game2WORK
What is needed? 


What is needed for those with intellectual disabilities to be game2Work?
Why are social skills training and social awareness education important for students with intellectual disabilities to obtain and maintain employment?

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 (Elksnin 1993; Black and Langone 1997; Wehmeyer, Agran et al. 1998; Kright 1999; 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 and 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 et al. 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 and 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 and 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 (Salovey and Mayer 1990; Mayer and Salovey 1997; Bullis and Cheney 1999; Cherniss 2000).  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 and 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 and 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 and 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 et al. 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 (Dourish and Bellotti 1992; Daniel, Schwier et al. 2003).  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 et al. 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 (Jacobs 1965; Coleman 1988).  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 et al. 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:

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) 

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.
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