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ABSTRACT
Everyone taking part in work experience or joining the workforce for the first time experience some difficulties because they do not understand the social culture of the site and the individual relationships involved.  Those with an intellectual disability may experience even greater difficulties in the workplace. This may be attributable to an impaired ability to analyse the social situation and choose a behaviour that is appropriate to that setting (Goldsworthy, Barab, & Goldsworthy, 2000).

“Lack of social competence often poses a major obstacle to successful employment and independent living for individuals with mental retardation (sic)”(Black & Langone, 1997, p. 214),

The study examines the factors that build an individual’s ability to learn the skills and insights necessary to maintain employment, and become “game to work”.  
In order to achieve this, three different types of relationship building need to be considered:

1. Bonding - establishing relationships with people who have similar roles. 

2. Bridging - establishing relationships with people who are in different roles or situations. 

3. Linking - establishing relationships with people in power. 

(Woolcock, 1998)
Conclusions from a review of the literature suggest that traditional programs have concentrated on the development of an Aptitude to work through the teaching of Skills and Knowledge and that the development of appropriate workplace and the enhancement of awareness in the workplace may be of greater importance. The study suggests that there is a hierarchical development of these aspects of Workplace Social Capital (Aptitude, Ability and Achievement) that must be developed for those with an intellectual disability to become “game to work”.

It suggests that addressing these difficulties through contemporary scenario based computer games may help provide a less stressful and more successful transition into the social culture of the workplace through the promotion of Workplace Social Capital (Gutwin & Greenberg, 1998).
The outcome for new workers with intellectual disabilities will be more stability and greater job satisfaction and a positive attitude to life long learning and improved relationships with their fellow workers and supervisors.

1. Statement of the Research Topic and Rationale for the Research

a.1) Introduction and background (in which the candidate states the nature of the topic, why it is considered important and how the research will contribute to its solution. This section should also include a proposed thesis title and the ratio of written to artefact components, where relevant. The proposed artefact(s) should be of a nature agreed with the Supervisor and Research Degrees Coordinator.)
Why are social skills training and social awareness education, important for students, with intellectual difficulties, to obtain and maintain employment? 

In western societies, the Protestant work ethic is so historically entrenched that it is often seen as a basic foundation of society.  This view overlooks the basic tenant that an individual’s role and value is  the promotion of social cohesion rather than his/her place in the exchange-based economic model that has become traditional in modern western society (Meda, 1996). 

Because of this tradition, work is seen as a major indicator of adult status and a sign of active participation in society.  For the majority of individuals:

1. Work defines one's place in society. It determines largely the material quality of life, but also impinges upon one’s sense of competence and self-esteem.

2. Work enables an individual to feel that he or she is making an active contribution to the community.

3. Work gives an opportunity for widening social contacts.

4. Work provides a structure and regular routine for the day.

5. Work is an institution where secondary socialization takes place.  The young adult learns situation specific roles, such as how to be worker, a colleague, someone who gives instructions, and someone who follows instructions.

(OECD/CERI, 1988)
From this it can be suggested that individuals work for three reasons Money, Interest and Social Interaction.  Each of these has their own literacy which is important for the individual to learn, to read, comprehend and use.  Educational institutions for training and education have the responsibility of teaching these illiteracies.

Why do we Work?

	Money

Financial Literacy


· Financial Training

· Financial Education


	Interest

Vocational Literacy


· Vocational Training

· Vocational Education


	Social Interaction

Social Literacy


· Social Skills Training

· Social Awareness Education




a.2) Significance of the study
The present Howard government’s concentration on moving people away from a reliance on welfare reflects the “mutual obligation” policy that is now being reflected in “welfare to work” legislation, and the development of a "Mutual obligation" policy.
For those with a disability there are a number of support agencies that have been established as a response to the government’s policy and legislation. For many years there have been a number of supported work environments for those with intellectual disability, often started by concerned parents.  These agencies previously known as sheltered workshops have provided appropriate work and support in a very paternalistic environment.

There has been a major shift in emphasis of these agencies in response to changing community expectations. It is no longer acceptable for those with intellectual disabilities to be institutionalised. The result is a changed emphasis within these agencies to expand their services.

Other agencies, based on the placement within the open the workforce, have arisen as a direct result of the government policy and legislation. These agencies support the person with a disability in obtaining appropriate work experience so that they are able to obtain a position, and then provided the support necessary for the individual to maintain the position.

Much anecdotal evidence suggests that it is much easier for those with an intellectual disability to obtain a position than to keep it. (this is supported by much of the literature around the social capital, and workplace social capital) 

a.3) Setting of the study

Those in the metropolitan area of Adelaide who are 
· Deemed eligible by Centrelink for the Disability Support Pension
· Entering paid work for the first time
a.4) Delimitation of the study

b) Review of relevant research and theory  (an integrated statement that affords some explanation of why the literature and artefacts cited are important to the research the candidate proposes to undertake)
It has long been recognized that while physical and manipulative skills are important in a workplace, many employers and researchers believe the skills can be more easily taught in the workplace and that other factors may be much more imperative in preparing new employees for a successful transition into the workplace (Black & Langone, 1997; Elksnin, 1993; Kright, 1999; Wehmeyer, Agran, & Hughes, 1998; Worth, 2003).

There is much evidence to suggest that IQ and other measures of an individual’s cognitive ability alone are not good predictors of job performance. Research indicates that the influence of IQ may account for 25% at best or as little as 4% of successful workplace performance, dependant on the specific employment situation (Cherniss, 2000).  Non-cognitive factors may be more important than the cognitive aspects traditionally addressed by the education system.  Importantly for those with any form of intellectual disability the lack of ability to carry out crucial social roles such as a worker, friend or neighbour rather than any academic difficulty may be the greatest handicap to obtaining and maintaining employment (Greenspan & Granfield, 1992). 

Successful interaction in the various social roles not only provides the individual with a current sense of worth, but becomes the foundation for future interactions and the basis of life long success in social environments and employment opportunities (Odom, Chandler, Ostrosky, McConnell, & Reaney, 1992).

By the 1990s the relationship between cognitive and non-cognitive abilities were well documented (Cherniss, 2000).  The importance of non-cognitive factors in life and workplace success has become the foundation of the current interest in the concept of emotional intelligence popularized through the identification of the broader concepts of Interpersonal and Intrapersonal Intelligence in Gardner’s Multiple Intelligences approach (Gardner, 1983).

	
	Capacities.

(Armstrong, 2000)
	Competencies

(McGrath & Noble, 1995)

	Interpersonal Intelligence (People Intelligence)
	Capacity to discern and respond appropriately to the moods, temperaments, motivations, and desires of other people.
	A child who is strong in People Intelligence loves to be with people. They show leadership skills when playing with other children. They also show skills in understanding other people's feeling and behaviour and are good at playing cooperatively with others. 

	Intrapersonal Intelligence (Self Intelligence)
	Access to one's own feelings and the ability to discriminate among one’s emotions; knowledge of one's own strengths and weaknesses.
	A self-intelligence child shows the ability to reflect about their strengths and weaknesses and be able to talk about what they plan to do in the future.


The result is a set of capacities and competencies that enhance awareness, (what I see) and develop management skills, (what I do) reflecting the personal and social competencies that balance self and relationships within the various social environments that the individual operates (Goleman, 1995).
What attributes are important for the workplace?

The acceptance of personal attributes as important aspects of intelligence and the recognition that the interaction of these attributes with others reinforces the importance of emotions, how to express and control them.  This ability to monitor one’s own feelings and successfully identify and recognize the feelings of others and to use this information to guide your thinking and actions is considered to be a form of social awareness that is commonly referred to as emotional intelligence (Salovey & Mayer, 1990)
“Emotional intelligence has as much to do with knowing when and how to express emotion as it does with controlling it……..Empathy is a particularly important aspect of emotional intelligence, and researchers have known for years that it contributes to occupational success.” (Cherniss, 2000)
Even if it were possible to specifically identify and measure the essential elements of emotional intelligence, they can only be regarded as the foundation for emotional competencies that are much stronger indicators of workplace success than the underlying intelligence.  To predict workplace performance the social and emotional competencies that need to be measured are very difficult to identify, but perception of and empathy for another person’s feelings and the ability to regulate one’s own emotions are factors that appear important. (Cherniss, 2000).

Writers are now suggesting that there is a large body of research that identifies that the ability to perceive, identify and manage emotion is the basis for the social and emotional competencies that are vital for success in any workplace (Bullis & Cheney, 1999; Cherniss, 2000; Mayer & Salovey, 1997; Salovey & Mayer, 1990).  The accelerated pace of change within the workplace is placing more demand on these competencies than ever before (Cherniss, 2000).

To operate successfully within a workplace an individual must competently demonstrate awareness in four separate, but perhaps overlapping environments:

· Social awareness: awareness of the social connections within the group.

· Task awareness: awareness of how to work with others to complete a task

· Construct awareness: awareness of how a particular activity or knowledge integrates to build on to the individuals existing knowledge base

· Workplace awareness: sensitivity to the context, and awareness of what is appropriate or inappropriate in a particular work setting

(Gutwin & Greenberg, 1998).

Awareness of the actions of others in these areas, leads to an understanding of the context within which the individual’s own behaviour operates.  Without this, coordinated and cooperative work cannot occur (Dourish & Bellotti, 1992; Sohlenkemp, 1999).  Social skills programs, as traditionally presented, focus on specific skills which often are narrow in focus, whereas social awareness programs involves promoting an understanding of the social process and the reciprocity of social interactions.  Educational institutions tend to concentrate on specific social skills training as opposed to developing insights into contextual awareness that promote the discrimination, generalization, and maintenance of appropriate social behaviour in work environments.

Traditional training programs to develop social skills have often been narrow and focused on skills that were extremely narrow and specific.  Social Awareness approaches concentrate on teaching an understanding of the social process and the dynamics of reciprocal social interactions within the environmental context such as a workplace. In the contemporary labour environment, students must be “adaptable social problem solvers” (Black & Langone, 1997)
Feller (2003) has suggested six factors necessary for students to be successful.  Applying the discrimination between skills and awareness, his indicators highlight 3 skills and 3 areas of awareness that support successful transition to employment.(Feller, 2003)
	Social Skills

· creativity and other entrepreneurial skills; 

· intra and interpersonal communication and team-building skills; 

· independent thinking and problem-solving skills.
	Social Awareness

· the imagination and flexibility to adapt to ever present change; 

· the character traits and strength to develop and act from a principled, ethical core;

· faith and trust in one's abilities to negotiate life's challenges.


Traditional Social Skills programs usually involve the transfer of explicit knowledge. Because it is relatively easy to articulate this type of knowledge it can be communicated and shared in a straightforward way.  The associated skills are able to be copied and imitated and a formal teaching program can be developed often in a lock step or linear progression. However the very nature of its formal articulation usually limits the skills selected to a particular place and time.  Because of the high dependence on the contextual setting during training, the skills acquired may not be generalised by the learner, or they may quickly become obsolete and redundant (Daniel, Schwier, & McCalla, 2003).
On the other hand Social Awareness teaching aims to help learner gain tacit knowledge drawn from experience.  Because it includes privately held insights, feelings, culture and values, tacit knowledge is more difficult to articulate formally and communicate to learners.  It is the most powerful form of knowledge and is more likely to provide generalisation.  The associated skills learned can be used to continually modify and shape attitudes and behaviours resulting from ongoing social interactions.  The skills gained through a program which aims to develop tacit knowledge are less likely to become obsolete and redundant (Daniel, Schwier, & McCalla, 2003; Dourish & Bellotti, 1992).  Even more powerful is the assertion that without social awareness, co-coordinated and cooperative work is almost impossible (Sohlenkemp, 1999).
The skills and insights associated with the development of tacit knowledge are part of a larger interdisciplinary framework known as Social Capital (Daniel, Schwier, & McCalla, 2003).  This crucial concept highlights the importance of networks of strong personal relationships that are developed over a period of time, providing the basis for trust, cooperation and collective action (Jacobs, 1965) attributes vital for workplace success (Sohlenkemp, 1999).
What is work based Social Capital?
Early concepts of Social Capital highlighted the intangible aspects of daily life that contribute to interaction between individuals, fellow workers, and family members that are part of the individual’s social unit.  In particular goodwill, fellowship, sympathy and social intercourse were emphasized (Hanifan, 1916). Later writers argued the importance of networks and strong personal relationships that develop over a period of time that promote sharing of norms and values, and involve trust, cooperation, and collective actions (Coleman, 1988; Jacobs, 1965).  Later definitions see social capital as underpinning society, and use the analogy of social capital as the glue that holds the social institutions together (World Bank, 1999).
Because the concept of Social Capital has the traits of trust, reciprocity, cooperation, shared norms and shared understanding, associated with tacit knowledge it is difficult to articulate formally, a clear simple definition and is extremely challenging to develop meaningful measurement scales.  The value and nature of Social Capital as a construct is to provide a general framework to examine the collaborative skills, attitudes and awareness needed to maintain a position in a community or workplace (Daniel, Schwier, & McCalla, 2003).
In the workplace, this can translate into a common social resource that facilitates:

· information exchange,

· knowledge sharing, and 

· knowledge construction 

This is created through continuous interaction in a particular social context, building reciprocal trust and maintained through a shared understanding of the tasks required to achieve ultimate workplace outcome, such as the manufacturing of a suitable product, or the delivery of a quality service.
In order to achieve this outcome, three different types of relationship building need to be considered:

4. Bonding - establishing relationships with people who have similar roles. 

5. Bridging - establishing relationships with people who are in different roles or situations. 

6. Linking - establishing relationships with people in power. 

(Woolcock, 1998) 
Each type of relationship requires a new worker to gain explicit and tacit knowledge of the workplace environment and awareness of the different spoken and unspoken rules that govern the interaction of individuals within that workplace.
Can e-learning be used to develop Workplace Social Capital? 

The growing trend toward blended learning, using e-learning to augment rather than replace face to face learning recognizes the need to allow the opportunity for the learner to build tacit knowledge.  It has its roots in the “post modern/ post-behaviourist” learning theory of cognitivism and recognizes the need for a social context if successful learning is to take place(Eklund, Kay, & Lynch, 2003).  The increased recognition of constructivism as a curriculum design philosophy rather than a learning theory, along with the expectations of learners who have grown with the new technologies, supports an e-learning pedagogy.  The extension of this pedagogy to include Social characteristics based on collaboration, activity and critical reflection is now emerging as a favoured approach to e-learning design. This has been dubbed a Social Constructivist Pedagogy by some writers (Dabbagh, 2003; Luke, 2003).

The institutional need for cost-effective and time efficient methods of instruction has also been a major catalyst bringing e-learning to the forefront of educational thinking (Eklund, Kay, & Lynch, 2003; Kalyuga, 2000; Xiaodong, Hmelo, Kinzer, & Secules., 1999.; Young, 2003).

Modern e-learning technology allows new and varied resources and approaches to be used that have not been previously used.  While the use of the printed word and direct teacher instruction remain important new technologies give opportunities for individualised programs that take into account the individual’s Multiple Intelligences (Gardner, 1995) and learning styles (Dunn, 2004).  For learners with a strong visual/spatial intelligence, programs such as computer-aided design and 3-D modelling may provide optimal stimulation and involvement, the tactile/kinaesthetic learner might be engaged through Interactive CD-ROMs and multimedia, while using Word processing based curriculum may develop writing skills for the linguistic, visual/verbal learner (Reese, 2002).  As well, the computer can be a very powerful tool for generalization, through the ability to provide much larger numbers of problem solving exemplars and exercises as part of a program that would not be available using the traditional methods of instruction (Langone, Clees, Rieber, & Matzko, 2003).
While it has been shown that e-learning programs can be designed that promote generalized literacy, mobility and shopping skills into the community, there are suggestions that the efficacy has yet to be fully researched(Eklund, Kay, & Lynch, 2003; Wissick, 1999; Wissick, Gardner, & Langone, 1999)
However, there are a number of common factors that appear to promote generalisation of the learned skills:

· stimulus conditions instructions are common to the target setting (e.g. using video representation during computer-based training that depict the actual physical and social stimulus conditions, such as video showing real cereal boxes on store shelves and real people saying hello)

· multiple stimulus exemplar that cue a given target response (e.g. using numerous examples of obstacles in grocery stores to help learn the navigation of a shopping trolley)

· naturally occurring consequences (e.g. by navigating around a broken jar shopping can continue, navigating through the broken jar leads to slipping and possible injury resulting in a difficulty to continue shopping)

(Langone, Clees, Rieber, & Matzko, 2003)
These factors support the importance of using the interactivity available through technology development from the lowest level involving simple observation of events, through to simulated virtual reality role-play where learners are able to pause, speed up, slow down and repeat sections at crucial points, all can aid learning through examples of “good” and “bad” social interactions.  While Virtual Reality is still in its infancy, it provides the possibilities of using an immersion technique to create a realistic situation able to provide a stimulated environment in which the learner is in control and feels safe (Moore, McGrath, & Thorpe, 2000).
Virtual reality programs have successfully been used in the treatment of phobias (North, North, & Coble, 1998), head injury (Christiansen et al., 1998), Parkinson disease (Riess & Weghorst, 1995) and some aspects of Autism (Strickland, 1997).  There are other examples where the use of e-learning through virtual reality or scenario, problem based learning have been shown to work, e.g.:

· Virtual Reality in Cognitive Retraining (Moreira da Costa, Vidal de Carvolha, & Ferraz de Aragon, 2000) 

· A Web-Based Interface for Student Peer Review, Problem-Based Learning, and Peer Pressure (Duke, 2003).

· Cultivating Problem-Solving Skills through Problems-Based Approaches to Professional Development (Lohman, 2002).
As a regular part of training, the United States Army uses sleep deprivation and physical exhaustion to alter the emotion state of soldiers to provide authentic and realistic battlefield conditions in its war-game simulations to maximise the generalisation of battlefield skills, awareness and attitudes.  An important aspect of this style of training is the building of relationships.  Bonding with peers, bridging with other arms of the service and linking with commanding officers builds an ultimate trust that these relationship will protect your life in battle.  US Army research shows that soldiers’ learning in these conditions is most effective when the After Action Reviews take place as soon as possible after the simulation scenario.  These reviews are carried out in the field, while the participants are still dirty, exhausted and hungry.  The aim is to align the learning and performance situations (work-learning.com, 2004)
The learning of workplace Social Capital in a performance situation is “on the job” or in situ training.  Unfortunately, while in situ experience may provide the greatest alignment of learning and performance situations, there is a fundamental dichotomy between the perception of problems by educational institutions and business organisations:

· Educational Institutions see problems as an opportunity (for learning).

· Business Organisations sees problems as a potential disaster (loss of income)

Therefore the exploration of those aspects of tacit knowledge that may prove fatal in the workplace (the job is lost) may be better tackled in the institutional setting using problem-based learning aligned with realistic scenario programs that immediately link learning tasks to the scenario just completed.  Thus, the learner has the freedom to experiment and make mistakes, without the catastrophic repercussion of termination of their employment, and is able to review their performance immediately on completion.
Guided scenario simulations can provide motivation to learners and help develop awareness leading to self-discovery and the development of reasoning skills.  Research indicates that guided exploratory learning using computer simulation can be effective in transferring both explicit and tacit knowledge to real world problems (Gokhale, 1996).  The use of video-based scenarios was found to increase learner’s social engagement and problem solving skills relatively a control group and to about the same level as an intensive therapist intervention program.  The same study suggests that technology based programs may also support the development of other social competences such as the recognition of emotional cues and the management of complex social relationships (Goldsworthy, Barab, & Goldsworthy, 2000).
The use of any technological rather than social solution raises the debate of individualised learning vs the universal requirement to socialise.  The concern that learners may be come more isolated is not generally supported as there is substantial evidence to suggest that well designed e-learning may encourage and promote social interaction through peer interaction and prompting during sessions or through other approaches after the sessions (Moore, McGrath, & Thorpe, 2000).  There is a salutary reminder that if the development of any form of Social Capital is an aim of the program there must be opportunities to socialise and increase the individual’s store of tacit knowledge.
Well designed e-learning programs using Social Constructivist Pedagogy provide opportunities to build relationships by providing an active learning environment through a simulation sequence that incorporates Problem Based Learning.  This approach allows the learner to practise higher order mental processes to remember, understand, apply, analysis, synthesise and evaluate both explicit and tacit knowledge that is presented by the program design (McAlpine & Clements, 2001)
The e-learning designer is able choose the most appropriate simulation approach depending on the objectives of the project, the identified needs and abilities of the learner, and the facilities available.
The use of simulations augmented with formal instruction, in a blended learning environment allows much flexibility.  Simulations used prior to formal instruction or review provide an opportunity to build intuition and insight and cue learners to the processes involved.  Using simulations after instruction provides learners with the opportunity to apply what they have learned (Gokhale, 1996).
The development of e-learning simulations including problem-based scenario improves learning by:

· putting  the problem into the Third person

· building on prior knowledge through sequencing.
· encouraging decision making processes

· providing decision making practice 

· providing a safe environment for schools AND business to allow learners to make mistakes
For the learner this approach provides the opportunity to develop their Social Capital through engaging in a large number of exemplars and exercises.  This is particularly important for those who have some form of learning disability.

This approach recognises that Social Capital is multi-facetted, relying as much on the development of tacit knowledge derived through variables such as the cohesion and trust among individuals, as the explicit knowledge derived through more traditional training and education programs (Daniel, Schwier, & McCalla, 2003).  The opportunities presented through a well-designed scenario based e-learning program using a stage production metaphor may present substantial support to its growth.

c) The Research Topic (or Hypothesis). (The research topic should be clearly stated and provide clear indication of the focus of the research project.)
Four major conclusions emerge from the review of literature:

1. non cognitive factors are important in maintaining paid employment

2. the development of Social Capital is more important than Social Skills

3. e-learning can be used to teach awareness and develop Social Capital

4. transfer of learning is best when 3rd Generation (3G) e-learning paradigms are used

A 3G e-learning program developed from these conclusions should build Social Capital and include activities that address:

· bonding -relationships with people who are alike

· bridging - establishing relationships with people who are different

· linking - relationships with people in power 


(Woolcock, 1998)
Within each relationship area, such a program would aim to:

1. provide insights that are essential for the individual to learn (awareness, attributes or traits that develope through tacit knowledge)

2. develop scenarios that highlight this knowledge

3. allow individual responses to each scenario

4. conjecture the likely consequences for the idiosyncratic response

Therefore the Thesis addressed in this study is that:

Flexible and mobile technologies build Workplace Social Capital for new workers with a disability.
To support this thesis seven research questions will be addressed against their involvement with flexible and mobile technologies:

· What is the work history of the cohort? (Stability)

· What are the feelings about work? (Job satisfaction) 
· Feelings about education (Attitude to life long learning)

· What are the feelings of supervisors? (Social Capital - Linking)

· What are the feelings of fellow workers? (Social Capital - Bonding)

· What are the feelings of other workers in different roles? (Social Capital -Bridging)

d) Subsidiary Issues
Using the insights gained from this literature review, a subsidiary part of this study aims to develop a scenario computer based training program, using Social Constructivist Pedagogy that supports the development of Workplace Social Capital.

2. Research Methodology
Reading that led to choosing methodology etc (Creswell, 2003; Denzin & Lincoln, 2005; Flick, Kardoff, & Steinke, 2004; Silverman, 2003)
a) Theoretical or conceptual framework

Social Constructivism (see Kim)

While the preferred methodology would be an experimental approach there are a number of issues that make this impracticable. There is however an ability to approximate and consider limitations that can be legitimately allowed for. Therefore a Quasi-experimental approach appears to be a valid selection for this study.
In this case one or more variables can be manipulated for groups within the cohortDefinition of the Cohort: 

· New worker – beginning paid employment for the first time

· Disability – eligible for the Disability Support Pension
To collect data from this cohort at selected intervals questionnaires need to be designed to elicit responses to the various elements of the research questions.
b) Analytical techniques and research design 
Design Matrix
	Research questions
	No flexible or mobile learning
	Those involved in flexible or mobile learning

	What is the work history of the cohort? (a measure of stability)
	
	

	What are the feelings about work? (a measure of Job satisfaction)
	
	

	Feelings about education (a measure of attitude to life long learning)
	
	

	What are the feelings of supervisors? (a measure of Linking)
	
	

	What are the feelings of fellow workers? (a measure of Bonding)
	
	

	What are the feelings of other workers in different roles? (a measure of Bridging)
	
	


Variables
Independent Variable
· Involvement in Flexible and Mobile learning programs.
Dependent Variables

· Work stability
· Job satisfaction

· Attitude to Life-Long Learning

· Relationship with Supervisor (Linking)

· Relationship with other Workers in similar roles (Bonding)

· Relationship with Workers in different roles or situations (Bridging)

The methodology could examine the differences in the two groups 

c) Timetable or Project Plan 
(including gaining ethics approval and timelines for writing up the thesis.)
2006

2007
2008
2009
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