training that merely described a skill to
teachers as is usually the case in traditional workshaps, yielded only 10 percent of the teachers who
were able to translate the skill into practice. The majority of the teachers walked away from the

training without changing their instructional practice (Bush, 1984).

The research moreover, notes that current approaches to professional development is basedon a
faulty assumption of teacher learning. The workshop method in particular assumes that the only
challenge teachers are faced with is a lack of knowledge of effective teaching practices and when that
gap is filled, teachers will change. Rather, research identified the greatest challenge for teachers is
actual implementation of the new method into their classroom (Fuller, 2001). Referred to as the
“implementation dip”, it takes time and practice before the new skill is mastered. On average, it takes
20 instances of individual practice to master a new skill. The likelihood that the number increases

depends on whether the skill is exceptionally complex (Joyce & Showers, 2002).

The implementation dip is also complicated by teachers’ underlying beliefs about implementation and
whether they see success with their students after doing so. The phenomenon that has been well
documented is the tendency for teachers to abandon the practice when they do not experience success

with it and revert to earlier practices (Guskey, 2002).
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Increasing time devoted to professional development is not sufficient. A significant portion must be
committed to supporting teachers during the implementation phase. Two studies (Truesdale, 2003;
Knight & Cornett, 2009) examined the difference between teachers attending just a workshop and
those being coached in addition, through implementation. Both studies found that teachers who were

supported by coaching transferred the newly learned teaching practices.

If an institution expects its teachers to change instruction, the implementation phase needs to be
included and supported more explicitly in professional development as this is the most critical stage
during which teachers begin to commit to a new instructional approach (Gulamhussein, 2013}.
Effective implementation requires considerable resource support, monitoring of implementation,
communication, linkage to other organizational initiatives, identification of unsolved problems, and
clear and concise problem-solving action. The Center for Professional Learning and Excellence (CPLE)

will provide the mechanism in which these occur.

The goals of the Center for Professional Learning and Excellence (CPLE) are:

» To serve as the central venue for activities in support of teaching and learning initiatives and
professional development

« To function as the implementation center for the College’s Comprehensive Professional
Development Plan

« To provide for a range of professional development activities which address overall initiatives and
specific program needs

« To support and encourage the faculty mentoring program and peer support, and staff/
administrator peer coaching

« To provide a central venue for the application of research-based practices and practice of effective
instruction

» To provide premiere educational, training, and technological resources and materials in support of
exemplary teaching, learning, and professional growth.

Recommendations and Timeline for Plan Implementation

Based on research on best professional development practices, the following recommendations are
made to effectively implement the Comprehensive Professional Development Plan and ensure its

effective evaluation (Batz, 2013; Thomas, 2012).

Recommendation 1- That current college policies, practices, systems, structures, and strategies
impacting professional development initiatives be assessed to determine alignment with the
Professional Development Plan. That changes be made where necessary so effective implementation
and support for the initiatives contained in the Plan.
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Conduct work sessions to determine and finalize implementation of the schedule of professional
development based on recommendations and/or alternatives suggested (PDRC, Office of the VP, Staff/

Administrator Committee, Faculty and Staff Senate)

Recommendation 2— That a Professional Development Ad Hoc Committee be formed to determine
specifics of the Plan such as recommendations for administrative staffing of the Center for Professional
Learning and Excellence, planning the phases of professional development implementation,
identification of resources necessary to support the activities of the Plan, and prioritizing activities to
be implemented annually. That the Ad Hoc Committee be comprised of various college representatives

from the faculty, staff, and administration to include members of PDRC, Faculty, and Staff Senates.

Recommendation 3- That critical discussions commence prior to the implementation of the Plan to
consider utilizing existing college entities in the implementation, monitoring, and reporting of

professional development activities.

Recommendation 4- That the Plan be incrementally implemented based on the following schedule

and tasks:

1st Year

Based on the provisions of the Plan, expand training (online, interactive)
Determine and establish evaluation criteria based on best practices and Plan goals
Evaluate current professional development to determine effectiveness

2nd Year

Implementation of Center of Professional Learning and Excellence (CPLE)

Implementation of peer coaching (Center of Professional Learning and Excellence, PDRC, Staff
Committee)

Monitor and Evaluate professional development

3rd Year

Teacher/Training Lab (Center of Professional Learning and Excellence, PDRC)
Implementation of teaching/training demonstrations (CPLE)

Instructional Resource Room (CPLE, Office of the VP}

Monitor and evaluate Professional Development (CPLE, AIER)

Recommendation 5: That AIER in close collaboration with the CPLE apply best practices in

establishing various evaluation tools and techniques for professional development
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Recommendation 6: That PDRC/Staff Professional Development Committee monitor and review

professional evaluation data to determine changes to better address professional development needs

Recommendation 7: That a Professional Development Evaluation Team be established consisting of
the AIER Assistant Director, Associate Dean of TPS, a member of the PDRC, LOC, CCA, and other

appropriate members.

4th Year

Establishment of an Instructional Repository

(online resources, teaching resources, best practices strategies/current research, computer lab, other

audio visual equipment)
Monitor and evaluate professional development

Recommendation 8: That the Plan be construed as a living document to be reviewed each year in
conjunction with professional development evaluation results. Changes to the document will be made

based on the extent to which professional goals are achieved.
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GUAM COMMUNITY COLLEGE COMPREHENSIVE
PROFESSIONAL DEVELOPMENT PLAN

Evaluation of Professional Development

Professional Development is assessed primarily by its effectiveness in changing instructional and
organizational practice and how such change impacts student achievement. Moreover, it is critical to
the continuous growth of teachers (Altany, 2015), staff, and administrators. Research indicates that
professional development is successful when it is adapted to the complex and dynamic characteristics
of specific contexts. 1t must be adapted for relevancy and practical application. Simply put, professional
development is tailored to the unique needs of the organization and its members (Batz, 2013). Given
the complexity, the change process requires an extended period of time for long-term instructional and
organizational behavior and practices and significant learner performance to occur. The purpose
therefore of evaluation, is to provide information on the impact of professional development as well

as to provide data for refining and adjusting professional development activities on an iterative basis.

An on-going and systematic process of evaluation is an essential component of professional
development (Thomas, 2012). Therefore, regular evaluation will be implemented to collect evidence
with the goal of ascertaining to what extent professional development activities are effective. These
include but are not limited to data collection on brown bag sessions, classroom observations,
professional development evaluations and feedback, IDEA survey results, student work and
evaluations, evaluation of support programs such as peer mentoring and coaching, and staff support

initiatives. The evaluation process will coincide with the schedule as indicated in the Logic Model.
This Plan will include three measures of evaluation:

1. Planning—The critical questions are: What are the needs? What will the professional development

approaches be? What is the timeline? What resources are necessary?

2. Application/Implementation—The critical questions are: Did the training meet the participants’
needs? Was it of high quality? Does professional development alter long-term behavior?
Are the participants receiving job-embedded, reflective opportunities to assist in their
application and utilization of new knowledge in an effort to improve educational
practices/delivery of services? How will professional development activities be

monitored?
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3. Impact/Evaluation

Successful professional development programs have a clear and well-developed system for measuring
effectiveness. Measurement includes employee participation, training quality, and impact {Batz, 2013)
Critical questions to ascertain the extent to which professional development is effective are: How do
we know that professional development activities improve learner performance? To what extent have
goals been met? What mechanisms can be adopted to ensure change can be made to procedures,
activities, goals, and timelines? What are the measurable results? What should be done with the

results?

The Plan is further based on guiding assumptions about evaluating professional development as

indicated in the research and derived from the National Staff Development Council. They are:

1. No single “best” approach to evaluation exists and the recommendations included apply to
professional development in general.

2. Evaluation planning should be an integral part of professional development planning

3. Teachers and staff play a key role in evaluating professional development

4. Evaluations of professional development should be separate and distinct from teacher and staff
performance appraisals.

Professional Development Logic Model

The overall design of a professional development program takes into consideration key elements that
will be evaluated as well as the accompanying underlying assumptions. Several questions are
underscored: what are the goals of the professional development program? Who are the anticipated
participants? What kind of professional learning will take place? What is the timeline? What resources
are necessary to ensure the professional development takes place as planned and results in intended
outcomes? What contextual factors are likely to influence professional development, and how are these
factors likely to influence the extent to which teachers apply new knowledge and skills in their

classrooms and staff and administrators apply new knowledge and skills in their respective areas?

A framework utilized in the drafting of this Plan is the Logic Model (diagram on the following page). It
is a useful tool in addressing the questions previously posed. Essentially, the model is an important
instrument in the identification of key components of professional development including underlying
assumptions, determining the time frame, and the expected outcomes (Teacher Professional
Development Guide, 2010). This model was utilized in the drafting of this Plan in an effort to
conceptualize the various aspects of long-term professional development that must be critically
considered. Overall, the model serves as the road map for how professional development occurs, the

systems in place to support it, and for its evaluation.
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[Contextual Factors that may affect participation and outcomes (e.g., competing priorities, change in leadership, etc.)
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Appendix A: Board of Trustees Policy 400

In 2009, the Guam Community College Board of Trustees amended and adopted Policy 400 on
Professional Development. The most recent amendments and adoption was January 13, 2015.
Policy 400 states:

Whereas, the Board of Trustees recognizes the importance of a well-trained staff to more
effectively carry out the mission of the College; and

Whereas, the Board of Trustees is committed to providing resources to support professional
development activities; and

Whereas, procedures for the selection of administrators, faculty and staff professional
development are on file in the office of the President of the College.

Now, therefore, be it resolved, that the Guam Community College Board of Trustees establishes a
Professional Development Account of the Non-Appropriated Fund for the professional
development of faculty and support personnel. The President shall annually submit a budget for
professional development for approval by the Board of Trustees.

Be it further resolved, that the Board of Trustees authorizes the following:

1. The selection of faculty will be through the Professional Development Review Committee
(PDRC), in alignment with procedures established for the comprehensive professional
development plan. The recommendation of selected faculty will then go to the Deans,
Academic Vice President, and the President for final approval.

2. The selection of administrators and staff will be through the Administrators/Staff
Professional Development Committee. The recommendation of selected staff and
administrators will then go to the President for final approval.

Be it further resolved, that is the policy of the Board of Trustees that professional development

activities will be undertaken outside of the employer’s normal working hours. In the event that

a workshop or course is only offered during working hours, the supervisor may make

arrangements for the employee to make up hours, as necessary and appropriate.

Be it further resolved, that administrative leave may be granted for professional development

activities under any of the following conditions:

1. The scheduling of the professional development activity will not compromise the critical
operations of the department and the Guam Community College.

2. The professional development activity is conducted off-island

3. The professional development activity is an integral part of the employee’s job
classification

4. The professional development activity is offered only during normal working hours.

5. The professional development activity is required by the employee’s supervisor as part of
an employee improvement plan.
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Appendix B: Academic Vice President’s Memorandum

GOC

Academis Affairs Divieon

Fulalie Rumnunidar Gosnss R. Ray D. Somera. D,
parsdites te, the
AesTern NAS pudtlie

artonelz ang Calesss

Vice Presidant

TO: Deans. Assoclate Deans. Depaytment Chalrs, PDRC members, and all
T8§S and TPS Faculty z
FItOM: Dr. R Ray D. Somera

Vice President for Aradenfic Affairs

SUB[ECT Dovelopment of a Comprehensive Professional Developmaent Plan for
Faculey
DATE: August 29, 2014

Faculty professipnal development is an institutional responsibility, hence, this

mema is about the big picture of faculty professional development at GCC. {n light of
the new |ob Specs and tacuity needs as revealed in the IDEA Survey, there is an
urgent need to conceprualize and develap an institvtonal, comprehensive, and
unitied professional develnpment plan far taculty that will include mulo-faceted
activitles ke mentorship, weblnars, hrown bapg sewnivars, conference attendance,
resouree speakers, and olher enrichment aclivilles that can be done hy facully both
online and offline,

| have tasked Dr. Liz Diggo, TPS Asaotiate Dean, to lead this initietive. She will du
the inital review afliterature, research and modeling from other community
colleges in canceptualizing the establishment of a Center for Learning and Teaching
(CTL} on campus  She will explere building a dedicated website for professional
davelamuent activities that can be monitored and tracked for evidence purposes
that will ba useful for faculty evaluation. She will seek the tnput from the Deans,
Assoclate Deans, PBRC menbers, Departrment Chalre (DCg), and ather stakeholders
on campus as she puts together a comprehensive plan, including the piloting of
saveral actlvities for Facuity withln this academic yaar

For fall semester 2014, | have directed the Deans to assist theic DCs in develepinga
department-based professional development plan that is linked to faculty
educational plans within their departments. | would expect to sze this plan on my
desk on or before the end of the fall semestec. Please be zuided accardingly.

Toveards the end of the academic year {(sometime around February 2015), Dc. Diego

will submit ta me a Comprehensive Profesgional Development Flan for Faculty that
has benefitted fram tfeedliack of the endre college community.

¥ O. Box 23049, Barrigada, Guam BEYZE » Phone (6871) 7358-5527 » Faw 754-14Qu3
Wabgits www guames edu
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Appendix C: Professional Development Review Committee (PDRC)

The following excerpt was extracted from Article IX, Professional Development Committee (PDRC)
Overview of the Board of Trustees and Faculty Agreement.

Charge

To review, evaluate, and approve application packets for faculty education, training, workshops/
conferences (may include on or off-island speakers), etc. to avail of the funding opportunities for
faculty professional development.

In addition, the PDRC shall plan, develop, and implement professional development and sabbatical
initiatives that contribute to faculty growth. Such initiatives include: workshops, mentoring,
faculty forums, individual/departmental professional development activities, credentialing,
pursuit of academic credits, sabbatical, etc.
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Appendix D: Summary of Faculty Survey Results

Faculty responded to a series of instructional strategies/concepts indicating extent of familiarity and
whether they are currently being utilized in the classroom. Faculty were asked to select the
statement which best describes their current knowledge about the strategy/concept and comfort
level in using it. In this summary, the strategy/concept is identified as a training need if faculty
selected the following responses:

I am not familiar with this and would like to learn more about it
[ am aware of this but have never made it a part of my courses

I have tried this but | am not comfortable using it regularly in my classes
I use this but 1 could use help in being more effective with it

The table below represents topics according to the item most requested for professional
development and the percentage of faculty who indicated they would like to receive training

% of Faculty

Hybrid Instruction
Integrated Teaching

Online Learning

Metacognition

Differentiated Instruction

Web-Enhanced Instruction

Effective Elements of Instruction

Higher Level Questioning

Learning Styles

Rigor and Relevance

Student-Centered Instruction

Transforming the traditional lecture into interactive lectures
Cooperative Learning

Active Teaching Strategies

Active Student Involvement
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The table below represents topics written in by faculty in the survey, identified areas of potential need,
and research best practices.

Topic

Multi-tasking and implications for teaching and learning

Designing Test Questions

Brain research and implications for teaching and learning

Developing Rubrics/Classroom Assessment Tools

Emotional Intelligence

Reflective Responses

Writing across the curriculum

Goals to Grades Connections

Climate Setting: Setting the stage for learning

Fostering learner responsibility

Encouraging/rewarding learner participation

Reflective responses

Student-centered teaching: Implications for curriculum and instruction

Curriculum Alignment: Matching student instruction, activities, and assessment

Andragogy: Teaching implications

Maximizing technology in the classroom

Multiple Intelligences and implications for teaching and learning

Teacher-directed instruction vs. Student/Learner-centered instruction

Providing effective and timely feedback

Developing, implementing, and assessing new programs, services, and activities
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How professional development is implemented is also cited in the literature as a critical point to
consider when designing training. For professional development to be effective, it must be ongoing,
accessible, highly interactive, reflective, supportive, and must have follow-up to determine its
effectiveness and degree to which knowledge and skills are implemented or applied. The following
table represents results from the faculty survey with respect to how they would like to see

professional development implemented. The faculty were asked to rank according to order of
preference. The responses are listed according to the most frequently selected.

Survey ltem

Response Percentage of faculty who selected

Full Time

Adjunct

| would like training sessions to be scheduled on Friday only Il
weekday - 33%
Saturday ' 53%
| would like training sessions to take place in the Morning I 40%
Evening I 70%
Afternoon I 29%
| prefer training sessions that run for 1hour I 1%
2hours - 63%
Half day R 83%
3hours ! 50%
| would be interested in online training Interested I 52%
Highly Interested I 43%
| would be interested in observing teaching Interested - 35%
demonstrations that will expand my instructional skills  Strongly Interested - 57%
I would be interested in training if it led to an Associate’s Interested [ ] 26%
or Bachelor's Degree in Education Highly Interested | ] 26%
| would be interested in training if it led to a degree interested [ 52%
arranged in an accelerated or cohort format Highly Interested . 26%
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Appendix E: Summary of IDEA Survey Results: What students said they would
like to see more of from their instructors

The results are ranked (with the most frequently cited at the top) according to what students said
they would like teachers to consider increasing use of in their instructional practice.

IDEA Survey Statement % of-
Teachers

Displayed a personal interest in students and | Establishing and maintaining rap-  |61%

their learning port/connection to students

Stimulated students to intellectual effort beyond |Stimulating student interest/ 56%

that required by most courses Sufficient challenge

Introduced stimulating ideas about the subject Stimulating student interest/ 55%
engagement

Demonstrated the importance and significance of |Stimulating student interest/ 47%

the subject matter engagement/Relevancy

Related course material to real life situations Stimulating student interest/ 42%
engagement/Relevancy

Encouraged students to use multiple resources Encouraging student involvement/ |42%
active participation

Asked students to share ideas and experiences Fostering student collaboration/ 38%
with others whose backgrounds and viewpoints |encouraging diversity

differ from their own

Made it clear how each topic fit into the course Structuring classroom experiences |36%
Found ways to help students answer their own Establishing rapport/ fostering 33%
questions responsibility for own learning

Formed teams or groups to facilitate learning Fostering student collaboration 31%

Explained course material clearly and concisely |Structuring classroom experiences |31%

Explained the reasons for criticisms of students’ | Establishing rapport/providing 28%
academic performance prompt and effective feedback

Gave projects, tests, or assignments that covered |Structuring classroom experiences |26%
the most important points of the course

Gave projects, tests, or assignments that required |Encouraging student involvement/ |25%
creative thinking encouraging higher order thinking
skills
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Appendix F: 2014 Group Summary Report

The information below was provided by AIER and is contained in the 2014 Institutional Summary
Report.
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Appendix G: Summary of Staff Survey Results

GUAM COMMUNITY COLLEGE
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o L2 vy At
How 1o maximize use of current technology (i.e.: smartboard) 50.90%
Microsaft Office (W ord. E xca!, Powerpeint) 48 10%
Leadership and leaming siyles 49.10%
Critical thinking s ks {problem -sclving. decision-making, elc | 43.60%
Systems Thinking (how the differant paris of GCC work/fit together) 41.80%
How to create electronic filesiuse latest program software 41 80%
How to cope with change/increase your resiliency 41.80%
How to create an efficient filing system 40 00%
Conflict managament/rasalution 40.00%
Sharing information across departmenis/campus 36 40%
Team buiding 36.40%
How to write reports 34.50%
O Hice management skills 34.50%
O manization ski's 32.70%
Following proper potocol 30.90%
Understanding my performance avaluaton 20.10%
Cusbmer servicelfinlerparsonal skills (how to grest people. provide efficient and frie 27.30%
How to make presentations 25 50%
T aking minuesitranscribing minutes 18.20%
Qther 10.90%

T otal Raspondanis: 55
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Appendix H: Summary of Administrator Survey Results

GUAM COMMUNITY COLLEGE
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Appendix I: Participation in Faculty Professional Development

GUAM COMMUNITY COLLEGE

Rulehon Kunmutidat Guddieer

Number of Faculty?

Fiscal Year 2014
Insttutivnal Madate
ACCJC Accreditation Handbook
+ “The institutlon plans for and
provides all personnel with
approprate cpportunifies for

confinued professional
development, consistent with the

Institutional mission and based on
evolving padagogy, technology,
and learning needs. The institution
systematically evaluates
professional development
programs and uses tho results of
these evaluations as the basis for
lmprovement.”

Faculty.
awarded
funding
18%

Conceptual Framework
» Gmowing Students

* Growing Yourself i
» Growing Your Organization

Cuonceptaal Structune
Companents 1w
= Center for Professional
Development and Excellence
Demonstration Lab

Training Station I
instructicnat Resource Room

Total Faculty
Emplyed

Number of
Awardees

Amount
Spent

2011 §73.200.2% X

i J013 13

_I_—_I_ow Do We Increase Funding to a Greater

A low percentage of faculty are awarded professional
development funds.

= 57 total individuals or vendors have been
awarded funds between fiscal years 20 11-2014.

« 529564597 has been spentbetween fiscal years
2011.2014

= An average of $5,186.77 has been spont per
personfvendor between fiscal years 20 11-2014.

Faculty Use of PD Funds

Nember of Awardecs

m Total Faculty Employed

1

i) )
Fiical Year

Full Time
Faculty
Employed

Adjuna
Faculty
Employed

107

% of Faculty
Awarded PD

Funding®
14% §

Average
Awarded per
Persgn/vendor

Tl 244001

2012 §76.111 51 25 209 94 115 12% § 3,04448
2003 $66.563 12 25 198 84 114 17% § 2.74332
2014 $77.751.09 &1} 194 18 115 19% S 2,286.80
Averages 3$73,311.49 1] 205 3 114 14% § 2.628.65

*This number includes vendors. While vendor awands tend to affect more than one faculty, vendors only account
for 15% of the total awards from FY 2011-2014, and only 3% of the total funds over the same period.
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Appendix J: Participation in Staff/Administrator Professional Development

GUAM COMMUNITY COLLEGE

Ireleiron erneenidar Gudahan

Otmtiaual Ma

ACCJC Accreditatio

= “The Institution ptans forand
provides all personnel with
appropriate opportunities for
gontinued professional
development, consistent with the
Institutional mission and based on
evalving pedagogy, technology,
and learning needs. The institution
systematically evaluates
professional development
programs and uses the results of
these evaluations as the basi for
improvement.”

Conceptual Framewark

» Growing Students

» Growing Yoursetf

« Growing Your Organization

R T A

RCERE RN EE N TEL -
« Centor for Professional
Davelopment and Excellence
Demanstration Lab
Training Station
Instructional Resource Room

45

Staff / Admin Use of PD Funds

vercor Awacds

B Adimn Awards

0 statt avards

© oy [

2011

201
2012
2013
2014

Averages

£

12
Fiscal Yaar

Mma3a

1014

A low percentage of professional
development funds are awarded directlylo
Staff and Administrators

« 16 tota] individuals have been awarded
funds between fiscal years 2011-2014

+ 5155,147.45 has been spent between
fiscal years 2011-2014

« An average of $5,718.85 has been s pent
perpersonivendor between fiscal years
2011-2014,

Fiscal Year 2014

% of
Flscal

% of
Total
Year Period

100% 26%

67 5% Tih
19%% 3%
59 B5%% 1%
103% 19%
66 41%
65 19%
45 40
100%

30%
16 395

% of Staff % of Admin
Awarded PD Awarded PD
Funding Funding
2% 0%
2% 9%
2% 9%
1 9%
2% 6%
Number  %of
Fisca  Award of \Flscal, Amount of
Year Type | Awanir  Yew Awards
2014 Ay am $ 39,70050
Admin 3 5% 5 10,087
Staff R 1 5 3.8702%
Vendor A% ;ﬁ 5 25,642
203 1 $ 29,1597
Admin 3 I $ 11,841
Staff 2 AN 5 4,514
L Vendor Foo % 5 ;e
2002 o 1w § 41,M677
| Admin 3 @a% o 5 12,22776
Staff - A 514,444
I vendor 30 hﬂi‘ S 14,714 85
101 ‘3 k% § 43,8500
Admin 0] _Lﬁ 15 @
Staff 2 e S 21,6042
_ vendor AR Ty 23,160.00
G rwnd Tatal 45, Y el 155,147.45
Admin A 31,2179
Stafl 7 44,609 47
Vendor & ER 75,320 82

Oraft 10 November 2015; Original document drafted September 2014



GUAM COMMUNITY COLLEGE COMPREHENSIVE
PROFESSIONAL DEVELOPMENT PLAN

Appendix K: References

Alfred, R. (2003). The wol!f at the door. Community College Journal, 73(5): 16-24.
Altany, A. (2015). Professional Faculty development: The necessary fourth leg. Faculty Focus

Anderson and Anderson

Baldwin, R. G. and Chang, D. A. (2007). Collaborating to learn, learning to collaborate. Peer Review
(9)4. Association of American Colleges and Universities.

Batz, ]. (2013). Employee training: Ten characteristics of top programs. Retrieved from
www.bizlibrary.com.

Bowman, L.G. & Deal, T. E. (2003). Reframing organizations: Artistry, choice, and leadership.
San Francisco, CA: Jossey-Bass.

Blank, R. (2013). What research tells us: Common characteristics of professional learning that leads
to student achievement. Retrieved from www.learningforward.org.

Blumberg, P. (2009). Maximizing learning through course alignment and using different types of
knowledge. Innovative Higher Education (34)2: 93-103.

Blumberg, P. (2004). Beginning journey toward a culture of learning centered teaching. fournal of
Student Centered Learning (2)1: 68-80.

Borko, H. (2004). Professional development and teacher learning: Mapping the terrain.
Educational Researcher (33)8: 3-15.

Bransford, J. D., Brown, A. L., & Cocking, R. R. (Eds.) (2000). How people learn: Brain, mind,
experience, and school. Washington, DC: National Academy Press, pp. 3-23.

Bryk, A. Sebring, P., B., Allensworth, E,, Luppescu, S. & Easton, J. (2009). Organizing schools for
improvement: Lessons from Chicago. Chicago, IL. University of Chicago Press.

Bryk, A. S. and Schneider, B. (2003). Trust in schools: A core resource for school improvement.
Creating caring schools, 60(6): 40-45.

Carter, L. L. (2004). Best practices in leadership development and organization change.
San Francisco, CA: Jossey-Bass.

Coggshall, |. (2012). Toward effective teaching of new college and career ready standards: Making
professional learning systemic. National Comprehensive Center for Teacher Quality.

Cohen, D.K. and Hill, H. C. (2001). Learning policy: when state education works. New Haven, CT:
Yale University Press.

Cox, M.D. & Richlin, L. (Eds.). (2004). Building faculty learning communities. New Directions for
Teaching and Learning. San Francisco, CA: Jossey-Bass.

a6 Draft #10 November 2015; Original document drafted September 2014



Demonte, ]. (2013). High quality professional development for teachers: Supporting teacher
training to improve student learning. Center for American Progress. Retrieved from
www.american progress.org.

Desimone, L. M. (2009). Improving impact studies of teachers’ professional development: Toward
better conceptualizations and measures. Educational Researcher (38):181-200.

Desimone,L.M., Porter, A. C., Garet, M.S.Yoon, K.S., & Birman, B.F. (2002). Effects of professional
development on teachers’ instruction: Results from a three-year longitudinal study.
Educational Evaluation and Policy Analysis (24)2: 81-112.

Digest of Education Statistics (2008). Institute of Education Sciences, National Center for Education
Statistics.

DuFour, R. (2004). What is a professional learning community? Educational Leadership, 61
(8): 6-11.

Ewing, C. & Sorcinelli, M.D. (2002). The value of a teaching center. Chronicle of Higher Education.
Felder, R. M. (1996) Navigating the bumpy road to student centered instruction. College Teaching,

Ferguson, D.L. (2006). Reconceptualizing continuing professional development: A framework for
planning. University of Oregon.

French, V. (1997). Teachers must be learners, too: Professional development and national teaching
standards. NASSP Bulletin, (81) 585: 38-44.

Gappa, ]. M. & Leslie, D. W. (1993). The invisible faculty. Improving the status of part-timers in higher
education. San Francisco, CA: Jossey-Bass.

Gillespie, K. J. & Robertson, D. L. (2010). A guide to faculty development. San Francisco, CA: Jossey-
Bass.

Gulamhussein, A. (2013). Teaching the teachers: Effective professional developmentin an era of high
stakes accountability. Center for Public Education.

Hauser, Huberman, and Alford (

Hord, S. M. (1994). Staff development and change process: Cut from the same cloth. Issues...about
Change. 4 (2).

Huebner, T. (2009). The continuum of teacher learning. Educational Leadership, 66 (5): 88-96.
Hurley,

Jacobson, K. N. (2013). Leadership matters: Building the roadmap to adjunct faculty success.
Association for Career and Technical Education, (4) 1-3.

Jaquth, Mindich
Joyce, B. & Showers, B. (2002). Student achievement through staff development.

King, K. P. & Lawler, P. A. (2003). Trends and issues in the professional development of teachers of
adults. New Directions for Adult and Continuing Education, (98): Summer.

Kowalski,

Leithwood, K. Louis, K.S. Anderson, S. & Walhstrom, K. (2004). How leadership influences student
learning. Center for Applied Research & Educational Improvement, University of
Minnesota.

47 Draft #10 November 2015; Original document drafted September 2014



Leslie, D. W. & Gappa, ). M. (2002). Part-time faculty: Competent and committed. In C.L. Outcalt (Ed.).
New directions for community colleges (118). Community College faculty Characteristics,
practices, and challenges (pp. 59-67). San Francisco, CA: Jossey-Bass.

Louis, K. S., Dretzke, B., & Walstrom, K. (2010). How does leadership affect student achievement?
Results from a national survey. School Effectiveness and School Improvement (21)3 315-336.

Miller, R. ]., Goddard, Y. L., Goddard, R.G., & Larsen, R. (2010). Shared instructional leadership A path
way to teacher collaboration and student achievement. (Paper presented at the University
Council for Educational Administration Convention).

Mindich, D. & Lieberman, A. (2012). Building a learning community: A tale of two schools. Stanford,
CA: Center for Opportunity Policy in Education.

Mooney, K.M., & Reder, M. (2008). Faculty development at small and liberal arts colleges. In D.R.
Robertson & L.B. Nilson (Eds.). To improve the academy. Resources for faculty, instructional,
and organization development. (26):158-172.

National Institute for Excellence in Teaching. (2012). Beyond “job-embedded”: Ensuring that good

professional development gets results, San Monica, CA: Author. Retrieved from http://

www.niet.org/assests/PDFs/beyond job embedded professional development.pdf.

Nilson, L. & Miller, ]. E. (Eds.). (2009). To improve the academy: Resources for faculty, instructional,
and organizational development (pp. 69-78). San Francisco, CA: Jossey-Bass.

Preskill and Torres

Professional and Organizational Development Network in Higher Education. What is faculty
development? Extracted from podnetwork.org/faculty_development.

Reder, M. (2007) Does your college really support teaching and learning? Peer Review, (9)4.
Association of American Colleges and Universities.

Reid, and Parsons, (2002).

Roueche, ]. E., Roueche, S. D., and Milliron, M. D. (1995). Strangers in their own land: Part-time
faculty in American community colleges. Washington, DC: Community College Press.

Roy, P. (2009). Using the Standards Assessment Inventory (SAI) to build a comprehensive
professional development plan. National Staff Development Council and Arizona Department of
Education.

Saunders, W. M., Goldenberg, C. N., and Gallimore, R. (2010). Increasing achievement by focusing
grade- level teams on improving classroom learning: A prospective, quasi experimental study
of Title I schools. American Educational Research Journal 46 (4): 1006-1033.

Snow-Renner and Lauer, (2005). Professional development analysis. Denver, CO: Mid-continent
Research for Education and Learning.

Sorcinelli, M. (2007). Faculty Development: The challenge going forward. Peer Review (9)4.
Association of Colleges and Universities.

Sullivan, R. (2010). Practicing organization development: A guide to leading change. San Francisco,
CA: Jossey Bass.

Teacher Professional Development Evaluation Guide (2010). National Staff Development Council.

The support of Adjunct Faculty: An academic imperative. (2006). Social Work Education (25)1: 39-
51.

48 Draft #10 November 2015; Original document drafted September 2014



Thomas, M. (2012). Training best practices and organizational success. Retrieved from
www.trainingindustry.com

Webster-Wright, A. (2009). Reframing professional development through understanding authentic
professional learning. Review of Educational Research, (79) 2: 702-739.

Wei, R.C., Darling-Hammond, L. & Adamson, F. (2010). Professional Development in the United
States: Trends and Challenges. National Staff Development Council.

Wei, R. C,, Darling-Hammond, L., Andree, A, Richardson, N., and Orphanos, 5. (2009). Professional
learning in the learning profession: A status report on teacher development in the United
States. Stanford, CA: National Staff Development Council and the School Redesign Network,
Stanford University.

Wentworth, D. and Lombardi, M. (2014). Five trends for the future of learning and development.
Training: the source for professional development. Lakewood Media Group.

Yoon, K.S,, Duncan, T., Lee, S. W., Scarloss, B. and Shapley, K. (2007). Reviewing the evidence of how
teacher professional development affects student development. Institute of Education
Sciences, U.S. Department of Education.

Zepeda, S.]. (2014). Job-embedded professional development: Support, collaboration, and learning
in schools.

Zepeda, S.]. (2011). Professional development: What works. Routledge.

49 Draft #10 November 2015; Original document drafted September 2014






