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Significance 


Significance of the study
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




***** link  need to tie in the concept of the need to work and what is required to work -- this is where the employment of the skills etc comes on ****

The Employability Skills for the Future Report (DEST, 2002) builds and updates on the Mayer Key Competencies (Mayer, 1992) in light changes to the social, economical and political changes that have occurred in Australia in the last two decades. ***** link****
	Skills
	Communication
	skills that contribute to productive and harmonious relations between employees and customers

	
	Team work
	skills that contribute to productive working relationships and outcomes

	
	Problem-solving
	skills that contribute to productive outcomes

	
	Initiative and enterprise
	skills that contribute to innovative outcomes

	
	Planning and organising
	skills that contribute to employee satisfaction and growth

	
	Self-management
	skills that contribute to employee satisfaction and growth

	
	Learning
	skills that contribute to ongoing improvement and expansion in employee and company operations and outcomes

	
	Technology
	skills that contribute to effective execution of tasks. (emphasis added (DEST, 2002) page 6)

	Attributes
	· loyalty 

· commitment 

· honesty and integrity 

· enthusiasm 

· reliability 

· personal presentation 

· common-sense 

· positive self-esteem 

· sense of humour 

· balanced attitude to work and home life 

· ability to deal with pressure 

· motivation 
· adaptability


(DEST, 2002)
***** link**** and round off
a.2) Significance of the study

“Every day we are reminded that, for everybody, work is a defining feature of human existence. It is the means of sustaining life and of meeting basic needs. But it is also the activity through which individuals affirm their own identity, both to themselves and to those around them. It is crucial to individual choice, to the welfare of families and to the stability of societies.” (Somavia, 2001)
It has been suggested that the impact on population aging is equivalent to a drop of nearly 200,000 workers, and while employment is expected to grow over the next five years is likely to be substantially influenced by the demographics of aging population.  The result will be different in each state of the Australia with New South Wales and Victoria and Queensland having the largest numerical shortfall in available workers.  However the relative impact is likely to be greatest in South Australia, the ACT and Tasmania (Department of Employment and Workplace Relations, 2005).
Among the recommendations of the Department of Employment and Workplace Relations to the Federal Government in 2005 was a call for employers to modify the workplace, tasks and expectations so that positions could be opened up for employees with various levels of disability (Department of Employment and Workplace Relations, 2005)
The present Howard government’s “mutual obligation” policy, introduced in 1997, concentrated on assisting those in genuine need, while others “to the extent that it is within their capacity to do so – those in receipt of such assistance should give something back to society in return, and in the process improve their own prospects for self-reliance’ (Howard, 1999). The result has been a mix of public policy and reliance on efficient private enterprise that produces a contemporary Social Security system the “is now based on the traditional Protestant work ethic which holds that one should not receive something for nothing”(Schooneveldt, 2004).
There is much debate as to the effectiveness of such a policy change, with many suggesting that weakens the bargaining power of workers and promotes private over public programs (Richardson, 2000; Schooneveldt, 2004; Tomlinson, 2005). In 2003 the Brotherhood of St Laurence and St Vincent de Paul saw the “mutual obligation” system as imposing so many obligations that so much time is taking meeting these obligations that they may not have the time to find work. They suggest the system becomes: not “welfare to work” but “welfare as work” (Ziguras, 2003) and may not encourage movement from reliance on income support (Mays, 2005; Saunders & Brown, 2004).
(Martyn, 2006) even goes so far as to suggest that this policy does not address the real reason for the development of an income support dependency, and suggest that "only further stigmatises those already on the social and economical margins.” (p1) There is little doubt that the major change is a change in the contractual arrangements between individuals and Government agencies and a greater focus on more individualised assessment and service delivery (McClelland, 2002)
These statements need support

One of the major changes stemming from this policy and legislative change requires all those seeking support from 3 July 2006 to undergo a "Job Capacity Assessment".(expand)
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. (expand)
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.(expand)
For the Department of Family and Community Services (FaCS) the shift in policy emphasis led to an evaluation of the Supported Wage System(KPMG Consulting, 2001). The report highlighted the strength of the SWS as "its capacity to assist people with disabilities gained and maintain employment within industrial framework consistent with the requirements of the Disability Discrimination Act 1992” ("DDA 1992", 1992) and highlighted that without the SWS people with disabilities would have less opportunity for employment. The report also suggested that this model was the preferred option of industry as it provided a mechanism to establish a productive wage for workers with a disability (KPMG Consulting, 2001).  
The present supported Wage System tends to be most useful for individuals whose disability has consistent impact upon their productivity, and who work in an industry where “productive capacity” is easy to measure (KPMG Consulting, 2001). 
"A key policy question to be resolved is whether the system should maintain this focus, or whether it should be expanded to encompass the needs of people with a disability who are unable to consistently work eight hours per week, or whose productive capacity is variable, or where the nature of employment is such that the measurement of productive capacity is far more complex and involves a broader range of skills.” 
(KPMG Consulting, 2001)
The report suggests this is the basic question which must be answered to address current ambiguities within the system and provide a more transparent, fair and equitable outcome (KPMG Consulting, 2001). The implications of the mutual obligation focus of the Howard Government are explicitly entwined in the policy and practice that result from this examination.
The recommendations coming from this report revolve around a more flexible review process that recognises an individual’s stable employment, and the skills and competencies of assessors (KPMG Consulting, 2001).
From July 1, 2006

What is a Job Capacity Assessment?

A Job Capacity Assessment (JCA) identifies a person’s ability to work and any barriers that may prevent them from getting and/or keeping a job. This assessment will determine the most appropriate service to suit the job seeker and refer them directly to the relevant employment assistance agency or support service.

There are a range of Government funded employment and related services for people with a disability, injury or health condition including vocational rehabilitation, the Disability Employment Network, Disability Specialist Job Network Services and the Personal Support Programme. 

CRS Australia is the Australian Government provider of vocational rehabilitation services.

Who needs a Job Capacity Assessment?

People who require a JCA include: 

· job seekers claiming the Disability Support Pension (DSP) from 1 July 2006 or those who are having their DSP reviewed

· job seekers claiming or receiving Centrelink payments with identified barriers to employment

· job seekers such as parents and mature age people seeking employment.

People may also be referred from another employment service provider, such as the Job Network, where barriers to work have been recognised.

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

The study aims to examine students from metropolitan area of Adelaide who are currently enrolled in a Government School and attending a State-wide Transition Service facility (Daws Road Centre or Prospect Centre).

To be eligible for these Centres a student must be:

· more than 15 years of age

· found eligible under the Students with Disabilities Policy (DECS 1984)
· actively preparing to enter the workforce
a.4) Delimitation of the study

The cohort of students who meet criteria for enrolment at Daws Road Centre and Prospect Centre are predominantly classified as having an intellectual or communication disability.  Very few students who attend these centres have been declassified with any form of physical disability.

Therefore the study does not include those who have a physical disability unless there is an associated intellectual disability.
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