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[bookmark: _Toc415143422]Unit of Competency
Application

This unit describes the skills and knowledge required to assist with supporting the ongoing skill development of a person with disability. It involves following and contributing to an established individual plan and using a positive, strengths-based approach. 

This unit applies to individuals who work with people with disability in a range of community services and health contexts. Work performed requires some discretion and judgement and may be carried out under regular direct or indirect supervision. 

The skills in this unit must be applied in accordance with Commonwealth and State/Territory legislation, Australian/New Zealand standards and industry codes of practice.

[bookmark: _Toc329018037]

[bookmark: _Toc329018038]Performance Criteria
	Element
Elements describe the essential outcomes.
	Performance Criteria
Performance criteria describe the performance needed to demonstrate achievement of the element.


	1. Contribute to skills assessment
	1.1 Observe the person’s skills and competencies in a manner that respects the rights of the person
1.2 Support the engagement of family and/or carers and/or relevant other in the skills assessment
1.3 Record all observations accurately and objectively in consultation with supervisor and using terms that can be clearly understood
1.4 Provide feedback to supervisor about any changes in the person’s demonstration of skills in different environments and any changes in the person’s status likely to impact on skills development


	2. Assist with ongoing skills development according to individualised plan
	2.1 Encourage the person with disability to engage as actively as possible in all activities and provide them with information, skills and support to do so 
2.2 Interpret and follow skills development strategies identified in the individual plan
2.3 Encourage and assist the person to identify personal strengths and personal goals for ongoing skill development
2.4 Provide support for the person to identify resources to complement strengths
2.5 Provide positive support to mobilise strengths and to encourage ongoing development and application of skills for personal development
2.6 Provide constructive feedback to the person in an appropriate and respectful way
2.7 Discuss any difficulties experienced in implementing skills development activities with the person or relevant others
2.8 Monitor strategies to determine effectiveness and level of engagement in activities in consultation with supervisor


	3. Support incidental learning opportunities to enhance skills development
	3.1 Provide encouragement in real-life situations that can act as potential informal or incidental learning opportunities 
3.2 Use positive approaches and strategies to promote enjoyment and maximise engagement 
3.3 Withdraw support to an appropriate level to encourage experiential learning in consultation with supervisor


	4. Complete documentation
	4.1 Comply with the organisation's reporting requirements
4.2 Maintain documentation according to organisation’s requirements



[bookmark: _Toc415143424]Foundation Skills
The Foundation Skills describe those required skills (language, literacy, numeracy and employment skills) that are essential to performance.
[bookmark: _Toc329018040]
Foundation skills essential to performance are explicit in the performance criteria of this unit of competency.

[bookmark: _Toc431567824][bookmark: _Toc285113079][bookmark: _Toc326743761][bookmark: _Toc328654777][bookmark: _Toc330386596][bookmark: _Toc415143425]Assessment Requirements
Performance Evidence

The candidate must show evidence of the ability to complete tasks outlined in elements and performance criteria of this unit, manage tasks and manage contingencies in the context of the job role. 

There must be evidence that the candidate has:

· Contributed to ongoing skills development, using a strengths-based approach, for at least 3 people with disability

Knowledge Evidence

The candidate must be able to demonstrate essential knowledge required to effectively complete tasks outlined in elements and performance criteria of this unit, manage tasks and manage contingencies in the context of the work role. This includes knowledge of:

· Current practices, philosophies and theories, including:
· the social model of disability
· the impact of social devaluation on an individual's quality of life
· competency and image enhancement as a means of addressing devaluation
· practices which focus on the individual person
· strengths-based practice
· active support
· person-centred practice
· community education and capacity building
· Concepts of vulnerability, power, independence and interdependence
· Assessment processes relating to ongoing skills development
· Assessments processes and protocols used by the organisation or service
· Communication needs, strategies and resources
· Principles of access and equity
· Legal and ethical considerations for working with people with disability:
· duty of care
· dignity of risk
· human rights, including the United nations convention on the rights of persons with disabilities (UNCRPD)
· privacy, confidentiality and disclosure
· Tools, equipment and other resources used in the learning process
· Various teaching and learning strategies
· Strategies for identifying and maximising informal learning opportunities
· Services and resources available to people with special needs
· Prompting, principles of prompting and fading prompting
· Strategies to create independence
· Reinforcing techniques and when and how to use them
· Motivators, de-motivators and blocks to learning
· Incidental learning and the importance of recognising opportunities for learning




Assessment Conditions


Skills must have been demonstrated in the workplace or in a simulated environment that reflects workplace conditions. The following conditions must be met for this unit:

· Use of suitable facilities, equipment and resources, including:
· individualised plans and any relevant equipment outlined in the plans
· information/documentation associated with individualised plans
· Modelling of industry operating conditions, including access to people with disability

Links

Companion volumes from the CS&HISC website - http://www.cshisc.com.au


[bookmark: _Toc431567825]Housekeeping Items
Your trainer will inform you of the following:
Where the toilets and fire exits are located, what the emergency procedures are and where the breakout and refreshment areas are.
Any rules, for example asking that all mobile phones are set to silent and of any security issues they need to be aware of. 
What times the breaks will be held and what the smoking policy is.
That this is an interactive course and you should ask questions.
That to get the most out of this workshop, we must all work together, listen to each other, explore new ideas, and make mistakes. After all, that’s how we learn.
Ground rules for participation:
Smile
Support and encourage other participants
When someone is contributing everyone else is quiet
Be patient with others who may not be grasping the ideas
Be on time
Focus discussion on the topic
Speak to the trainer if you have any concerns
[bookmark: _Toc326743762][bookmark: _Toc328654778][bookmark: _Toc330386597][bookmark: _Toc431567826]Objectives
Discover how to contribute to skills assessment
Know how to assist with ongoing skills development according to individualised plan
Learn how to support incidental learning opportunities to enhance skills development
Understand how to complete documentation
Gain skills and knowledge required for this unit 


[bookmark: _Toc431567827]1. Contribute to skills assessment
1.1. 	Observe the person’s skills and competencies in a manner that respects the rights of the person
1.2. 	Support the engagement of family and/or carers and/or relevant other in the skills assessment
1.3.	 Record all observations accurately and objectively in consultation with supervisor and using terms that can be clearly understood
1.4.	Provide feedback to supervisor about any changes in the person’s demonstration of skills in different environments and any changes in the person’s status likely to impact on skills development
[image: ]

[bookmark: _Toc431567828][bookmark: _Toc399440754]1.1 – Observe the person’s skills and competencies in a manner that respects the rights of the person
It is essential to treat the person with respect and dignity when carrying out observations. 
You may be expected to carry out observations in the following settings:
	An individual's own dwelling
Shared households or group dwellings
Specialist residential facilities
Community centres
Supported employment venues
Open employment venues
Community/government agencies
Open employment venues
Voluntary agencies
Training agencies
	


It is quite likely that you will conduct a variety of tests to ascertain these core skills and competencies:
Communication
Personal hygiene
[image: C:\Users\Stuart New\Desktop\Pictures\ArtWork\Animations\hungry_sandwich_eat_food.png]Meal preparation
Transport
Money handling
Dressing
Grooming
Eating
Working
House hold tasks
Recreational activities 
[bookmark: _Toc431567829]Person-centred approach 
[image: C:\Users\compaq-laptop\Desktop\ArtWork\MTada.jpg]A person-centred approach is a philosophical approach to the individual. It ensures that the individual is involved in all decision making regarding their own life. 
Person-centred means making the work about the person, the client. So, in other words, individualised. It means making it about what the client wants to achieve or can achieve. So, in other words, client-led. It also means looking into each client’s problems and needs individually and tailoring services to their needs. So, in other words, needs-led. Person-centred is therefore personal to each client. It is not systematic in any way, shape or form e.g. standardised forms or questionnaires should not be used in this sector. Guidance, however, is acceptable but you must remain open minded and adaptable to the individual’s views and opinions. 
Getting to know the person well is the best way to meet their needs. It also gives the person more responsibility, engaging them in key decisions about their own lives. As a result the person often feels supported to make changes that empower them. 
A client-centered approach may include the following approaches:
Promote input from the client. 
Get to know the person beyond the impairment, view them as equal to every other individual. If they have an impairment, what are the barriers stopping them from being equal within society? 
Tailor questions/responses to the individual client i.e. what they say, what their opinions are. Listen, process and act on what the client says rather than looking for the answer in a workplace procedure or manual – this puts the client first – i.e. ask open ended questions and proceed from the answers given
Acknowledge and respect the client as an individual, including their beliefs, culture, values, history, family life, etc.
Acknowledge the client’s goals (it may be useful to order them in importance)
Acknowledge the client’s needs (may be useful to order them in severity)
Support clients with multiple needs in the same way as any other client, ensuring they have full support where required
Use all of these elements to help support the client in the best way possible (appropriate for that individual client)
Work with the client to identify the strengths and resources they have to meet their goals and needs
Communicate with the client in a way that motivates the individual
Ensure all considerations are factored into the approach e.g. what about more practical considerations? What if the person’s disability impairs their communication? You will need to know how to communicate effectively with people with a range of different disabilities. However, you shouldn’t assume that the person needs assistance to communicate effectively. Nor should you judge how a person chooses to communicate. Always ask whether assistance is required. 
[image: C:\Users\compaq-laptop\Desktop\ArtWork\talk_show_interview.png]Look at the above list. What do you notice? One of the things you may notice is that each part is dependent on the client; only the client can provide the information required. It is sometimes easy to think that as an expert you may know the right answer for a particular client. However, it is important to always remember that the individual knows what their strengths are, what their needs are and what barriers they face on a daily basis. This is why the person-centred approach is fundamental to work within this sector. 
[bookmark: _Toc399440767][bookmark: _Toc431567830]Respecting a client’s rights and dignity 
How can you participate in the assessment in a manner that respects a client’s rights and dignity? Remember that the assessment may be in environments personal to the client e.g. their home, a medical setting, an employment setting, etc. You must be aware of the conflicting emotions a client may feel when participating in an assessment. You should always conduct the assessment in a professional but friendly manner. 
You are there to support the client and offer guidance on how the assessment should proceed. However, always remember the principles of the client-centred approach. If the client is uncomfortable or upset at any stage you should discuss this with the client. It may be that the problem can be solved by making slight changes to the assessment process, once you have checked this with your supervisor. 
Some of the factors you may wish to consider, when participating in assessment, may include:
The client’s rights:
Confidentiality – respect client’s right to confidentiality.
Privacy – other people shouldn’t be party to the assessment (unless the client requests this or are informed in advance if it is a necessity). 
Self-determination – you must accept the client’s opinions, needs and wants. Accept that the client doesn’t have to take your advice.
Access and equity – treat the client as you would treat any other individual, and provide the same level of support and guidance. 
Non-discrimination – don’t make assumptions about the client’s capabilities. Always ask if you are unsure about something e.g. details about the client’s impairment. 
The client’s dignity:
Tasks may be difficult to achieve – never make them too difficult for a client to achieve in a way that demoralises or embarrasses them. 
At the same time, you must allow the client to act independently of assistance (where appropriate) in order to obtain a true assessment of skills and competency – offer assistance where necessary but never assume that the client requires it. The client should be made aware, ideally before assessment begins, that they can and should ask for help if they feel they need to at any time. 
The line between these two elements is not always clear – it is a balancing exercise.
[image: C:\Users\compaq-laptop\Desktop\ArtWork\help_meet.png]Ensure assistance is available if requested/if necessary i.e. hearing assistance. Barriers should be fully removed before the assessment can take place. 
How can you interact in a way that is motivating, empowering and respectful?
Interaction is all about communication. The following may assist communication:
Ask if assistance is required e.g. hearing impairments, visual impairments. You shouldn’t make assumptions about a person’s ability to communicate. You should always ask if assistance is needed. Find out what the person wants and if they want to use anything to assist communication. 
Listen carefully. Do not complete sentences for a person unless he/she shows that is what they want i.e. they are looking for support or guidance from you. Take time to get used to how the person communicates so that you can respond more effectively.
Tell the person if you don’t understand what they mean. Clarifying issues at the start will avoid a situation where the person later feels confused, vulnerable or powerless. 
The way you communicate may need to change e.g. gestures, facial expressions, body language, etc. depending on what impairment the person with disability has. Also, the way you speak may need to change e.g. speaking clearly, repeating where necessary, using smaller sentences where necessary, dealing with one topic at a time, etc. It is also a matter of what you say, motivating the client, giving the client choice and power and how you react to their opinions and decisions.

[bookmark: _Toc399440755][bookmark: _Toc431567831]Activity 1A
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[bookmark: _Toc431567832]1.2 – Support the engagement of family and/or carers and/or relevant other in the skills assessment
[bookmark: _Toc399440770][bookmark: _Toc431567833]Engagement of relevant support
During the assessment process, it may be appropriate to support the engagement of relevant support. 
Relevant support may include:
Advocate/s
Behavioural consultants (for acquired brain injury)
Carers
Colleagues
Development officers
Disability support workers
Educational psychologists
Employment officers
Family
Friends
Occupational therapists
[image: C:\Users\compaq-laptop\Desktop\ArtWork\MTeam.jpg]Outreach workers 
Programming staff
Relatives
Supervisors
Teachers
Technicians

[bookmark: _Toc431567834]How might they be engaged in the assessment process?
If you consider the above list, it is evident that many of these people know the client on an individual basis. In addition, many know the client in ways that reflect their relevance. For example, teachers may know what motivates the client, what techniques they respond to well or, what they do not respond to well. They may be able to offer you guidance on how quickly the client develops new skills and what skills the client has a good grasp of. However, it is important not to take information from other parties on face value. You should assess the client on their own demonstration. 
Let’s consider another example; family members. They may be able to tell you more personal information about a client. For example, what they are interested in, what their personality is like, what skills they know, what skills they don’t know and require in their regular environments. However, it is necessary to be careful with family members as they may wish to have their own personal input in the client’s plan. This would not be part of the client-centred approach and would not empower the client. It is the client who should decide on their skills and development plan, where possible, not their family regardless of the level of support they give to the client. 
[bookmark: _Toc431567835]When might it be appropriate support their engagement?
It might be appropriate to support the engagement of relevant others during the assessment process for a number of reasons. Perhaps the client is not responding to the assessment process – has this ever happened before? Is there a reason behind it? Or, perhaps the client’s impairment is more complex than usual. Could it be that you may require the advice of a medical expert to better understand how to meet the client’s needs? The client may not be willing or able to provide these answers. However, relevant others may be able to offer insight, context or other relevant information and expertise. The information is only relevant, however, if it assists the assessment process and therefore helps develop a suitable plan for the client. All information should be considered carefully and always with regard to the principles, practices and theories discussed in the first chapter of this guide. 
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[bookmark: _Toc399440771][bookmark: _Toc431567836]Activity 1B
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[bookmark: _Toc431567837]1.3 – Record all observations accurately and objectively in consultation with supervisor and using terms that can be clearly understood
[bookmark: _Toc431567838]Observing set tasks
Observations should be carried out for the purpose of evaluating the effectiveness of your training methods. There are a number of vocal and physical signals to look out for. If the training is effective then the learners will actively listen to what you say, maintaining eye contact and concentration. However, you may also observe negative signals such as yawning, looking away, and displaying a general lack of enthusiasm. If the learners are challenged then they may become angry and unwilling to engage with you. 
There will same variation in the observations that you make when training groups and individual learners. There will be a tendency for the learners to follow the positive or negative examples set by their peers when carrying out group tasks. However, you might find it easier to sustain the concentration of learners who you are dealing with on an individual basis.
[bookmark: _Toc431567839]The importance of accuracy and objectivity
A high level of accuracy will be required for a realistic overview of the learner’s skills and competencies. Care may be arranged and workplace changes made in accordance with your observations. Your personal empathy and engagement with the learner shouldn’t have any bearing on the observations that you make. You might even have to carry out routine observations, to account for fluctuations in behaviour over time. There is bound to be a certain amount of boredom and unwillingness to engage with set tasks. However, you shouldn’t automatically assume that the learner is challenging, or unable to understand your instructions.
You are advised to consult your supervisor and ask for perspectives on any observations that you make. They may be able to identify strengths and areas of concern that wouldn’t otherwise be recognised. It is also important to use simple language and explain any technical terms, as your observations are likely to be shared.
You could use a template like this:
	Tasks set
	Problems encountered
	Time taken for completion
	Recommendations

	
	
	
	

	
	
	
	

	
	
	
	







[bookmark: _Toc431567840]Activity 1C
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[bookmark: _Toc431567841]1.4 – Provide feedback to supervisor about any changes in the person’s demonstration of skills in different environments and any changes in the person’s status likely to impact on skills development 
[bookmark: _Toc399440764][bookmark: _Toc431567842]Changes to status
Given the skills and environments that have been discussed so far, it is evident that a client’s skills development and maintenance plan may include a variety of areas.
[image: C:\Users\compaq-laptop\Desktop\ArtWork\Fotolia_5090081_XS.jpg]Skill development may be in:	
Life skills
Vocational skills 
Social skills
Personal support skills
Developing and maintaining relationships including intimate relationships
Maintaining physical health including sexual health
Safety
All of these areas are personal to the individual and as such they may be affected by changes in the client’s status. Certain skills may become more or less important. New skills may become necessary due to a change in status, to be implemented in the skills development plan. Alternatively, skills may no longer be a necessary part of the plan. 
What changes are likely to impact skill development and maintenance? 
The client’s priorities may change which may affect skill development and maintenance. Remember that the plan should be governed by their own goals. 
The client may require active support on a daily basis – the plan cannot cover every circumstance. It may be that upon review something is missing from the plan and it is therefore not meeting the client’s needs. 
The client’s impairment may change which may affect the skills and development required.
The client’s environments may change, new ones may be introduced (thus making it necessary for these environments to be incorporated into the plan) or removed. 
The client’s family life may change. For example, they may have less family support and therefore require more support and development in areas they previously did not. 
The client may have developed a certain skill to such a level that the plan can now focus on new or more detailed skills. 
[image: C:\Users\compaq-laptop\Desktop\ArtWork\Fotolia_4599019_XS.jpg]You must have knowledge of assessment processes relating to skills development and maintenance and the assessment processes and protocols used by the organisation. This will include reporting certain changes to your supervisor. This process will be governed by workplace policy, which you should familiarise yourself with. The policy documentation should state who the appropriate person is to report any changes to, if it is not your supervisor. It will also likely state the type of changes you need to look out for and report. 


[bookmark: _Toc399440765][bookmark: _Toc431567843]Activity 1D
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[bookmark: _Toc431567844]2. Assist with ongoing skills development according to individualised plan
2.1. 	Encourage the person with disability to engage as actively as possible in all activities and provide them with information, skills and support to do so
2.2.	Interpret and follow skills development strategies identified in the individual plan
2.3.	Encourage and assist the person to identify personal strengths and personal goals for ongoing skill development
2.4.	Provide support for the person to identify resources to complement strengths
2.5.	Provide positive support to mobilise strengths and to encourage ongoing development and application of skills for personal development
2.6.	Provide constructive feedback to the person in an appropriate and respectful way
2.7.	Discuss any difficulties experienced in implementing skills development activities with the person or relevant others
2.8.	Monitor strategies to determine effectiveness and level of engagement in activities in consultation with supervisor
[image: ]

[bookmark: _Toc431567845]2.1 – Encourage the person with disability to engage as actively as possible in all activities and provide them with information, skills and support to do so
[bookmark: _Toc399440788][bookmark: _Toc431567846]Encouraging active engagement in all living activities
It is necessary to briefly reconsider the principles of the active support approach. The Centre for Disability Studies (CDS) at the University of Sydney describes active support as a model which recognises that people with disability are entitled to the same lives as any other individual. It recognises the differences between individuals but also the similarities. It is the things we have in common which are important. Generally, we all need to be part of a community, have good relationships with friends and family, have relationships that last, have opportunities to develop experience and learn new skills, have choices and control over life, have status and respect and be treated as an individual. 
The model places these factors as being so important that they define what is meant by leading a socially valued lifestyle and, as such, if a person cannot gain these factors alone they will need support to do so. This is the theory behind active support which ensures people who need support have the same chances in life as others. 
What living activities may be relevant?
Lifestyle and recreational – friends, relationships, sexuality, religion, socialising, recreational activities, holidays.
Employment and education – type of employment, applying for jobs, changing jobs, attending education.
Living arrangements – what is home, where, who with, changing living arrangements.
Healthcare and medical – day to day medical, larger medical.
Legal – legal rights e.g. Human Rights, appointing a power of attorney. 
Financial – banking, benefits, paying for necessities such as food, clothing, bills, etc.
Access to services – choice over service providers, e.g. carers, transport, etc. 
[image: C:\Users\compaq-laptop\Desktop\ArtWork\alone_outsider.png]

It is advisable to remind, encourage and inform a disabled person about engagement in all living activities. However, it is also important to remember that all individuals have a right to learn from experience. A disabled person, like any other person, should be able to explore, express and act on their values and attitudes by choosing their own living activities. Information and support can facilitate activities that explore their interests. Experimentation can also help them to make decisions about what activities they wish to be involved in or what choices they want to make. Of course, any risks must be managed in a proportionate way and in line with legal responsibilities such as duty of care and any workplace policies or procedures. 
Remember that it should be the individual’s choice in what activities they engage in. Some individuals may need help to identify what living activities they wish to participate in and how. The Department of Human Services of State Government, Victoria, for example, provide a Disability Services guide to supporting decision making (2012) available at www.dhs.vic.gov.au, which gives the following advice:
‘Some people are very clear about what they want to do in life, while others might explore their goals and ambitions as part of planning processes. Some people, however, are unaware of the choices and opportunities that might be open to them. In these circumstances it is important that supporters and workers work with the person to develop interesting, creative and appropriate ways to identify and meet their goals. 
Discuss activities, including: 
What types of things they like to do; 
Whether they do enough of the things they like;
Whether they still enjoy the activities they do; 
If there are new things they’d like to try; 
Any worries about trying new things; 
Any information you can provide; and, 
Any activities linked to long term goals and ambitions. 
[image: C:\Users\compaq-laptop\Desktop\ArtWork\artist_painting_800_wht.png]

A valuable outcome from supporting someone to try new activities is meeting people with common views and interests. By meeting people through shared interests, people can make friends and naturally develop social networks. People with similar views and experiences might be better placed to understand their point of view and may be able to help them with their decision making as peers.’ 
Active Support Handbook, Association for Real Change (arcuk.org.uk/publications/files/2011/03/Active-Support-Handbook.pdf) offers the following advice on supporting engagement: ‘The goal of active engagement – It is easy to tell when someone is engaged in doing something. Typically, they will be actively participating in an everyday pursuit, such as communicating with another person, concentrating on something of interest or using their hands to complete a task or produce something. Everyday life is full of opportunities to be actively engaged. The goal of full engagement is equivalent to leading a full life. By supporting individuals, you can help them to be engaged in running their own lives and in pursuing their interests and hobbies.
Matching support to need – The level of support provided is matched directly to the person’s need for support in each activity, always making it person-centred in practice. While the support provided has to be enough, the aim is always to promote the person’s independence by giving only as much support as is needed. Assistance is gradually faded out as practice makes the person more skilled. Ways of giving support Different types of support give more or less help. For example, telling somebody how to use a toaster provides a lower level of assistance than guiding their hands through each step of the task. We can think of different levels of support in the following order: ask, support, prompt, instruct and guide.’ 
Each level must be varied according to the individual client’s needs and should be used as methods of engaging the client, and maintaining that engagement, with living activities. 
[image: C:\Users\compaq-laptop\Desktop\ArtWork\business_professionals_leader_800_wht.png]

[bookmark: _Toc399440789][bookmark: _Toc431567847]Activity 2A
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[bookmark: _Toc431567848]2.2 – Interpret and follow skills development strategies identified in the individual plan
People with disabilities will stand the best chance of coping and enjoying everyday life if they are equipped with a variety of skills. They can build the confidence required to complete tasks independently and develop in the ways that they want. Trainers can play an essential role and include details of skill development in personal plans.
These essential skills should be learned:
Life skills
Vocational skills
Social skills
Personal support skills
Developing and maintaining relationships, including intimate relationships
Maintaining physical health, including sexual health
Safety
[bookmark: _Toc431567849]Providing support and focussing on strengths
Carers and personal trainers must recognise the difference between supporting and acting on behalf of people with disabilities. The amount of guidance should be limited, so that the learners are able to make mistakes and develop skills in their own way. You can improve the chances of development by setting SMART goals.

Trainers are encouraged to take a strengths-based approach and make the most of the talents and knowledge which learners can readily access. Disabled individuals should be encouraged to perform tasks with little assistance, for a positive sense of empowerment. They should be able to act independently, without supervision. It is important to take individual strengths and aims into account when writing the plan for personal development. Trainers will be expected to focus on the core competencies and set achievable tasks for disabled learners. 
[bookmark: _Toc431567850]The social model of disability
The social model of disability is founded on the belief that disability is socially constructed. It contrasts with the medical model of disability which is founded on the belief that disability is a health condition. The medical model views disability as something that is abnormal and therefore requiring treatment – a health condition dealt with by medical experts. 
The social model contrasts with this view, seeing disability as the result of interaction between people living with impairments and an environment filled with physical, attitudinal, communication and social barriers (People with Disability Australia (PWDA) – see: www.pwd.org.au/student-section/the-social-model-of-disability.html).
The social model therefore supports the view that such barriers must be removed to enable all individuals to live equally. 
The PWDA states the following: 
[image: C:\Users\Stuart New\Pictures\handicap_button_400_wht_16615.png]‘People with disability are not "objects" of charity, medical treatment and social protection but "subjects" with rights, capable of claiming those rights, able to make decisions for their own lives based on their free and informed consent and be active members of society.
In this context: Impairment is a medical condition that leads to disability; while: Disability is the result of the interaction between people living with impairments and barriers in the physical, attitudinal, communication and social environment. 
It is not the inability to walk that keeps a person from entering a building by themselves but the stairs that are inaccessible that keeps a wheelchair user from entering that building.’ (See PWDA website link above) 
[bookmark: _Toc431567851]Practices which focus on the individual
Within the context of disability, there are many practices which focus on the individual. The strengths-based practice focuses on the strengths of each individual and recognises that these can be subject to change but the best person to govern their own situation is the individual themselves as they know their own strengths. Active support approaches the individual person in a different way. It considers the basic aspects of life which we all need as individuals. It upholds the principle that people who cannot access these aspects themselves may need help and support to do so – as all individuals should have these basic aspects of life. Finally, the person-centred approach puts the individual at the centre of all decisions about their life. 
[image: C:\Users\Stuart New\Pictures\wheelchair_shake_hands_400_wht_13452.png]Person-centred approach 
The person-centred approach places the individual at the centre of any decisions, help, care, policies, and assessments, etc. It recognises that they know more than any other individual which support and services they need to live their life in the way they want to. In that respect, it has similarities to the other practices and philosophies considered – all are about empowering and motivating the individual. 
The aim of the person-centred approach is to empower the individual to make choices about their life. It is about supporting and encouraging individuals to make these decisions. 
Rightful place in community
Ask yourself: What is the rightful place in community of a person with disability? The answer is: the same as any other individual. However, as shown by the social model of disability, this ‘rightful place’ does not always exist for the person with disability as the community creates barriers for the individual, making it difficult for them to claim their rights. 
Community education and capacity building
Community capacity building is not just about supporting people with disability to take their rightful place in community. Simply going into the community does not mean that the community will change its view of the person with disability. Instead, it also needs to incorporate community changes and developments that allow the person with disability to take their rightful place. Education within the community is crucial to challenge current community ideals, values and practices. 
Self-determination 
Self-determination is the theory behind the choices that individuals make – without any influence or control from other individuals. It is about empowering the individual to determine the choices that affect their life. If this cannot be wholly, it must be to the greatest extent possible for that individual.
Lifespan development
Lifespan development is the term for the developmental stages that all individuals pass through during their life: birth, infancy, adolescence, adulthood, old age and death. During the different stages we develop: we learn new skills and knowledge, we see, we experience, we communicate, we form relationships, etc. What would happen if we didn’t have these experiences? We would not develop in the same way as other individuals and this may impact upon the next stage in our lifespan. However, this does not mean that such development cannot take place at a later stage in the lifespan. 


[bookmark: _Toc399440744][bookmark: _Toc431567852]Activity 2B
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[bookmark: _Toc431567853]2.3 – Encourage and assist the person to identify personal strengths and personal goals for ongoing skill development
[bookmark: _Toc399440774][bookmark: _Toc431567854]Identifying strengths
It is necessary to briefly reconsider the principles of strengths-based support. Many organisations adopt a strengths-based practice as the philosophy behind it recognises that all individuals have strengths. When the client identifies goals which they want to achieve, they should be assisted in identifying the strengths and resources they can use to reach that goal. 
It works in partnership with the person, acknowledging that they know their own situation better than anyone else. Encouraging clients to identify their strengths works hand-in-hand with the client-centred approach, and principles of empowerment and self-determination. The client knows own strengths better than anyone else but it may be common for people with disability to downplay their strengths which is why encouragement, motivation and support may be necessary. 
What might strengths include? The client’s strengths may be physical, mental, resource based, support-based, etc. Resources may include individuals, associations, groups and institutions that have something to give i.e. information, support, assistance, etc. It is important to remember that they can have the same strengths and weaknesses as any other individuals, in other words their strengths and weaknesses should not be based solely around their impairment. The focus shouldn’t be on the individual’s problems/weaknesses – the individual should be encouraged to recognise what strengths and resources they can use to tackle these problems. It is therefore goal orientated: what does the client want to achieve and how can they do so?
There are several different strengths-based approaches. For example, solution focused therapy (where clients are assisted to set goals before identifying their strengths), strengths-based case management (where individuals go through a specific strengths assessment), etc. You should have a basic knowledge of the various approaches. Your workplace will have its own approach which you will need to familiarise yourself with. 
[bookmark: _Toc431567855][bookmark: _Toc399440775][image: C:\Users\compaq-laptop\Desktop\ArtWork\Fotolia_4599028_S.jpg]Different approaches to identifying strengths
There are several different approaches under the principle of strengths-based support. The Institute for Research and Innovation in Social Services (IRISS) describes them as follows (http://www.iriss.org.uk/resources/strengths-based-approaches-working-individuals): 
Solution Focused Therapy (SFT)
The focus is on what the person wants to achieve rather than the problems that made them seek help. It encourages people to determine their own pathways and solutions to reach their goals. This can lead to dramatically different actions and thoughts than when pursuing answers to problems. The approach is centred on future aspirations and concentrates attention on ‘life without the problem’. 
Strengths-based case management
This approach combines the focus on an individual’s strengths with three other principles: prompting the use of informal support networks; offering assertive community involvement by case managers; and, emphasising the relationship between the client and case manager. This approach helps participants achieve specific desired outcomes. 
Narrative
This approach can be used to help elucidate strengths of individuals and communities. It considers the assumption that hidden inside any ‘problem’ narrative story is a story of strength and resilience. It often requires re-framing the situation to highlight any unique instances of strengths into a story of resilience. 
The practice of narrative is founded on the principle that people live their lives by stories or narratives that they have created through their experiences, and which then serve to shape their future life experience. Practitioners using this approach will never directly deal with the problem being presented but will find ways to strengthen the ability of the person to be resilient in the face of the problem, thereby reducing it. A key part of this approach is recognising that some people think a problem is an integral part of their character. Separating the problem from the person by externalising it allows them to begin to deal with it in a constructive way. 
Family support services 
These services are often equated with preventative services offered to families before their difficulties become too severe. The aims of family support include: responding in a supportive manner, reducing risk and developing existing strengths. Practitioners using this approach believe that strengths-based practice benefits families by influencing their engagement in the program, by increasing family efficacy and empowerment and by enhancing their social support networks. 
[bookmark: _Toc399440778][bookmark: _Toc431567856][image: C:\Users\compaq-laptop\Desktop\ArtWork\blue_book_sticking_out.png]The client as their own expert
Does the strengths-based approach acknowledge the client as their own expert? To a large extent it does. It focuses on their goals and encourages them to identify their own strengths and the resources they can use to achieve these goals. However, at times the client may require information, assistance and support in order to establish goals. 
We have already considered different models of disability. Let’s re-consider the social model and medical model of disability which touch upon the issue of the client as their own expert. Who is the expert in each model? 
The social model focuses on the physical and social barriers that exist within a community, making it impossible for the disabled person to live equally to others. It views the disability as stemming from the failures of society to make adjustments. 
The medical model places the source of the problem within the impaired person, assuming that a cure is necessary. However, this isn’t always possible. 
Let’s consider a further model, the expert/professional model of disability. Its response to disability can be compared somewhat to the medical model. Professionals identify the impairment and its limitations, and take the necessary steps to improve the position of the disabled person. This goes against the very nature of strengths based support.
At the heart of the strengths-based support practice is the notion that clients are experts in their own lives and the practitioner’s role is to support them in making their own decisions about their lives. 
How can you approach your work in a way that acknowledges the client as their own expert?
You should follow the client-centred principles, placing the client at the heart of any programme. Their opinions and choices should be paramount. What are their goals? What strengths do they think they have? What barriers are stopping them achieving their goals? Are they aware of the resources available? If not, do they want information about the resources? 
[image: C:\Users\compaq-laptop\Desktop\ArtWork\Fotolia_2204090_XS.jpg]Each question is posed to the client because they know better than any other what skills they are missing, what their goals are and what barriers they face. 


[bookmark: _Toc399440776][bookmark: _Toc431567857]Activity 2C
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[bookmark: _Toc431567858]2.4 – Provide support for the person to identify resources to complement strengths
[bookmark: _Toc399440781][bookmark: _Toc431567859]Resources to compliment strengths 
What are resources? Resources can be money, materials, staff, other assets, etc., that can be drawn on by a person in order to function effectively. A resource is anything that the client can use to complement their strengths and therefore reach their goals. 
Every community is full of resources. What resources might be available in the environment of a disabled person? The answer is not always the same as for any other individual, because the disabled person may require specific resources for their needs. 
They might include:
Individuals
Families
Informal groups
Associations, organisations and government bodies 
All of these resources can assist the skills and development process, enabling the client to achieve their goals. The assistance may be more practical, for example transport, benefits, employment and entertainment. Or, it may be mental, for example – peer support and social activities. It may be simply informing for the client, providing them with the information needed to reach their goals. 
Let’s look at these categories of resources more closely. 
Individuals
This could be any individual who can offer something to the client. It could be a carer a teacher, a health professional or could even be a family member. For example, if a client’s goal is to change or gain employment a careers advisor might be appropriate. 
Families
Family members or close friends of the client are often a key source of support. Their support may be physical (i.e. assistance with personal care), mental (i.e. mental support and source of social activities) or as a source of information (i.e. assisting with client’s indirect learning e.g. communication skills). 
[image: C:\Users\compaq-laptop\Desktop\ArtWork\stick_figure_family_pets_portrait_800_wht.png]

Informal groups
There are many informal groups which can assist clients. These could be anything from more general social activities to group therapy or peer support groups. Which groups are relevant will depend on what goals the client wants to achieve. 
Associations, organisations and government bodies
[image: C:\Users\compaq-laptop\Desktop\ArtWork\group_session_800_wht.png]There are many which can assist the client e.g. Australian Human Rights Commission (e.g. for information about disability rights), Department of Social Services (e.g. for information regarding disabled parking or carers), Citizens Advice Bureau (e.g. for advice and support), etc. This category may also include medical resources. For example, if the client wishes to have more assistance for their impairment. 


[bookmark: _Toc399440782][bookmark: _Toc431567860]Activity 2D
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[bookmark: _Toc431567861]2.5 – Provide positive support to mobilise strengths and to encourage ongoing development and application of skills for personal development
[bookmark: _Toc399440784][bookmark: _Toc431567862]Encourage support
Why should you encourage support? Because it empowers the individual and mobilises their strengths. 
It is one thing to create a list of goals and identify the strengths and resources to succeed. However, it is an entirely different thing putting this into practice. This is when the highest level of support for the individual is needed, to actually have the confidence to use their strengths and work towards their goals. All individuals require support but a person with disability may have less confidence, may have had many failed attempts at certain skills or tasks and may find it more difficult than others to actually use their strengths. 
Encouraging support for the individual mobilises the person’s strengths. It gives them weight, making them movable and changeable – leading to the development of skills and capabilities and ultimately the achievement of the client’s goals. It leads to the strengths being used. 
What kind of support mobilises strengths?
[image: C:\Users\compaq-laptop\Desktop\ArtWork\Fotolia_5090137_XS.jpg]Mental support
Physical support
Motivation
Empowerment and self-determination 
Support from family, friends and peers
Utilising available resources
Ensuring the individual is fully informed 
Encouragement.
[bookmark: _Toc399440808][bookmark: _Toc431567863]Encouraging initiative 
There are many different situations when a person with disability may show initiative during the learning situation. If they do so, it should be encouraged immediately after the event or at least during the learning session, where possible, as immediate encouragement will have the most positive effect. However, constructive feedback is another form of encouragement which reinforces initiative. Ideally, immediate encouragement during the session followed by constructive feedback at the end of the session, which goes over the positive encouragement again, will have the greatest effect on the person with disability. 


There are different methods of encouraging initiative which we considered previously. You may recall that these include:
Task analysis 
Prompting, principles of prompting and fading prompting
Strategies to create independence
Reinforcers
Motivators to learn
Common de-motivators and blocks
However, sometimes the person may simply require some encouraging words or gestures of support. For example, if they are in the middle of a task the encouragement should still be given but should not hinder the rest of the task being carried out successfully. 
Encouragement can also be given by relevant others, where appropriate. For example, you might later discuss the initiative with the client and their family. Encouragement from the family may have a greater impact on the client. Another common source of encouragement may be from peers who are going through the same learning process and can encourage one another to show initiative. 
[image: C:\Users\compaq-laptop\Desktop\ArtWork\jump_team_celebrate_party.png]

[bookmark: _Toc399440785][bookmark: _Toc431567864]Activity 2E
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[bookmark: _Toc431567865]2.6 – Provide constructive feedback to the person in an appropriate and respectful way
[bookmark: _Toc399440804][bookmark: _Toc431567866]Providing feedback 
Giving feedback isn’t always easy. In fact it can be a difficult task to complete successfully. Your feedback must be constructive and informative in order to benefit the person with disability. Remember that the aim is to empower and motivate the person with disability, by drawing on their strengths. 
[image: C:\Users\compaq-laptop\Desktop\ArtWork\listen_talk.png]When giving feedback, you may wish to consider the following key points:
Do not judge the person’s behaviour. 
Respect the person’s opinion and right to reject the feedback. 
Give feedback as soon as possible after the learning.
Give feedback in person, or in other appropriate format.
Select an appropriate time.
Always ask if your feedback is clear and understood. 
When giving feedback, never judge the person’s behaviour. If their behaviour is an important part of the feedback, you can explain the behaviour and its effect but do not make any personal judgements about the person’s behaviour. This would create a barrier, making the feedback less effective. Remember that the person with disability is an individual, entitled to their own opinions and choices. You must show respect for the individual and recognise that the person with disability does not have to accept or act upon your feedback. 
Remember that feedback is a two way conversation. Listen to the person with disability carefully and respect their opinions when given. 
Always aim to give feedback at an appropriate time for the person with disability. The feedback will benefit the person most if it is done as soon as possible after the learning. It is ideal if the feedback can be given in person, one-to-one, and in a private setting where the learner’s confidentiality can be upheld. Feedback given in a private setting also avoids the learner feeling embarrassed which can cause learners to shut down. 
If the feedback cannot be given in person, it may be possible to provide feedback in a different format. However, it must be a suitable format for the person with disability. Think carefully about what they may or may not be able to understand and how you can make the feedback as clear as possible. 
Timing is important when giving feedback, don’t choose a time when the learner is tired, upset, etc. e.g. after a difficult learning session.
Finally, always request feedback on the feedback you give! Ask the person if they understood your feedback and whether they need you to clarify or explain any part of the feedback in more detail. Is any 
[bookmark: _Toc399440805][bookmark: _Toc431567867]Providing appropriate and constructive information
What is appropriate information? Appropriate information is whatever information would be suitable in the circumstances and that which the client should be made aware of. 
For example, it may be information that is:
[bookmark: _GoBack]Relevant to the learning or development of the person; 
About the skill, task or environment; or,
About the method of learning used.
What is constructive information? Constructive information has a useful or beneficial purpose. 
In this context therefore it may include answering the following questions:
What is the goal/what does the person want to achieve?
What strengths have they used/developed?
What did they do well?
How could they use their strengths or resources to improve (if they need to)?
How can they achieve their goal?
Did they feel motivated?
Do they feel anything could be done differently, to benefit the learning process?
[image: C:\Users\compaq-laptop\Desktop\ArtWork\business_binder_meeting_colored_800_wht.png]





[bookmark: _Toc399440806][bookmark: _Toc431567868]Activity 2F
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[bookmark: _Toc431567869]2.7 – Discuss any difficulties experienced in implementing skills development activities with the person or relevant others
The skills development plan isn’t set in stone. It should be flexible and adaptable according to the person’s goals and needs. It should also be flexible in the event that you experience difficulty in implementing the development plan. 
	Criteria for prioritising goals

	Criterion
	Description

	Increased Access
	Goals that will enable a person to participate in a wider range of typical environments.

	Functionality
	Goals that focus on teaching useful skills that a person will need in order to participate in typical home, work and community settings.

	Age-appropriateness
	Skills that people of the same age, without a disability, would be expected to demonstrate.

	Opportunity
	Skills for which there will be frequent need and opportunities across a range of environments.

	Preference
	Skills that enable a person to access preferred objects and activities.

	Lifestyle
	Goals that will facilitate a person’s health, fitness and well-being.

	Inclusion
	Goals that will facilitate a person’s social interactions with peers without disability.

	Status
	Skills that will enhance the person’s status and create a valued social role.


(Table from: Community Disability Services: An Evidence-based Approach to Practice, Ian James Dempsey and Karen Iankervis, Purdue University Press, 2006, 11)
The table doesn’t work in an order of priority. It simply lists areas of priority and if the person’s goals match several areas then those goals would become high priority. Goals that match several of the proprieties are likely to lead to a more meaningful, improved quality of life which breaks down the barriers placed by society. 
However, the identification goals and implementation of a plan by following such methods does not mean that you will not experience difficulties. 


[bookmark: _Toc399440818][bookmark: _Toc431567870]Difficulties implementing the skills development plan
Why might you experience difficulty implementing the skills development plan?
[image: C:\Users\compaq-laptop\Desktop\ArtWork\stick_figure_question_mark_800_wht.png]Does the client want amendments?
Is the plan individual to this person? (Client-centred, empowering, motivating?)
How many goals should be set? This will vary for each individual. 
Does the plan cover all of the necessary skills? Which ones should be prioritised? This will be governed by the individual predominantly, and their family, carer, other professionals, case manager, etc. where appropriate. 
How many skills should be included in the plan will vary according to each individual, their learning speed and their ability. Too many will hinder development. Also, it is possible to start off small and add more skills into the plan as the learner progresses. 
If you experience problems with the implementation of the skills development plan, you should seek assistance from your supervisor or relevant others. Remember though that the plan is personal to the client and implementation of the plan directly affects them. You should keep them informed of any communications regarding the plan. 
Remember that relevant others are wide-ranging and may include: 
Advocate/s
Behavioural consultants (for acquired brain injury)
Carers
Colleagues
Development officers
Disability support workers
Educational psychologists
Employment officers
Family
Friends
Occupational therapists
Outreach workers
Programming staff 
Relatives
Supervisors
Teachers
Technicians
How might they help? All of these people have an in-depth knowledge of and relationship with the client. It may be that they can help with a specific area that is affecting implementation. For example, family members might be able to tell you more about the individual. Teachers may be able to offer specialist guidance in relation to specific skills. Previous teachers and carers may be able to tell you how the client learns best or what worked for them in the past. 
Remember to consult your supervisor about any implementation issues. If you don’t know who your supervisor is, or who to consult within your workplace, this should be specified in your contract of employment or job description. You should always ask for guidance if in doubt. It may be that a colleague has experienced a similar implementation problem in the past. You should keep a record of all case management materials, your contact with your supervisor (a note of the meeting, if in person) and any advice given by your supervisor (a note of the advice, if given in person). You could always follow up a meeting with an e-mail, confirming what was discussed and the course of action you will be taking. 


[bookmark: _Toc399440819][bookmark: _Toc431567871]Activity 2G
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[bookmark: _Toc431567872]2.8 – Monitor strategies to determine effectiveness and level of engagement in activities in consultation with supervisor
[bookmark: _Toc399440791][bookmark: _Toc431567873]Monitoring level of engagement in living activities
It is easier to monitor the level of engagement for possible changes if activities are broken into a number of steps. By doing so, the client can be assessed on how many steps they achieve and therefore the level of support required can be varied accordingly. 
Breaking down activities in this way may also make it easier for the person with disability to think about and engage in the activity. If their level of engagement drops, it could be that they are not doing activities which motivate them, are confused by too many or too large steps for each activity or, it could be for a variety of other reasons. 
[image: C:\Users\compaq-laptop\Desktop\ArtWork\graph_price_cost_scale.png]The Active Support Handbook, Association for Real Change (arcuk.org.uk/publications/files/2011/03/Active-Support-Handbook.pdf) gives the following advice on dealing with problems: 
Most people are happy to do activities as long as they have:
Balance and variety in what they do (e.g., a mix of chores and leisure activities, of social and private time etc.); 
Some control over precisely when they do things; and 
The skills to do the activity or, alternatively, enough support to do it.
If someone refuses to do an activity, check whether it is a good time to do it. If the person is normally willing to participate in activities and has done that activity before, his or her reluctance may be because he or she wants to do something else at that moment. Choice is important. In general, avoid interrupting people when they are engaged in other activities or arranging things when they have something better to do. 
Most people feel that activities are more demanding and less enjoyable when they are not very good at them. People with learning disabilities may have a considerable experience of failure, which will need consistent and persistent encouragement to reverse. Refusing to join in or simply not responding to your request, instruction, prompt or guidance may be a way by which the person shows you that the activity is too hard or insufficiently rewarding. It is important in these circumstances to reduce what the person is being asked to do (add extra steps, reduce the scope of the activity or task, do more of the activity yourself with the person), and to give much more support (a higher level of support), be more encouraging (speak enthusiastically and praise participation in the activity more readily) and make the activity more enjoyable (vary how it is done, point up what it leads to). 
Monitoring engagement
You need to keep a record of the client’s level of engagement in all activities and make adjustments to the skills and development plan as and when this is required. If you do not keep a record, you will have nothing to refer to if you notice a change in behaviour. If you are ever in doubt, you should speak to your supervisor about the change in behaviour and how you should proceed to act. 
[bookmark: _Toc399440822][bookmark: _Toc431567874]Monitoring and reviewing
The skills development plan is one of the most important documents that you will maintain. It should be monitored and reviewed on a regular basis. Periodic reviews should be scheduled. Your workplace policy should state how often a plan should be reviewed. Given the nature of the work, needs can change quickly and any plan needs to be able to respond to this as soon as possible in order to benefit the client fully. Reviews should therefore be consistent. Monitoring, however, should be constant. 
What information might you monitor/review?
Have the client’s goals changed?
Have the client’s needs changed?
How well is the client performing certain skills, activities or tasks? Are they performing the whole task? If not, which elements are/aren’t they performing?
Has the client developed skill to optimum level and can now focus on new skill or next level of skill development? 
Are some learning techniques more effective than others? If so, does the plan need to change to implement these? Are changes to learning techniques necessary e.g. change of motivator? Change in prompt frequency? 
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[bookmark: _Toc399440762][bookmark: _Toc431567875]Activity 2H
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[bookmark: _Toc431567876]3. Support incidental learning opportunities to enhance skills development 
3.1. 	Provide encouragement in real-life situations that can act as potential informal or incidental learning opportunities
3.2. 	Use positive approaches and strategies to promote enjoyment and maximise engagement
3.3.	Withdraw support to an appropriate level to encourage experiential learning in consultation with supervisor
[image: ]

[bookmark: _Toc431567877]3.1 – Provide encouragement in real-life situations that can act as potential informal or incidental learning opportunities
[bookmark: _Toc399440750][bookmark: _Toc431567878]What is incidental learning?
Incidental learning is learning that happens as a minor accompaniment to, or as a result of, something else. It may be indirect or additional. Incidental learning can take place with or without intent to learn. It is often described as learning that happens outside of a formal learning session, as it is simply incidental to the situation or experience. Let’s consider this idea in more detail. 
Literature on this topic provides the following definition (Kerka, Sandra, Incidental Learning, Trends and Issues, 2000, Alert No. 18):
[image: C:\Users\compaq-laptop\Desktop\ArtWork\Fotolia_23687249_S.jpg]It may be unintentional or unplanned learning that results from other activities.
It can happen in many ways: through observation, repetition, social interaction and problem solving, for example.
It can happen from being forced to adapt to new situations.
It may arise from watching others e.g. children watching how their parents interact and communicate with others, and developing their own skills from observing. 
It is considered a natural way of learning because: it is situated, contextual, and social.
It usually takes place outside of educational establishments.
There is usually no curriculum or system (i.e. tests, subjects, qualifications).
It may be experienced directly in its natural function of everyday life.
It isn’t a therapy, but rather a naturalistic method of learning/teaching. It can be used in some therapies.
Incidental learning doesn’t usually apply a specific teaching/learning method as opportunities for teaching/learning usually arise naturally. In that sense, it is less controlled. Incidental learning has links to Applied Behaviour Analysis (ABA) theory. It offers an alternative to traditional teaching/learning methods and techniques. 
The idea behind incidental learning is that if a skill is rewarded, it may be used by the person more often. If skills are learned in a natural environment, the theory is that they may then be used more widely in a range of settings. The basis of learning focuses and builds on the learner’s natural interests, with the teacher following the learner’s lead. This could mean that it is time-intensive. However, it is also a very flexible method and can adapt to individual learner’s needs. 
Who practices incidental teaching/learning? Anyone can practice incidental teaching/learning. Most ABA programmes are developed by psychologists and implemented by special education teachers, occupational therapists, speech pathologists and other aides. 
[bookmark: _Toc399440751][bookmark: _Toc431567879]The impact of incidental learning
The impact of incidental learning is therefore the natural learning and development of skills and competencies that arise from the natural environments that all individuals come into contact with. This might be a physical environment, a social environment, or any other environment that is relevant to day to day life. Once these skills and competencies have been developed, the theory is that they can be applied to other environments. This could be an environment that the learner has not yet had access to. 
It can also have a motivating impact on individuals, as it is not curriculum led but more led by the individual’s interests. In many cases, it is therefore governed by what motivates the individual and the goals of the individual. 
[image: C:\Users\compaq-laptop\Desktop\ArtWork\higher_learning_pc_evolve_three3545.jpg]Building from the last chapter, it must follow that one of the impacts of incidental learning is empowering and supporting individuals who have not developed the same skills that are necessary to lead a full life. It therefore has an equalising effect. 
[bookmark: _Toc399440798][bookmark: _Toc431567880]Informal learning opportunities 
Let’s reconsider the meaning or incidental or informal learning and what it might include. You may recall that incidental learning is learning that happens as a minor accompaniment to, or as a result of, something else. It may be indirect or additional. Incidental learning can take place with or without intent to learn. It is often described as learning that happens outside of a formal learning session, as it is simply incidental to the situation or experience. 
One of the main characteristics of informal learning is that it has few controls. As a result, many situations can be potential learning opportunities. Potential learning opportunities will depend on the skill you are teaching and the environment you are in. 
However, the following might be considered:
Opportunities arising from conversation: spending time with others, sharing lives, listening and talking. The exchange of conversation and the thoughts it provokes lead the learning, not a curriculum or plan. It can be governed by the opportunities that arise from the discussion. 
Spontaneity: explore and enlarge the experience spontaneously. Questions and issues that are most significant to the person can be tackled, rather than what the teacher thinks is significant. This encourages reflection by the individual, which is key. 
Anywhere, anytime: informal learning is not restricted by setting (as formal education is). Where appropriate, where opportunities arise. For example, if you are in the supermarket you may take the opportunity to improve adding up skills. Every day and social settings are particularly important as they provide a realistic setting. If you are building/copying a realistic setting you should ensure the objects, resources/limitations and setting are suitable. 
[image: C:\Users\compaq-laptop\Desktop\ArtWork\Mx2puzz.jpg]Remember that you can use a variety of learning strategies within informal learning opportunities. Some of these previously discussed may include:	
Role modelling
Demonstration
Skills component mastery
Contextualisation 
Drama and role plays
Peer education.
When an opportunity arises therefore, you should consider which strategy may develop the learning opportunity. 
[bookmark: _Toc399440811][bookmark: _Toc431567881]Informal learning opportunities – identify and describe 
To re-cap, informal learning is that which is not governed by formal controls such as timetabling, examinations, objectives, etc. 
The Australian Bureau of Statistics (www.abs.gov.au) says the following about informal learning:
‘More than any other, informal learning perhaps represents the most influential type of learning in that it is largely self-propelled. Everyone appears to participate in it more readily than they do in either formal or non-formal learning. In informal learning, people learn by actively pursuing interests, watching others, participating in groups, using trial and error and accessing the Internet or technology.’
It is therefore clear that there are many different informal learning opportunities. To a large extent, these will be governed by the skills the client needs and the environments in which the client completes these skills. For example, within the home there may be opportunities to learn informally about hygiene, cooking and housekeeping skills. Outside of the home there may be opportunities to learn about shopping, finances, accessing the bank, using transport, etc. In groups, there may be opportunities to develop social skills and relationship skills. 
However, another factor that governs informal learning opportunities is that they take place within context of the organisation. As such, you must comply with organisation policy and procedure. 
These policies and procedures may govern informal learning opportunities in the following ways:
Ensuring that they adhere to the principles, practices and theories which govern the sector e.g. client-centred opportunities, self-determination of opportunities, etc. 
Ensuring that they comply with legal requirements e.g. maintaining client confidentiality, upholding your duty of care to the client and other, ensuring opportunities are equal and equally accessible, etc. Another factor may be health and safety considerations. 
You may be required to comply with codes of conduct within your organisation which may affect some opportunities e.g. upholding the reputation of the sector, upholding morals, etc. 
Your workplace may provide a list of appropriate informal learning opportunities depending on context, environment, skill, etc. 
[image: C:\Users\compaq-laptop\Desktop\ArtWork\puzzle_piece_hole_business_800_wht.png]One of the problems with this topic is that informal learning is by nature a responsive form of natural learning which builds on opportunities arising within the moment. Therefore, it is a very difficult area to govern with detailed policies and procedures. Instead it may be more useful to implement policies and procedures which support and safeguard important legal, moral and principled practices, therefore enabling their application to any opportunities which may arise. 


[bookmark: _Toc399440752][bookmark: _Toc431567882]Activity 3A
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[bookmark: _Toc431567883]3.2 – Use positive approaches and strategies to promote enjoyment and maximise engagement
[bookmark: _Toc399440794][bookmark: _Toc431567884]Strategies and opportunities to maximise engagement
You will need a knowledge of strategies for identifying and maximising informal learning opportunities and the tools, equipment and other resources used in the learning process.
Incidental learning is all about the natural and the learner’s natural environment. Therefore, the ‘tools’ and equipment are all there for you. However, there are a range of learning strategies which may assist you in maximising the client’s engagement. 
Learning strategies may include:	
[image: C:\Users\compaq-laptop\Desktop\ArtWork\Fotolia_13967530_S.jpg]Role modelling
Demonstration 
Skills component mastery 
Contextualisation
Drama and role plays
Peer education
Role modelling
Role modelling is a learning strategy which teaches the learner by providing them with a role model to encourage learning and influence the learner in a positive way e.g. empowering them. A role model is a person looked to by others as an example to be imitated. 
A role is the function assumed or part played by a person in a particular situation. In every role, a person will develop skills according to that role. Therefore the role model may be specific to a certain skill. Alternatively, it may be someone the client looks up to or looks to for support such as a family member. The role model may simply be the teacher, showing the correct way to perform certain skills, for example. 
Demonstration
This learning method is the process of explaining or demonstrating something to the learner i.e. showing them how something is done, through actions. This may be relevant to numerous skills within the skills development plan. For example, the skill of preparing food. You may need to demonstrate how to use a toaster, for example. 
Skills component mastery
The idea behind this method of learning is that that the learner can learn the skill if provided with appropriate learning conditions. It has little to do with specific content and looks at the process of mastering a particular skill. It can be implemented in many different settings e.g. one to one tutoring, teacher group instruction, etc. It requires learning objectives to be broken down into smaller, more achievable elements.
Contextualisation
This is the process of applying the learning to the context. Learning within context (physical context, social context, etc.) e.g. learning in the home, in the community, in the workplace (depending on each skill required and its natural environment). 
Drama and role plays
Using drama and role plays within the learning environment can provide an interactive, experiential learning experience to help build skills. It allows the client to explore certain environments/challenges/settings as a role play, before they come across the real thing. This can prepare them in advance, allowing them to develop their skills before they have to use them in more difficult contexts or environments. 
Peer education
[image: C:\Users\compaq-laptop\Desktop\ArtWork\group_meeting_pc.png]Peer education is a learning technique where people from similar backgrounds/ages/social status/culture etc. educate and inform each other. The rationale is that peers can be trusted as a credible source of information due to the fact that they share similar experiences, social norms, etc. to the person. Therefore, the knowledge they provide may be more relevant, honest and meaningful. However, it is important that people with disability are not only limited to peer education or this will naturally limit their learning and development stopping them from exploring knowledge and opportunities outside of an environment they feel comfortable in. 


[bookmark: _Toc399440795][bookmark: _Toc431567885]Activity 3B
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[bookmark: _Toc431567886]3.3 – Withdraw support to an appropriate level to encourage experiential learning in consultation with supervisor
[bookmark: _Toc399440801][bookmark: _Toc431567887]Withdrawing support
Experiential learning is the process of learning through one’s own experiences – whether positive or negative, both enforce learning and development. 
Withdrawing support can encourage the client to act on their own devices, enforcing the learning they have participated in so far. It also gives them the opportunity to demonstrate their level of development in a particular skill. 
[image: C:\Users\compaq-laptop\Desktop\ArtWork\step_help_hand.png]You need to have a basic knowledge of:
Task analysis 
Prompting, principles of prompting and fading prompting
Strategies to create independence
Reinforcers
Motivators to learn
Common de-motivators and blocks 
Task analysis
Analysing the task is the process of assessing how well the client has completed a task. This might include how many elements of the task (broken into smaller elements) they managed to complete without assistance, how long it took, whether they asked for assistance, what environment it was in, how complex the task was and how the learner felt about and responded to the task. 
Prompting, principles or prompting and fading prompting
There are several prompting strategies. One approach is the use of prompting hierarchies: most-to-least and least-to-most. A most-to-least strategy is typically used when the learner is first learning a skill. The first trial is prompted with the most intrusive prompt appropriate to complete the skill successfully. The second trial features a lesser prompt, etc. The least-to-most trial is typically used where a learner has already shown a past ability to successfully use a skill. 
It is critical to remember to fade prompts as quickly as possible and differentially reinforce those responses that require less prompting. (www.appliedbehavioralstrategies.com/basics-of-aba.html) 
Strategies to create independence 
One strategy of creating independence is by withdrawing support, over time and where necessary. It may not be possible to withdraw support fully in respect of certain activities or skills. Therefore, it may not be possible for the learner to have complete independence. However, if this is the case, the learner should have independence to the highest level possible. For example, if they will not be able to prepare their own food they should still have choice over what they want to eat and the knowledge of different food types. Withdrawing support as and when the learner shows independence will reinforce that independence. However, they should be made aware that support is always available if requested. This will make the learner feel more secure about approaching certain skills independently and thus they are more likely to succeed. 
Reinforcers
[image: C:\Users\compaq-laptop\Desktop\ArtWork\Fotolia_3485037_S.jpg]Reinforcers are part of the ABA theory, discussed above, and exist to reinforce certain skills and development by responding to the learning with either a positive or negative reinforcer. Changes in behaviour, when using reinforcers, are likely to increase over time. Reinforcers should be items or activities that are motivating to the person. There should be a reinforcer assessment, reviewed regularly. 
Types of reinforces include:
Positive reinforcers – presenting desired item of activity to learner. 
Negative reinforcers – taking away desired items of activities. 
Remember that punishment doesn’t reinforce positive behaviour. 
Motivators to learn
Consistent, positive feedback when a learner succeeds is paramount to independence over time. Rewards and incentives to help motivate students, setting the bar higher each time, allow the withdrawal of support over time as it is no longer required. Connecting skills and knowledge to the real world is often a powerful motivator. 
Motivation can be broken down into two elements:
Motivation can be extrinsic – desire to do something due to external rewards e.g. praise, prize.
Motivation can be intrinsic – person engages in for no reward, simply for interest or enjoyment, simply to benefit from learning a new skill. 
Self-motivation means setting your own goals, monitoring your own progress and coming up with your own plans to improve. This should be encouraged, over time, by withdrawing your own support as the learner becomes more motivated. 
Common de-motivators and blocks 
Common de-motivators and blocks are obstacles which reduce the learner’s motivation to learn new skills. It could be due to their impairment (e.g. frustration, pain, etc.), their environmental circumstances (e.g. barriers placed by society), their attitude to learning, etc. The most important task is to establish what the de-motivator or block is and either remove or overcome it. This might be identifying the client’s strengths and resources to do so, essentially going back to the start of the process in order to reinforce positivity and motivation. 


[bookmark: _Toc399440802][bookmark: _Toc431567888]Activity 3C
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[bookmark: _Toc431567889]4. Complete documentation
4.1. 	Comply with organisation’s reporting requirements
4.2. 	[image: ]Maintain documentation according to organisation’s requirements

[bookmark: _Toc431567890]4.1 – Comply with the organisation's reporting requirements
[bookmark: _Toc431567891]4.2 – Maintain documentation according to organisation’s requirements
Your organisation is likely to have clear requirements regarding the production of reports on disability training. You may be expected to use specific forms and write in accordance with the organisation’s style when carrying out observations. It may also be necessary to report to designated personnel, both within and outside the organisation. Such reports should be filed in a timely manner and in the formats required by your organisation.
You may report the following information:
Types of training carried out
Dates and location of training
Details of trainers and learners who have participated
Rates of activity completion
Feedback and suggested improvements
[bookmark: _Toc431567892][bookmark: _Toc411801764]Maintenance of documentation
Your organisation may be required to maintain a variety of information regarding the personal circumstances of customers and any training that has taken place. You may be required to maintain and update manuals regarding care and skill development in the workplace. Templates may be stored and amended when necessary for use by your organisation.
Your documentation should be:
[image: C:\Users\Stuart New\Pictures\letter_button_16708.png]Written in an appropriate tone and style for general understanding
Organised for ease of use
Produced in accordance with organisational style guides
Efficiently and safely stored for the access of relevant personnel 
Designed and formatted consistently.
[bookmark: _Toc431567893]Legal requirements
Confidentiality requirements and privacy laws
The main aspect of confidentiality requirements is The Privacy Act. This is an Australian law that came into force in 1988 and governs how organisations handle personal information about people, whether staff, clients or customers, etc. 


The Privacy Act comprises of 13 Privacy Principles that legally must be adhered to and also, as explained by the Office of the Australian Information Commissioner (OAIC) website:
· “Regulates the collection, storage, use, disclosure, security and disposal of individuals' tax file numbers
· Permits the handling of health information for health and medical research purposes in certain circumstances, where researchers are unable to seek individuals' consent
· Allows the information commissioner to approve and register enforceable app codes that have been developed by an app code developer, or developed by the information commissioner directly
· Permits a small business operator, who would otherwise not be subject to the Australian privacy principles (apps) and any relevant privacy code, to opt-in to being covered by the apps and any relevant app code
· Allows for privacy regulations to be made.”
Further information on the Privacy Act can be found on the Office of the Australian Information Commissioner (OAIC) website, which is included within the references section at the end of this Learner Guide.
Privacy Act
http://www.oaic.gov.au/privacy/privacy-act/the-privacy-act
[bookmark: _Toc391917595][bookmark: _Toc406840797][bookmark: _Toc411796441][bookmark: _Toc411801769]Employee rights and responsibilities
Employee rights and responsibilities may relate to:
· Duty of care responsibilities
· Leave entitlements 
· Attendance requirements
· Obeying lawful orders
· Confidentiality and privacy of organisation, client and colleague information
· Adherence to WHS
· Protection from discrimination and sexual harassment in the workplace
· [image: C:\Users\Tom\Desktop\ArtWork\boss_behind_desk_800_wht.png]The right to union representation.
Requirements of own work role may include:
· Level of responsibility
· Organisation guidelines
· Individual awards and benchmarks
· Legislation relevant to work area
· Accreditation standards.
[bookmark: _Toc411796778][bookmark: _Toc411801782]Privacy laws
You need to be able to protect client data and respect the relationships you have – if you fail to do this, they can likely move to your competitors.
Privacy is governed by the Privacy Act 1988 (Privacy Act), which regulates the handling of personal information.
As of March 2014, the following privacy legislation amendments came into effect:
Privacy Amendment (Enhancing Privacy Protection) Act 2012
· Privacy Regulation 2013
· Credit Reporting Privacy Code.
You can read more about the privacy law reform at: www.oaic.gov.au/privacy/privacy-act/privacy-law-reform
There are 13 Australian Privacy Principles that apply to the handling of personal information, contained in Schedule 1 of the Privacy Act:
1. [image: C:\Users\Tom\Desktop\ArtWork\Fotolia_27884267_S.jpg]Open and transparent management of personal information
2. Anonymity and pseudonymity
3. Collection of solicited personal information
4. Dealing with unsolicited personal information
5. Notification of the collection of personal information
6. Use or disclosure of personal information 
7. Direct marketing
8. Cross-border disclosure of personal information
9. Adoption, use or disclosure of government related identifiers
10. Quality of personal information
11. Security of personal information
12. Access to personal information
13. Correction of personal information.
Full information on the Privacy Act and its terms can be found at www.oaic.gov.au/privacy/privacy-act/the-privacy-act.
[bookmark: _Toc391917592][bookmark: _Toc406840799][bookmark: _Toc411796799][bookmark: _Toc411801783]

Rights and responsibilities of clients 
All clients have certain statutory rights that must be awarded to them regardless of your personal opinion of them.
Rights may include:
· To be treated in a professional and courteous manner
· To have differences respected, in relation to:
· [image: C:\Users\Stuart New\Pictures\handicapped_sign_glossy_400_wht_6674.png]Race
· Ethnicity
· Gender
· Nationality
· Sexual orientation
· Religion
· Age
· Disability
· Economic situation
· Personal values
· Respect for personal privacy and confidentiality
· A right to a safe environment
· A right to choice of services
· Participation in decisions concerning their care
· A right to complain
· A right to view information held about them
· Consultation on any changes to the services they receive.
In terms of client responsibilities, they have a duty to:
· Be respectful of others, including staff and others involved in their care
· Be respectful of any equipment that isn't their own
· Refrain from being under the influence of drugs/alcohol when receiving services
· Attempt to maximise the benefit of the services provided
· Provide accurate information in regard to services provided.
· The following table outlines which Acts apply to your area and any related legislation:
	State/Territory
	Principal Act
	Other relevant Acts/legislation

	Australian Capital Territory
	Children and Young People Act 2008 (ACT)

	Adoption Act 1993 (ACT)
Human Rights Act 2004 (ACT)
Human Rights Commission Act 2005 (ACT)
Public Advocate Act 2005 (ACT)
Family Law Act 1975 (Cth)

	New South Wales
	Children and Young Persons (Care and Protection) Act 1998 (NSW)
	Children and Young Persons (Care and Protection) Amendment (Parental Responsibility Contracts) Act 2006(NSW)
Child Protection (Offenders Registration) Act 2000 (NSW)
Crimes Act 1900 (NSW)
Commission for Children and Young People Act 1998 (NSW)
The Ombudsman Act 1974 (NSW)
Family Law Act 1975 (Cth)
Children and Young Persons (Care and Protection) Amendment Bill 2009

	Northern Territory
	Care and Protection of Children Act 2007 (NT)
	Information Act 2006 (NT)
Disability Services Act 2004 (NT)
Criminal Code Act 2006 (NT)
Family Law Act 1975 (Cth)

	Queensland
	Child Protection Act 1999 (Qld)
	Child Protection Reform Amendment Act 2014 (Qld)
Public Guardian Act 2014 (Qld)
Family Child and Commission Act 2014 (Qld)
Education (General Provisions) Act 2006 (Qld)
Public Health Act 2005 (Qld)
Commission for Children and Young People and Child Guardian Act 2000 (Qld)
Adoption of Children Act 1964 (Qld)
Family Law Act 1975 (Cth)

	South Australia
	Children's Protection Act 1993 (SA)
	Young Offenders Act 1994 (SA)
Adoption Act 1988 (SA)
Children's Protection Regulations 2006 (SA)
Family Law Act 1975 (Cth)
Family and Community Services Act 1972 (SA)

	Tasmania
	Children, Young Persons and their Families Act 1997 (Tas.)
	The Family Violence Act 2004 (Tas.)
Family Law Act 1975 (Cth)
Children, Young Persons and their Families Amendment Act 2009 (Tas.)

	Victoria
	Children, Youth and Families Act 2005 (Vic.)
	Working with Children Act 2005 (Vic.)
Child Wellbeing and Safety Act 2005 (Vic.)
The Charter of Human Rights and Responsibilities Act 2006(Vic.)
Family Law Act 1975 (Cth)
The Commission for Children and Young People Act 2012

	Western Australia
	Children and Community Services Act 2004 (WA)
	Working with Children (Criminal Record Checking) Act 2004(WA)
Family Court Act 1997 (WA)
Adoption Act 1994 (WA)
Family Law Act 1975 (Cth)
Child Care Services Act 2007



Source: www3.aifs.gov.au




[bookmark: _Toc431567894]Activity 4A
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Nearly there...
[bookmark: _Toc326743832][bookmark: _Toc330309176][bookmark: _Toc338606027][bookmark: _Toc338792185][bookmark: _Toc348021071][bookmark: _Toc431567896]Major Activity – An opportunity to revise the unit

At the end of your Learner Workbook, you will find an activity titled ‘Major Activity’. This is an opportunity to revise the entire unit and allows your trainer to check your knowledge and understanding of what you have covered. It should take between and 1-2 hours to complete and your trainer will let you know whether they wish for you to complete it in your own time or during the sessions. Once this is completed, you will have finished this unit and be ready to move onto the next, well done!


Congratulations!
You have now finished the unit 'Contribute to ongoing skills development using a strengths based approach'.
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