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Occupation of assistant and educator, who work with disabled people, require a combination of work engagement, motivation and skills. There is often used a lot of qualitative parameters to describe capable/competent worker, in the sense of personality, demands,  proficiency, flexibility, openness, work engagement, intellectual strictness, continual curiosity, integrity and civic involvement.    

None the less the selection of workers isn't easy! Following example, which is not fully comprehensive, will show us that this process is evolving before and after the job interview. This brief conference will show some important questions, which must be considered in selection process of workers, who will be in every day contact with people, who have persisting developmental disorders. 

Following example is based on a vision of proficiency competence. According to 
G Le Boterf  we can consider expert worker competent if 
 :

« He/ She makes a proper action in time in hard, uncertain or new situation;

Shows intelligence in problem solving;

Will not miss any important detail in clients appeals or in problem situation which need solving;

Use proper methods along with suitable personal resources of special occasions;

Cooperate effectively and in need will turn upon  people, which he/she have not at her/his disposal to act and understand more effectively.;

Regularly learns from experiences, which he/she pass on and learns to learn;

Act towards her/his clients with professional ethics. »

 

1 Two categories of selection of workers for educational occupations

« Selection process is concerning a choice in the field of personal policy and conducting 
of employment and skills. Reflection is important during strategy choice, when there is open job position. Haste is never a  good advisory 
. » 

According to survey from 2007
, performed in 16 000 facilities, there are 209 500 employees in facilities for disabled people. This field of educational and social work, and field 
of disabled work integration form 40% of overall number: special educators, instructors, health and psychological assistants. This survey  « outline very active field, which still has problems to acquire qualified staff  
. »

Based on internal and external conditions of facility, work places, geographical location 
and possible rewards, acceptance campaign varies between great number of applications 
on one hand and almost minuscule number of suitable applicants to choose from, on the other one. Greatest difficulties in choosing employees are in facilities for people with persisting developmental disorders. These facilities also have big and undeniable fluctuation problems. 

In French situation of social and social-health sector, it is easy to divide workers into two categories.  

1.1 Selection process follows workers internship in organization.

· Employment is continuation of successful intership (or education)

One of effects of personalization form of swapping system (either intership in the sense 
of proficiency training without employer or education course during employment 
or educational contract) is work contract for limited or unlimited time. Swapping system education brings significant supply of perspective workers for facility. Selection process is preceded by situation introduction, successful work experience, in which worker can be helped. According to survey form 2007, involving 247  university graduates, who visited course at labor office, 65% of them founded their first job after their application, 22% were selected on job, where they had intership and 11%  found a job thanks to labor office and 2%  were chosen into public office services after successful selection process.   

· Permanent employment is culmination of swapping, which allowed employee to approve him/herself. Temporary employee is fully integrated into organization as soon as there is space.  

Advantage of these two forms of previous knowledge of employee, who has skills recognizable by employer and new coworkers on site, is faster adaptation and integration. Beside permanent contract, new employee gained enough knowledge about clients 
and processes of organization, that she/he is ready for action. Disadvantage of these forms can be the situation, when new employee act like he/she is on already conquered area and adapt existing processes. Previous integration can lead to diffusing phenomena, which pass on some processes. This brings very little opportunities for learning new thinks together as a team for new employee as well as for existing team. 

1.2 Selection process for workers without intership  

If there is selection process with new employee, unknown for organization, there are several ways to proceed: 

· Go through spontaneous job applications,  

· Turn to public work agencies (labor office), 

· Turn to net of own employees, 

· Turn to private work agencies. This way is used mainly for leading employees.  

Spontaneous job application means, that CV and motivational letter is send spontaneously, not as reaction to advertisement or job offer. Continuous processing of spontaneous applications is part of perpetual planing of employment and allows to react usefully in the case of need of urgent replacement as well as in the case of planed employee replacement 
. 

Before interview, employer has hand written letter and CV. It is document with information about job history and education of applicant. Motivational letter must be discussed, filled in and completed at interview, because both of this documents are often per-formated and will not show the reasons behind the interest in job position, nor the special attachment toward care of autistic people and their families.  

Employer is looking for complex combination in prospective worker, who will be working with people with persisting developmental disorders. Important criteria for choosing a next employee are skills, openness, endeavor and job history evaluation.   

When we deal with autistic character of dyadic interaction for a long time, first problems we have to pass are in eye contact, sheared sight, sheared attention, tonic dialogue, interaction synchrony, imitation, we can see, that the art of action isn’t limited to application and art 
of performance, but require permanent adaptation of worker in conditions, when spoken expression is often ineffective and can dim the understanding. Ability to watch, to recognize even smallest changes in behavior, are the most important skills in everyday work. What is said by applicant during interview is not every-time enough to get to know about this skills 
in relation to others.  

2 How to evaluate work motivation and motivation to work with autistic people?

According to Ms. Renée Senezuk
, special educator, the worker has to have « different view and think like autist ». Mr. Jacques Constant on the other hand likes to speak about necessary permission to go to autists’ land. Motivation to work with autists is fundamental, so we return again back to work motivation and motivation to work with autists. Beside fascination with  « Sphinx » aspect, connected with autism, every worker must find enough mental safety 
for her/his routine work and dealing with colleagues, for him/her to accept uncertainty, difficulty and specialty which meeting with autistic person often brings. In the first place, this means a person who has to pass « the test » of meeting. 

Everyday help to people with persisting developmental disorders means ongoing searching for sense in everyday tasks without meaning or in familiar tasks. To bet on education means to bet on change and development, and not to be overwhelmed by changelessness. This working vision express the will to learn from everyday exceptionalities. In the case of people 
with biggest problems, it also means preference of routine and habits, when at the same time there is a need for using non routine acts to move forward. 

Everyday work is seen as challenge, hard to archive but activating goal. Phenomena of « hard goal » can be seen in Locke’s 
 work. Exploration in transcendence of seemingly impossible plays an important role in motivation of workers with autistic people. Communication 
and help to autistic person is permanent challenge with a solution, activating effect and it is source of personal as well as professional development.  

3 What is the concept of work with families?

Laws and parents movement in France lead to new paradigm in parents- workers relations, which is based on creation of real partnership. Admittance of parents skills isn’t automatic for many workers. It is undeniable, that workers are very interested in having experiences with their own children, hidden knowledge of education, which helps person with persisting development disorder to move on. It is though important to acquire information about experiences of prospective employee.

4 What education about persisting development disorders should applicant have before job acceptance? 

Because the education about care of people with persisting development disorders is very limited, prospective employer has two options: accept expert worker or « general » worker, trained for her/his job and profession, but who has to explore the field of persisting development disorders and who has to gain actual knowledge about care and education of target group.  

Another question which has to be asked during interview :

4.1 What is the relationship of applicant to learning and knowledge gaining? 

Logic of skills is based on trio: basic proficiency, shared experience and improvement. Skills are acquired during practice, based on perpetual experience and education, which allows acquirement of intervention technique, adaptation and actuation of relationships with autistic person. New employee without education in care of people with persisting development disorders will confront traditional techniques of his/her basic proficiency with developing new qualification. Is the applicant an apprentice for life ? Beside formal education and education based on experience, there is a need of integration of whole specter of individual and group education.  

5 How to accept and keep the enthusiasm and proficiency of new worker?

Employment of new worker is well thought bet, but in spite of this, there are some random areas which cannot be described in objectivistic criteria. Organization must thus divide 
the acceptance process into three parts; acceptance of new employee, education in the field 
of persisting development disorders and their care, group analysis of practice. 

5.1 Helping new employee    

When new employee arrive, will tutorship help? Some form of tutor, agreed by institution, 
for passing the rules and organization processes. According to profession customs, there have to be an interview scheduled at the end of test period.    

5.2 Education; minimal knowledge base of autism  

In the selection process of « general » worker there is often a situation, when he or she is not prepared for specific work with autistic people. Recently published article 
 defines minimal knowledge base for work with people with persisting development disorders. Every worker should be educated in this fields: 

· Definition of autism and other persisting development disorders and their several clinical forms; 

· Epidemiology data and agents related to autism and other persisting development disorders; 

· Specifics of life of person with autism or persisting development disorders; 

· Tools for evaluation of function, available to workers (diagnosis, traces 
of development); 

· Suitable interventions (description, goal, criteria of effective evaluation).

Educational model (courses), when worker is taken away from his working environment 
and when he/she is educated outside the facility in one block with the goal of acquiringng new skills, knowledges and methods is ineffective. It must be based on investment return in facility practices, which needs continual help which allows to test new skills and knowledges in everyday work. The help described by actual project and by group analysis of practice.  

5.3 Ensure group analysis of practice 

« Absence of feedback in dyaditic relationship, non-sensual behavior, absorption by physical and mental proximity and fear of work because of experienced violence are major sings 
of burn out. Helping autistic people means both: wonderful place for propagation of invention for surrounding, but at the same time it is factor of professional burn out. 
 ». 

Group analysis of practice, concerning behavior towards clients, means deconstruction 
of action and it requires :

· Explanation and legalization of practice: to define rules, processes and methods 
for workers to rely on. On transcendent narrative level, to enable to name and sort rules, which « lead » specific action. Endeavor to discover, how workers should behave. Objectification and hierarchy of rules. 

· Analyze of technical difficulties encountered by workers in their everyday practice. Personal engagement and it’s influence on activity and interactions of clients.  

· Evaluation of actions importance. 

At least I wanted to say, that I wanted to lineout some particular themes concerning selection process and assistance to workers who work with persistent development disorders. These questions can’t be taken apart from other management tasks. I want to repeat some points, about which I spoke in Ostrava at October 2005
. Social and social-health organization require engagement of each and  every  participant  in  synergy  to  fulfill their aim. Worker is 
of course main part of this system. His/her proficiency and help with acquiring next skills 
and knowledge is safe bet on the future of organization. As for the question of leading of human resources, today the most important task for organization leadership is to make suitable environment for every worker to be able to evolve their skills.   
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