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A CONCEPTUAL MODEL FOR THE PROFESSIONAL DEVELOPMENT OF THOSE WHO TEACH IN IRISH HIGHER EDUCATION

1.

What we asked you

1.1 Background
In order to establish a nationally guided approach to professional development (PD) for those who teach
in Irish higher education, the National Forum carried out research to answer the question: What national
professional development structures can be created to recognise, enhance, inform and sustain excellent
teaching practice that supports/enhances student learning in a diversity of contexts? The resulting
consultation document (National Forum, 2015a) highlighted:
s 4HE COMPLEXITY OF THE RANGE AND TYPES OF ACTIVITIES UNDER THE CONCEPT OF PROFESSIONAL DEVELOPMENT
s 3AMPLES OF DIFFERENT NATIONAL PROFESSIONAL AND DISCIPLINARY APPROACHES
s 0OSSIBLE MODELS FOR CONSIDERATION IN THE )RISH CONTEXT
s 3UGGESTED OBJECTIVES FOR THE NATIONAL FRAMEWORK

1.2. Guiding questions
Based on this work, we sought feedback from you on:
1. What kind of professional development framework1 is needed to meet the needs of those teaching in
higher education in Ireland?
2. Based on the models presented, is there any particular model either whole or in part which might be
relevant to an Irish professional development framework?
3. How can the framework integrate and recognise existing accredited and non-accredited provision?
4. How can the framework integrate and recognise existing professional work-based learning?
5. What management structure would help to make the professional development framework
sustainable and give it on-going credibility nationally and internationally?
The professional development consultation process was informed by the outputs of parallel investigations
and activities in our work plan, for example:
s 4HE REPORTS ON CURRENT ACCREDITED .ATIONAL &ORUM B AND NON ACCREDITED 0$ ACTIVITIES IN THE
SECTOR +ENNY ET AL  
s 4HE 2OADMAP FOR %NHANCEMENT IN A $IGITAL 7ORLD .ATIONAL &ORUM C 
s 4HE .ATIONAL 3EMINAR 3ERIES ON @4EACHING FOR 4RANSITIONS
s 4HE ,EARNING )MPACT !WARDS
s 4HE $ISCIPLINE %NGAGEMENT WITH 0ROFESSIONAL $EVELOPMENT REPORT /-AHONEY  

1

The language around professional development: models, framework, guidelines.
7E ARE USING THE TERM @#ONCEPTUAL -ODEL TO DESCRIBE THE RELATION BETWEEN THE CONCEPTS AND IDEAS THAT EMERGED AS PART OF THIS
DIALOGUE "ASED ON THIS @#ONCEPTUAL -ODEL THERE IS A NEED FOR MORE DETAILED @'UIDELINES ON HOW THIS MODEL COULD BE USED IN
PRACTICE @'UIDELINES IS USED AS AN ALTERATIVE TO THE WORD @&RAMEWORK WHICH WE INITIALLY USED AS IT WAS IN KEEPING WITH THE CONCEPT
of quality enhancement that many of you emphasised.
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During the consultation process, we had opportunity to engage in very informative dialogue and gather
feedback from many diverse institutions, individuals, networks/discipline groups and professional bodies
(See Appendix I and II for details).

2.

What you told us

2.1 How professional development is defined by the sector
There was general acknowledgement of the spectrum of activities that could be considered under the
umbrella of professional development. These include both accredited and a range of non–accredited
activities (Table 1).
Table 1: Typology of accredited and non-accredited professional development activities
Non-Accredited
1. Collaborative
Non-accredited

2. Unstructured
Non-accredited

3. Structured
Non-accredited

4. Accredited

(non-formal)

(non-formal)

(informal)

(formal)

Learning from these
activities comes from
their collaborative
nature – in this
case professional
development is not
a commodity to
be consumed, it is
developed through the
collaborative process.

These activities are
independently led
by the individual.
Engagement is driven by
THE INDIVIDUALS NEEDS
interests. Individuals
source the materials
themselves.

These are externally
organised activities (by
an institution, network,
disciplinary membership
body). They are typically
facilitated and have
identified learning
OBJECTIVES

Accredited programmes
OF STUDY %#4 #REDITS

Examples
#ONVERSATIONS
with colleagues,
sharing research at
a conference, peer
review of teaching

2

2EADING ARTICLES
following social media,
watching video tutorials,
keeping a reflective
TEACHING JOURNALPORTFOLIO
preparing an article for
publication

Workshops, seminars,
-//#S SUMMER
schools.

0ROFESSIONAL #ERTIlCATE
Graduate Diploma,
Masters, PhD in:
4EACHING AND ,EARNING
E,EARNING ,EADERSHIP
IN %DUCATION %DUCATION
Policy, etc.
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The spectrum of professional development activities
There was a strong view that accredited programmes of study were a key component of professional
development activities. There is currently a wide range of accredited offerings in Irish Higher Education
(n=68 programmes over 22 institutions) that:
s COULD BE INCREASINGLY OFFERED ON A BLENDED BASIS WITH SCOPE FOR MORE ONLINE OFFERINGS
s HAVE A TEACHING LEARNING AND ASSESSMENT FOCUS WITH SOME SCOPE FOR MORE CONTENT ON DIGITAL
PEDAGOGY LEADERSHIP AND ADMINISTRATION
s HAVE A WIDE RANGE OF CREDIT VALUES .ATIONAL &ORUM B 
-ANY OF YOU REAFlRMED THE lNDINGS OF THE !CCREDITED 0ROFESSIONAL $EVELOPMENT 0ROVISION 2EPORT .ATIONAL
Forum, 2015b) that there is a need to consolidate these offerings nationally for a more efficient and effective
approach to the quality of professional development in the higher education sector.
Your feedback supported the sharing of a database of available modules as a starting point for this activity
and suggested that the National Forum could play a role in facilitating this.
4HERE WAS A GENERAL CONSENSUS FROM MOST OF YOU THAT A @FOUNDATION LEVEL MODULES SHOULD BE AVAILABLE
to all staff starting off in their teaching careers. The recommended credit of this module varied between
  %#4S CREDITS )T WAS NOTED THAT SOME GREATER CONSENSUS ON THIS WOULD BE VALUABLE IN ORDER TO BUILD
cross-institutional collaborations. Some of you described this foundation offering as a basis for meeting the
requirements for quality assurance of teaching and learning in the sector, with further modules emphasising
the quality enhancement aspect. However, there was a difference of opinion as to whether this foundation
OFFERING SHOULD BE MADE MANDATORY BY ALL INSTITUTIONS -ANY RE EMPHASISED THE %UROPEAN #OMMISSIONS
report (2013) that highlights that by 2020 all staff should receive certified pedagogical training.
Alongside any accredited activity, the importance of a more formalised system to recognise prior learning
20, WAS IDENTIlED
In the recent review (Kenny et al, 2015) of structured non-accredited activities (such as workshops and
seminars), the usefulness of these activities was highlighted on the basis that they:
s GAVE STAFF SOME OF THE VOCABULARY FOR TEACHING AND LEARNING
s INCREASED PARTICIPANTS CONlDENCE IN TEACHING THOUGH DIALOGUE WITH PEERS
s TENDED TO BE MORE RESPONSIVE THAN ACCREDITED PROVISION TO CHANGING INSTITUTIONAL NEEDS
There was a strong message from many of you that professional development is most valuable as a workbased activity.
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Inclusion of the term ‘Scholarship’
6ERY MANY OF YOU STRONGLY VIEW @THE SCHOLARSHIP OF TEACHING ;AS= IMPORTANT )N PRACTICE THERE CAN BE RANGE
of activities that are represented by this term, which can start from staff sharing their teaching practices
locally with colleagues (discussions, presentations, sharing resources) through to researching into teaching
AND LEARNING AND DISSEMINATING THESE IN PEER REVIEWED JOURNALS 'IVEN THE EMPHASIS ON THE SCHOLARSHIP OF
TEACHING AND LEARNING IN THE CONSULTATION WE THINK THERE IS A NEED TO ARTICULATE THE @SCHOLARSHIP OF TEACHING
AND LEARNING IN ANY PROPOSED MODEL FOR PROFESSIONAL DEVELOPMENT FOR THOSE WHO TEACH IN )RISH HIGHER
education.

2.2 Professional development should be underpinned by strong
values
)N YOUR FEEDBACK THERE WAS STRONG SUPPORT FOR HAVING A @VALUES DRIVEN MODEL SUPPORTING PROFESSIONAL
development activity. There was a desire for a transparent set of values2 AROUND THE MODEL ITSELF ALSO
acknowledging the student values in how they learn and the individual personal and professional values
among those who teach in higher education. This is in keeping with some of the professional development
FRAMEWORKS EXPLORED AS PART OF THE CONSULTATION PROCESS FOR EXAMPLE THE 4EACHING #OUNCIL OF )RELANDS
emerging framework.
Figure 1 presents the core values that were identified and espoused by educators throughout the sector.
Figure 1: Core values underpinning the model that emerged from your feedback

Inclusivity

Collaboration

Authenticity

Values

Learnercentreness
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Scholarship

6ALUES HAVE BEEN DESCRIBED AS @THE MORAL PRINCIPLES AND BELIEFS OR ACCEPTED STANDARDS OF A PERSON OR SOCIAL GROUP ! VALUE SYSTEM IS
A @SET OF VALUES ACCORDING TO WHICH PEOPLE A SOCIETY OR ORGANIZATION REGULATE THEIR BEHAVIOUR
http://www.collinsdictionary.com/dictionary/english/value
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Inclusivity
There was a strong recognition that a professional development model should be inclusive of the wide
range of staff who contribute to teaching, learning and scholarship in higher education. It was considered
to be important that the model, and its associated guidelines, is inclusive to this wider group who teach in
this sector, i.e. academic staff, librarians, education technologists/developers, teaching assistants. Many of
you highlighted the need to support the large group of part-time teachers who are key contributors to the
student learning experience and who may be linked with more than one institution. The model, it was felt,
should allow for flexible pathways for different staff specialisms and changing work contexts. It should be
sensitive to changes in staff roles and responsibilities, including research. In addition, the model should be
flexible for the range of different professional learning opportunities and be applicable to staff at all levels
and stages of their careers.

Authenticity
Professional development should be authentic, in that it must allow for genuine and personally relevant
engagement by participants. It should also be relevant to the individual within their discipline and to the
institution(s) involved in their professional development. Approaches to teaching and learning in the discipline
should be recognised and valued (the discipline pedagogy). The academic department, as a key unit of
development and change, was acknowledged as an important consideration in the context of a professional
DEVELOPMENT APPROACH )T WAS STRONGLY FELT THAT THE APPROACH SHOULD NOT GIVE RISE TO @TICK BOX BEHAVIOUR BUT
rather allow for substantial and impactful engagement. It should be authentic and it should be manageable
in the time available. Some of you also emphasised the importance of the national and international
credibility of a professional development approach. To ensure that the associated guidelines support
authenticity, they should be reviewed and changed over time, where appropriate. This would suggest a
phased development, piloting and review of the model and the articulation of more detailed guidelines over
a period.

Scholarship
Many of you highlighted that a professional development model should be evidence-based and encourage
staff to be informed on, knowledgeable about, and have the capacity to contribute to the evidence base
of their teaching. The model should encourage linking with established best practices in professional
development while also fostering innovation on the basis of evidence. The students involved in the
consultation process also emphasised the importance of teaching having an evidence base. There is
generally a strong and growing interest in the scholarship of teaching and learning in the sector, identified in
the non-accredited and accredited reports.

Learner-centredness
There were two learners referred to in this value, staff as a learner and student as a learner. Your feedback
acknowledges that professional development should be learner-centred, driven by the values, needs and
motivations of both students and the individual staff learner. It should emphasise the importance of the
@SELF IN LEARNING 0ROFESSIONAL DEVELOPMENT SHOULD STRONGLY ALIGN WITH AN INDIVIDUALS TEACHING PRACTICE AND
ATTEMPT TO BE TRANSFORMATIVE OF STAFF KNOWLEDGE AND SKILLS 2EmECTIVE PRACTICE WAS NOTED BY MANY OF YOU AS
a key lever for interrogating and transforming individual teaching practices over time and across contexts.
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An extension of this concept of (staff) learner-centred was that of a student-centred approach to teaching.
The model should support innovative and creative teaching and learning approaches which aim to improve
student engagement and empowerment in their learning. The model should support teaching, learning and
assessment approaches that have highest impact on students.

Collaboration
The model, although focused around the individual staff learner, should also encourage social learning that is
key to learning in the work context and supported by many learning theories. It should encourage staff peer
dialogue and support the mentoring of other staff. Although most of you strongly emphasised the role of
individual institutions, it was acknowledged that there is a need to build on existing inter-institutional activity
for a more efficient and collaborative approach to professional development. There was a strong support
for the development and recognition of communities of practice that enhance professional learning in local,
disciplinary or cross-disciplinary contexts.
These values give rise to the following value-based actions for the guidelines:
i. Empowering staff to create, discover and engage in meaningful professional development activity, in
the changing context of higher education, throughout their careers (AUTHENTICITY INCLUSIVITY LEARNER
centredness)
ii. Encouraging recognition and linkages between the wide range of existing and emerging professional
DEVELOPMENT ACTIVITY IE ACCREDITED STRUCTURED NON ACCREDITED UNSTRUCTURED NON ACCREDITED
collaborative non-accredited (AUTHENTICITY INCLUSIVITY LEARNER CENTREDNESS)
iii. Incorporating pedagogy of the discipline for relevance and authenticity (AUTHENTICITY LEARNER
centredness)
iv. Assisting in quality enhancement and assurance of the quality of the student learning experience
(SCHOLARSHIP LEARNER CENTREDNESS AUTHENTICITY)
v. Assisting staff to reflect on and to contribute to evidence-based transformation of their teaching and
learning approaches (SCHOLARSHIP LEARNER CENTREDNESS COLLABORATION)
vi. Encouraging peer dialogue and support (COLLABORATION SCHOLARSHIP)
vii. Being flexible to the needs of the different disciplines and work contexts (INCLUSIVITY AUTHENTICITY)
viii. Identifying both minimum knowledge and skills for those in the early stages of their professional
development and some flexible pathways for all staff (AUTHENTICITY LEARNER CENTREDNESS INCLUSIVITY)
ix. Being clear, i.e. making available good descriptions of teaching and incorporating clear language
(authenticity, learner-centredness).
x. Assisting institutions to develop their own policies, procedures and plans for staff professional
development (AUTHENTICITY LEARNER CENTREDNESS)
These values and related actions should guide the processes used by individuals, academic departments
and institutions to recognise, inform, enhance and sustain professional development.
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2.3 What model of professional development would be appropriate
for those who teach in Irish higher education?
Though there was no consensus on which of the models presented in the consultation document was
most suitable for the Irish Higher Education Sector, the merits and challenges were richly discussed in your
feedback. Discussions suggested that selecting the best features from each of the models was the most
appropriate approach, i.e. a combination of the progressive nature of Model 1, the foundation level of Model
2, the specialist options of Model 3 and the institutional autonomy with national standards from Model 4.

Model 1. The Linear – Staged Model
#LEAR PROGRESSION WAS THOUGHT TO BE VERY SUITABLE FOR NEW ENTRANTS TO HIGHER EDUCATION TEACHING WHILE
this aspect was also deemed somewhat daunting and formalised. The lack of flexibility for disciplines and
practices was its main demerit and the challenge of defining each level of excellence of expertise across
disciplines and contexts may be very difficult. Though clear and simple, this model received the least
attention in the consultation process.

Model 2. Foundation – Specialist
This model was favoured by approximately 20% of respondents though usually linked to Model 3. The
foundation element is very important for the sector and seen as an opportunity to develop key skills for
teaching and reflective practice at early career stages. However, suitability of a generic entry level point was
questioned. It may not be appropriate for the entire sector and management of such an approach across the
diversity of institutions and disciplines would be a challenge. The focus on specialisms was valued highly by
most of you, who saw opportunities including the identification of specialisms through teaching practices
OR THROUGH DISCIPLINE SPECIlC BODIES #HALLENGES ARISE FOR MORE EXPERIENCED STAFF WHO MAY HAVE DEVELOPED
highly specialised skills which would need to be recognised in a national approach. One specific suggestion
explained each level of the guidelines as having components on reflection, methodological points and
relationships with others in the profession. To many respondents, the personal identity with a freedom to
develop specialisms was important.

Model 3. Staged – Specialist
This model was rarely favoured in isolation but seen to have the desired attributes of the Linear - Staged and
Foundation-Specialist models of 1 and 2 and great potential when merged with model 2 or 4. The options
for enhancement of professional development skills and the means of marking a standard while enabling
reflective practice were particularly favoured. The use of a professional portfolio may fit this model very well.
As with model 2, challenges arise when it comes to defining specialist options. The capacity of the sector to
provide multiple options at progressing levels in a sustainable manner must be determined.

Model 4. Central requirement – Institutional implementation
Many of you favoured this model as it prioritised the role of institutions and it was deemed the best suited
to capture existing provision and practices. National standards or guidelines were welcomed and they
align with the calls in recent policy statements at Irish and European levels, including the revised European
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Standard and Guidelines (2015). A national language informed by a national approach seemed particularly
important to many of those with whom we consulted. There is a considerable challenge in finding
agreement and consensus across institutions on issues relating to the identification of standards and it may
be beneficial to initially develop more flexible guidelines. Standards, or guidelines, should be written to be
flexible, accessible, holistic, rich and they should not be excessively prescriptive. Though this model enables
institutions to incorporate any best practice examples they are using and promote exemplars in line with
their institutional missions and strategies, there is a concern that it may be is too compliance focused and
needs the desired enhancement characteristics of Model 3. This feedback in particular supports the use of
THE DEVELOPMENT OF @'UIDELINES FOR THE )RISH CONTEXT

2.4 Flexibility to the diverse staff and their changing roles over
time
Based on your feedback, there is a strong view that teaching staff should engage in a continuous cycle of
evidence-based reflection on practice over the life-long learning process (See Figure 2).
2EmECTION WAS A KEY PROCESS MENTIONED BY MANY 3OME OF YOU IN PARTICULAR HIGHLIGHTED THE NEED FOR CRITICAL
reflection. However, this process is more familiar in some disciplines than others, and in the emerging
model of professional development, there is a need to present a clear structure for this reflective process.
3OME SUBMISSIONS TALKED OF THE TEACHER AS AN @ADAPTIVE EXPERT "RANSFORD ET AL  AND HIGHLIGHTED
3TABER AND 3YDOWS  VIEW OF ADAPTIVE CAPACITY AS A DYNAMIC PROCESS THAT ALLOWS FOR AMBIGUITY AND
complexity in a time of continuous change. Some of you referred to action research models of change and/
OR REFERRED TO 4IMPERLEYS  EVIDENCE BASED PROFESSIONAL LEARNING CYCLE
Figure 2: Cycle of evidence-based reflection

4HE DEVELOPMENTAL ASPECT OF A PERSONS CAREER WAS MENTIONED BY MANY OF YOU ELABORATING HOW IT WAS
important that any model takes into account early, middle and later careers. The novice to expert language
had mixed reactions in your feedback. Some professional frameworks develop in association with
PREDETERMINED @LEVELS SUCH AS !SSOCIATE &ELLOW &ELLOW 3ENIOR &ELLOW OR RELEVANT DISCIPLINARY PROFESSIONAL
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TITLES IE #HARTERED  (OWEVER IF THE NEW )RISH MODEL IS TO BE INCLUSIVE OF DIFFERENT PROFESSIONAL GROUPS
this approach may not be suitable. Figure 3 presents an initial suggestion for some terminology relating to
DIFFERENT @PHASES WHICH REPRESENTS THIS DEVELOPMENTAL ASPECT IE .EWCOMER 0RACTITIONER -ENTOR AND
Leader. This progression, however, is not always linear, for example, although some may be Leaders in
their later careers they may be Newcomers in an area such as educational technology. There will always be
elements in a career that require staff to up-skill or revisit, and which will be more inclusive of earlier levels,
even at advanced stages in a career (Figure 3).
Figure 3: The different phases of CPD for lifelong learning

As mentioned earlier, there was a continued reference in your feedback to the importance of the context, in
particular the immediate work or practice-based context. It was reported that many of the models also did
not seem to capture the socio-cultural view of learning, where community and collaboration are engaged
with at different levels. Nor did the models place emphasis on the socio-political, physical and economic
context, for example, that staff need to respond to changing student populations, resources, economic
DRIVERS INTERNATIONALISATION PHYSICAL ENVIRONMENT ETC ! DYNAMIC MODEL IS NEEDED TO @lT INTO THE LANDSCAPE
Therefore, the emerging professional development model should represent the individual pathways staff
take in the different phases (as in Figure 3) in their practice and the wider context.

2.5 Key domains for inclusion in the model
@! PROFESSIONAL DEVELOPMENT FRAMEWORK IS A SYSTEM THAT PROVIDES INDIVIDUALS WITH POTENTIAL ROUTES FOR THEIR
CONTINUING PROFESSIONAL DEVELOPMENT IN SPECIlC DOMAINS (National Forum, 2015a, p 5).
Most professional development frameworks identify overarching domains (or elements) that assist in the
articulation of the key areas for consideration in professional development. Based on your feedback, we have
identified five domains that represent the key areas in teaching, learning and scholarship and a first iteration
of the indicators in these domains are highlighted in Appendix IV.
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The key domains are:

The Self (Intrinsic Individual)
Professional Communication and Dialogue.
Professional Identity and Development
Professional Knowledge and Skills
Professional and Personal Digital Capacity
Figure 4 attempts to present a holistic approach to professional development, positioning the five domains
within the core of the model with the intrinsic individuality of the staff member in the centre, i.e. the ‘Self’.
In doing so the professional and personal values that the individual brings to their teaching, including selfawareness, confidence, life experience, and affective aspects associated with teaching are made explicit.
It makes transparent the importance of the personal values of the individual that underpin the human
interaction needed for teaching. An additional element to this domain is the increasingly recognised role that
POSITIVE AND NEGATIVE EMOTIONS PLAY IN TEACHING IE CONlDENCE ANXIETY ANGER @The emotional aspects of
teaching should be dealt with during pedagogical training, alongside theoretical and practical information
concerning teaching and learning 0OSTAREFF  ,INDBLOM 9LËNNE  P 
The next domain, Professional Identity and Development, emphasises the importance of the
development and self-evaluation of professional identity and its associated roles, responsibilities and action
plans.
The Professional Communication and Dialogue domain emphasises the importance of the skill of
communication, dialogue and collaboration with others in the professional learning process.
The Professional Knowledge and Skills domain addresses the knowledge and capacity to design and
implement teaching, learning and assessment approaches. It emphasises the importance of the disciplinary
approaches to teaching (disciplinary pedagogies), while also drawing on inter-disciplinary experiences and
approaches. This domain also includes the scholarship of teaching, including critical reflection on teaching,
gathering and sharing of evidence of teaching approaches. An extension of this domain, but separated out
GIVEN ITS NATIONAL STRATEGIC SIGNIlCANCE IS THE PERSONS Professional and Personal Digital Capacity. This
DOMAIN WILL DRAW ON THE lNDINGS OF THE .ATIONAL &ORUMS $IGITAL 2OAD MAP AND THE THEMES USED IN THE
.ATIONAL &ORUMS FUNDED PROJECT ON DIGITAL SKILLS DEVELOPMENT

10

A CONCEPTUAL MODEL FOR THE PROFESSIONAL DEVELOPMENT OF THOSE WHO TEACH IN IRISH HIGHER EDUCATION

Figure 4: The individual self in practice and in the wider context.

Your feedback highlighted that the model needs to be clearly described and the details within the guidelines
expanded for different phases in the careers of staff in higher education. The descriptors and indicators in
THE EMERGING GUIDELINES NEED TO BE USEFUL IN DIFFERENT CONTEXTS THEY SHOULD NOT BE OVERLY PRESCRIPTIVE AND
SHOULD EMPHASISE A LIFE LONG LEARNING TRAJECTORY 4HE !CCREDITED 0ROFESSIONAL $EVELOPMENT 0ROVISION 2EPORT
(National Forum, 2015b) should also help guide this, for example:
Over 40% of the course content, as indicated by the programme objectives, aims to develop generic
teaching and learning skills and competence that integrate theory and practice. Only a small proportion
of programme objectives focused explicitly on policy and practice in higher education (circa 5%), the
development of creative and critical thinking skills (circa 1%), the development of leadership and
management skills (circa 1%) or the development as an RPL assessor (circa 1%). Over 25% of the
programme objectives made explicit the need for participants to develop as reflective practitioners and
to develop their scholarship of teaching and learning. 18% of programme objectives were linked to the
development of research skills with many emphasising the need to work towards publication’
(National Forum, 2015b, p20).
Appendix IV sets out the initial suggested indicators in these domains, which provides an initial proposed
outline of more detailed guidelines. Further consultation and piloting of the professional development model
and these indicators needs to be completed.
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2.6 Implementation and sustainability of the model and its
associated guidelines
To facilitate the implementation of a professional development model and its associated guidelines across
the sector, there is a need for processes that underpin its sustainability within and across institutions.
You gave some feedback and asked some additional questions (see Appendix III) on how these guidelines
would be implemented and sustained in the Irish context. The dialogue with the seven professional bodies
FOCUSED IN PARTICULAR ON HOW GUIDELINES COULD BE IMPLEMENTED IN PRACTICE &OR MANY OF THESE GROUPS #0$ IS
a requirement for continuing registration. The following gives particular, but not exclusive or comprehensive
focus to their experiences and suggestions:

Institution-led and building on existing activity
Given the strong influence of the context, it was not surprising that institutions emerged as the key
stakeholder to ensure authentic engagement with a more nationally integrated approach to professional
development. The ownership should rest with higher education institutions. There should be flexibility for
institutions to interpret and the national approach should accommodate institutional priorities. The existing
non-accredited activity in the sector is very institutionally-led, responding to strategic needs. Many of you
highlighted that within the institutions, Head of Departments/Schools and programme teams were key
to the establishment and success of this process for individual staff. The Head of Department was also
IDENTIlED AS A KEY AGENT OF CHANGE IN THE .ATIONAL &ORUMS DIGITAL ROADMAP (OWEVER IT WAS ALSO REGULARLY
noted that in tandem with this leadership at discipline level, there is a requirement for national direction/
guidance on this activity. The process of professional development should be part of the wider existing
and developing institutional quality assurance and improvement processes that aim to enhance teaching
and learning. In was also emphasised by many of you that the national approach should have regard to
the existing range of institutional and regional professional development activity. Engineering Ireland (EI)
highlighted the importance of a communication strategy to enhance the awareness of the guidelines and
TO ENSURE ENGAGEMENT ESPECIALLY IF THERE IS TO BE A MANDATORY ASPECT OF THE GUIDELINES 4HEIR #0$ IS TO
become mandatory in 2017. Engineering Ireland and many of the other professional bodies emphasised the
importance of an extended consultation process in its development. The Pharmaceutical Society of Ireland
MAINTAINED THAT A #0$ FRAMEWORK TOOK A LONG TIME AND EXTENSIVE CONSULTATION ACTIVITY WAS KEY TO GAINING
support.

Amount of CPD required
3OME PROFESSIONAL BODIES HIGHLIGHTED AN EXPECTATION OF THE AMOUNT OF #0$ REQUIRED IN A GIVEN TIME FOR
EXAMPLE 4HE 2OYAL )NSTITUTES OF !RCHITECTS )RELAND HIGHLIGHT THAT  HOURS MUST BE COMPLETED ANNUALLY 
of which must be formal, structured or certified. The Irish Association of Social Workers assign credits for
#0$ BASED ON SELF DEVISED NEEDS AND MUST IDENTIFY THREE PERSONAL NEEDS ANNUALLY

Benchmarking and enhancement
%NGINEERS )RELAND IDENTIlED THE USEFULNESS OF THE %MPLOYERS &RAMEWORK WHERE COMPANIES SIGN UP TO
HAVE THEIR (2 AND #0$ PRACTICES BENCHMARKED AND ENHANCED )N RELATION TO THIS THEME ONE DRIVER FOR
implementing of PD at institution or School/Department level is a process similar to the Athena Swan (2015)
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process. We conducted an interview with a representative from this approach. In this process, institutions
seek to commit to a set of previously agreed principles of good practices and then proceed to apply for
a departmental or institutional award in this area. This encourages meaningful conversations at strategic
level on the enhancement of teaching, learning and scholarship, leading to agreed institutional actions for
enhancement. The establishment of an additional set of guidelines, for institutions, using a process similar
to this would offer the potential to be a useful catalyst for engagement in implementing a coordinated
approach to professional development in higher education.

Online documentation, including digital badging and ePortfolios
-ANY OF YOU HIGHLIGHTED THE IMPORTANCE OF DEVELOPING AN ONLINE PLATFORM TO CAPTURE THE #0$ IN A SIMPLE
AND USER FRIENDLY MANNER 4HE )RISH #OMPUTER 3OCIETY ARE EXPLORING THE POSSIBILITY OF AN !PP WHICH WOULD
track some of the structured non-accredited activity, such as conference attendance. In addition they are
EXPLORING A TOOL TO ASSIST STAFF TO PROlLE THEMSELVES AGAINST THEIR FRAMEWORK SIMILAR TO THE !)(-! #AREER
-APS 4HE 2OYAL )NSTITUTES OF !RCHITECTS )RELAND HIGHLIGHTED THE TECHNICAL CHALLENGE OF CAPTURING #0$ ONLINE
4HE 4EACHING #OUNCIL OF )RELAND ARE EXPLORING THE USE OF %VER.OTE AND *OSH FOR RECORDING OF #0$ ACTIVITIES
Engineering Ireland use a competency badging system for members to plot their own development and
careers. Others in the consultation process also highlighted digital badges as an approach to documenting
on-going non-accredited activity. Digital badges are being used in professional development contexts to
recognise more fine-grained skills and activities with a view to documenting these. ePortfolios/portfolios
WERE MENTIONED BY MANY OF YOU AS A WAY OF RECORDING REmECTION AND EVIDENCE OF #0$

Competency criteria, indicator/standards: local or national
#OMPETENCY CRITERIA HAVE BEEN USED BY THE )RISH #OMPUTER 3OCIETY BUT TO DATE THERE HAVE BEEN NO
MANDATORY COMPONENTS 4HE 4EACHING #OUNCIL OF )RELAND HAVE DECIDED NOT TO USE THE WORD @COMPETENCIES
Instead they plan, in their proposed framework, to use three criteria which are linked to either indicators
or standards for newly qualified staff. Many respondents discussed terms such as standards, criteria,
benchmarks. Some of these terms, such as standards, were linked with the professions who have on-going
professional accreditation requirements. However, most of you were in agreement that there was a need
to have some type of national indicators that would be flexible enough to give guidance on good teaching,
learning and scholarship approaches. Many of you maintained that the National Forum should identify
@CORE DOMAINS DESCRIPTORS FOR NATIONAL COHERENCE (OWEVER THESE SHOULD BE RICH BUT AGAIN NOT OVERLY
prescriptive.

Oversight, management, promotions
To ensure its sustainability, many of you highlighted that there is a need for some support and/or
GOVERNANCE GROUPS AND IN PARTICULAR @SENIOR MANAGEMENT BUY IN 9OU EMPHASISED THE IMPORTANCE OF
RESOURCING EDUCATION DEVELOPERS AND THE KEY ROLE THAT 4EACHING  ,EARNING AND (2 UNITS HAVE TO PLAY IN
the enhancement within institutions. Many highlighted the human and financial resources required for
SUSTAINABILITY )NSTITUTIONAL POLICIES SUCH AS (2 POLICIES ARE VITAL TO THE PROCESS 4HE NEED FOR A STRONG LINK
WITH PROMOTION CRITERIA WAS HIGHLIGHTED BY MANY AS BEING CRUCIAL TO ENGAGING WITH #0$
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3.

Where to next?

3.1 Summary
Having had the opportunity to have an extensive dialogue with many of you in the sector, an initial model
has been developed (See Appendix V).

3.2. Next steps
-ANY OF THE RESPONDENTS IN PARTICULAR THE PROFESSIONAL BODIES HIGHLIGHTED THE VALUE OF GETTING @AUTHENTIC
guidelines and recommended that these should be done in incremental steps with further consultation.
Some incremental steps in this process are set out below (Table 2).
Table 2: Suggested timeline for implementation of the model and the guidelines
Steps in the process

Time-lines
2016-2017

Consultation and/or evaluation

1) To review the model presented in this document

Presented on
10th Dec 2015

Feedback by 18th January 2016

2) Produce the 1st draft of the PD guidelines for
those who teach in Irish higher education

January 31st
2016

Feedback by early April 2016

Early April

Feedback by early June 2016

September

September 2016/17.

5) Investigate the potential of digital badges to
record non-accredited professional development
ACTIVITY BUILDING ON THE !LL ABOARD  PROJECT

January – June
2016

Evaluation in line with the All
ABOARD PROJECT DEADLINES

6) Develop and share a data-base of modules on
accredited programme, for sharing across the
sector

January – June
2016

Ongoing

 $EVELOP AN 20, STRATEGY FOR NATIONAL #0$
enhancement, in line with other National Forum
PROJECTS IN THE SECTOR

January – June
2016

Ongoing

8) Investigate ePortfolio or other on-line approaches
for individual professional development
MONITORING LINK WITH CURRENT PROJECTS IN THIS
area)

January – June
2016

Ongoing

Distribute to Institutions for comment
3) Produce first draft of Institutional guidelines for
the enhancement of teaching and learning
Distribute to Institutions for comment
4) Pilot the PD guidelines and institutional
guidelines in a selection of institutions
Other Associated Activities
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Appendix I: Written Consultation Respondents
Institutions
Athlone Institute of Technology
#ARLOW )NSTITUTE OF 4ECHNOLOGY
#OLLEGE OF #OMPUTER 4ECHNOLOGY
$UBLIN #ITY 5NIVERSITY $#5
Dublin Institute of Technology (DIT)
Dundalk Institute of Technology (DKIT)
Institute of Art, Design and Technology, Dun Laoghaire
Letterkenny Institute of Technology
Limerick Institute of Technology
-ARY )MMACULATE #OLLEGE ,IMERICK
.ATIONAL 5NIVERSITY OF )RELAND 'ALWAY
.ATIONAL 5NIVERSITY OF )RELAND -AYNOOTH .5)3T .ICHOLAS -ONTESSORI #OLLEGE )RELAND 3.-#)
Institute of Technology, Tallaght Dublin (ITTD)
Institute of Technology, Tralee
4RINITY #OLLEGE $UBLIN
5NIVERSITY #OLLEGE $UBLIN
5NIVERSITY #OLLEGE #ORK
5NIVERSITY OF ,IMERICK
Waterford Institute of Technology
Networks and Other Stakeholders
AHEAD
AISHE (All Ireland Soc. For HE)
!LL !BOARD 0ROJECT .ATIONAL 5NIVERSITY OF )RELAND 'ALWAY
#AMPUS %NGAGE .ATIONAL .ETWORK
$42I0 $IVISION OF 4EACHERS AND 2ESEARCHERS OF THE 0SY 3OC /F )RELAND
EDIN (Educational Developers in Ireland Network)
&ACILITATE .5)(%#!(IBERNIA #OLLEGE
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)RISH 2ESEARCH #OUNCIL
Learning Innovation Network (LIN)
0%0!93 )RELAND  2#%00
5NION OF 3TUDENTS OF )RELAND
Individual Submissions
Angela Short (DKIT)
!NITA 0RUNTY 3T 0ATRICKS #OLLEGE OF %DUCATION
Fionnula Brennan, Lecturing Staff, Sch. Of Humanities (Waterford IT )
'AVIN #LINCH 3LIGO )NSTITUTE OF 4ECHNOLOGY
)RENE -C#ORMACK #ARLOW )NSTITUTE OF 4ECHNOLOGY
*ANET #ARTON 2ESEARCH 3UPERVISOR 3UPPORT AND $EV 7ORKING 'ROUP
*EN (ARVEY ,EARNING 4EACHING  4ECHNOLOGY #ENTRE ,44# AT $UBLIN )NSTITUTE OF 4ECHNOLOGY
-ARTINA .Ó #HÞLAIN #OLLEGE OF -EDICINE .URSING  (EALTH 3CIENCE
Tom Farrelly (Institute of Technology, Tralee)
Professional Bodies
Athena Swan
Engineer's Ireland
)RISH #OMPUTER 3OCIETY )#3 0ROFESSIONAL "ODY
Irish Association of Social Workers
.ATIONAL 4EACHING #OUNCIL
PSI (Pharmacy)
2)!(
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Appendix II Methodology and data analysis overview
Methodology
4HE .ATIONAL &ORUM LAUNCHED THE CONSULTATION DOCUMENT @Mapping professional development pathways
for those who teach in Irish higher education: Where are we now and where do we want to go? ON -ARCH
10th 2015 and closed the consultation in June 2015. In this time 40 written response submissions were
received from higher education institutions, organisations, networks and individuals. In addition, there were
20 institutional face-to-face consultations (group discussions with staff/students), these have combined to
shape the findings in this report. A list of the contributors can be seen in Appendix 1. The guiding questions
for the consultation were:
6. What kind of professional development framework is needed to meet the needs of those teaching in
higher education in Ireland?
7. Based on the models presented, is there any particular model either whole or in part which might be
relevant to an Irish professional development framework?
8. How can the framework integrate and recognise existing accredited and non-accredited provision?
9. How can the framework integrate and recognise existing professional work-based learning?
10. What management structure would help to make the professional development framework
sustainable and give it on-going credibility nationally and internationally?
For different perspectives, seven interview-style meetings were held with professional bodies to learn from
THEIR EXPERIENCES AND APPROACHES TO #0$ SEE LIST IN !PPENDIX )  4HE GUIDING QUESTIONS FOR THESE MEETINGS
were:
s (OW WAS THE COMPETENCY FRAMEWORK BORN
s 7HAT EXISTING FRAMEWORKS DID YOU LOOK AT OR LEARN FROM
s (OW DID YOU AGREE COMPETENCIES
s (OW DID YOU GAIN AND ENSURE STAKEHOLDERS BUY INMEMBERSHIP SUPPORT
s )S YOUR FRAMEWORK A GUIDELINE OR ACCREDITED IS IT ALIGNED ON THE .&1
s )F YOUR ORGANISATION WAS TO GO BACK AND START AGAIN IS THERE SOMETHING WOULD YOU DO DIFFERENTLY

Data Analysis
The data from the interview notes, written submissions and group-discussion notes were analysed using
A THEMATIC ANALYSIS APPROACH "RAUN  #LARKE   !S DATA EMERGED FROM THE INITIAL RESPONSES INITIAL
ideas, concepts or suggestion were fed back for review to the next participants. The themes were therefore
developed in an iterative and reflective manner. There are plans to further review and refine these themes,
INCLUDING INCORPORATING THE RESPONSES TO THIS REPORT INTO THE DATA ANALYSIS "RAUN  #LARKE   4HE
themes emerging can be broadly presented under the following six areas and form the structure of this
report:
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 5NDERLYING VALUES AND PRINCIPLES OF THE GUIDELINES
 4HE SECTORS UNDERSTANDING OF THE CONCEPT OF PROFESSIONAL DEVELOPMENT
3. Flexibility to the diverse staff and their changing roles over time
4. Importance of work-based learning and other contexts
5. Key elements/domains for inclusion in a framework/guidelines
6. Implementation and sustainability of the guidelines in the Irish context.
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Appendix III Additional Questions raised by Stakeholders
s 7HO WILL OVERSEE THE GUIDELINES
s )S IT FOR THOSE WHO TEACH ANDOR THOSE WHO SUPPORT LEARNING
s (OW INCLUSIVE SHOULD THIS BE
s 7HAT KINDS OF KNOWLEDGE SKILLS AND COMPETENCES ARE REQUIRED FOR TEACHING (OW WILL THEY BE
identified? How they be achieved and assessed under the framework?
s 7ILL THERE BE A NEED TO REGISTER AS A (% TEACHER
s )S THE INTENTION TO ULTIMATELY HAVE A PROFESSIONAL REGISTER FOR (% TEACHERS
s 7HAT IS THE ROLE OF VALUES (OW DO THEY UNDERPIN A PROFESSIONAL DEVELOPMENT FRAMEWORK
s 7HAT WILL BE THE IMPACT OF THE REVISED %3'S WHICH HAVE BEEN ADOPTED 4, IS A KEY PART OF THE
standards and guidelines
s 7HO WILL PROVIDE THE EXTERNAL CREDIBILITY WITH RESPECT TO TRAINING AND ACCREDITATION FOR TEACHING AND
supporting learning?
s 7HAT ARE THE INCENTIVES FOR STAFF TO ENGAGE IN !0$#0$
s 0EER MENTORING FOR LECTURERS n LECTURING SUPPORTING COLLEAGUES IS THERE A ROLE FOR A NATIONAL PEER
mentoring system?
s 7HO WILL EVALUATE THE OUTCOMES OF #0$ ON THE FRAMEWORK AND AT WHAT COST
s $OES THE GUIDELINES ARTICULATE THE DOMAINS OF PROFESSIONAL KNOWLEDGE
s 7HAT CONSEQUENCES WILL EXIST FOR THOSE WHO ARE DEEMED NOT TO HAVE MET THE STANDARDS
s 7HERE DOES THE .& DERIVE ITS LEGAL AUTHORITY TO ACT IN THIS lELD
s 7HAT IS THE .&S PARTICULAR MANDATE IN THE lELD OF PROFESSIONAL DEVELOPMENT
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Appendix IV The Domains and their Provisional Indicators (Version 1,
December 2015)
Self
(Intrinsic
Individuality)

Professional
Identity and
Development

Develop awareness and Articulate perception of
impact of own personal identity
values on teaching
Explore current roles
and responsibilities
Explore and articulate
emotions that influence
Develop a situated
teaching and learning
and informed action
Develop self-awareness plan for professional
development
and self-efficacy
for enhancement of
Develop appropriate
teaching and learning
risk taking strategies
for enhancement of
teaching.
Self-and peer evaluate
your professional
development progress
in different contexts
Develop leadership,
mentoring or other
more emerging roles

Professional
Communication
and Dialogue

Professional
Knowledge and
Skills

Develop a diversity of
communication skills
(written, verbal, visual)
with/to:
STUDENTS
with teams,
across institutions,
with peers,
with media, industry.

#OMMUNICATE AND USE
current disciplinary/
SUBJECT KNOWLEDGE IN
practice

Develop and engage
in inter-disciplinary
dialogue an/or activities
Explore international
and national
connections
Engage in teaching,
discipline, and/or
cross disciplinary
communities of
PRACTICE

Design teaching,
modules and/or
curriculum
#RITICALLY APPLY
appropriate teaching,
learning, assessment
and feedback
approaches
Explore and, where
appropriate, apply
innovative and creative
approaches to studentcentered learning.
Develop knowledge of
and be responsive to
socio-cultural, political
contexts (including
relevant international,
national and
institutional policies..)
Develop an awareness
of/and application of
the discipline pedagogy
#RITICALLY EVALUATE
teaching and learning,
i.e. student and peer
feedback.
Develop of the
scholarship of teaching
(sharing of practice,
developing evidencebase, dissemination of
practices)
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Professional and
Personal Digital
Capacity
Develop professional
and personal digital
capacity in the
following areas:
#OMMUNICATION AND
#OLLABORATION
#REATE AND INNOVATE
&IND AND USE
Identity and Well
BEING
4EACH AND ,EARN
Tools and
technologies.
(as per All-aboard
PROJECT
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Appendix V Overview of the model for consultation

A CONCEPTUAL MODEL FOR THE
PROFESSIONAL DEVELOPMENT OF THOSE
WHO TEACH IN IRISH HIGHER EDUCATION
National Forum for the Enhancement of Teaching and Learning 2015
A summary of the main outputs of the consutation process to December 2 1

How is professional development defined by the sector?
There was general acknowledgement of the spectrum of activities that could be considered under
the umbrella of professional development. These include both accredited and a range of non–
accredited activities (Table 1).
Table 1: Typology and examples of accredited and non-accredited professional development activities
Non-Accredited
1. Collaborative
Non-accredited

2. Unstructured
Non-accredited

3. Structured
Non-accredited

4. Accredited

(non-formal)

(non-formal)

(informal)

(formal)

Conversations with
colleagues, sharing
research at a conference,
peer review of teaching

Reading articles, following
social media, watching
video tutorials, keeping a
reflective teaching journal/
portfolio, preparing an
article for publication

Workshops, seminars,
MOOCs, Dublin eLearning
summer school

Professional Certificate,
Graduate Diploma,
Masters, PhD in: teaching
and learning; eLearning;
Leadership, etc.

hat model of professional development wo ld s it the rish conte t?
1 The model should be values-based (see Figure 1)

igure 1

alues underpinning the model that emerged from your feedback
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These values give rise to the following value based actions
ii. encourage recognition and linkages between the wide range of e isting and emerging professional
development activity i.e. accredited structured non accredited unstructured non accredited
collaborative non accredited (au he i i lusive lear er e red)
iii. assist institutions to develop their own policies procedures and plans for staff professional
development (au he i lear er e red)
iv. incorporate pedagogy of the discipline for relevance and authenticity (au he i

lear er e red)

v. assist in uality enhancement and assurance of the student learning e perience (s holarl
lear er e red au he i )
vi. assist staff to reflect on and to contribute to evidence based transformation of their teaching and
learning approaches (s holarl lear er e red ollabora ive)
vii. encourage peer dialogue and support ( ollabora ive s holarl )
viii.be fle ible to the needs of the different disciplines and work conte ts (i

lusive au he i )

ix. identify both minimum knowledge and skills for those in the early stages of their professional
development and some fle ible pathways for all staff (au he i lear er e red i lusive)
x. be clear i.e. make available good descriptions of teaching and incorporate clear language (au he i )

2 The model should a ure a o i uous

le o re le io

guided b e

erie

e a d evide

e based ra i e

(Figure )

igure 2

ycle of vidence based eflection

The model should re og ise ha here are di ere
e or

igure

s ages i a ro essio al areer

e

omer

ra i io er

eader

Different phases of

D for lifeong learning
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The model should i

or ora e he e eleme s o ea hi g lear i g a d s holarshi

these include

Self
Professional Identity and Development
Professional Communication and Dialogue
Professional Knowledge and Skills
Professional and Personal Digital Capacity

A fundamental aspect of this model is that the first domain is that of the ‘Self’. This represents the
intrinsic individuality that each person brings to their teaching. t makes transparent the importance of
the personal values of the individual that underpin the human interaction in teaching and learning. The
ne t domain Professional Identity and Development emphasises the importance of the
development and self evaluation of professional identity and its associated roles responsibilities and
action plans. The Professional Communication and Dialogue domain emphasises the importance of
the skill of communication dialogue and collaboration with others in the professional learning process.
The Professional Knowledge and Skills domain addresses the design and implementation of
teaching learning and assessment approaches. This domain also includes the scholarship of teaching
including critical reflection on teaching gathering and sharing of evidence of teaching approaches. An
e tension of this domain but separated out given its national strategic significance is the person s
Professional and Personal Digital Capacity. This domain will draw on themes used in the ational
orum s funded pro ect on digital skills development. The model takes account both the horizontal
and vertical professional development. It acknowledges the wider institutional and socio political
conte ts that strongly influence professional development. t assumes that professional learning
happens not only in structured events but also within the conte t of work based practice.

What Next?
Based on this model, the next step is to produce some practical guidelines for its implementation, in
particular,
a) to support higher education institutions to facilitate the authentic development of their own staff and
b) to develop strategies for the recognition of prior learning in this process (RPL).

his summary describes an initial conceptual model (Figure 4) developed from the inputs of many of
you across the sector. e will continue to consult with you to create an approach to professional
development for those who teach, which is tailored to needs of the Irish Higher Education
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'JHVSF  A Conceptual Model for the
Professional Development of those who
Teach in Irish Higher Education

Version Dec 2015
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