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Duration

Phase I - January, 1971 - June, 1972
Phase 11 - July, 1972 - December, 1973

totCOP).

System Definition

An individualized system for delivery of basic remedial and related training with
emphasis on pre-vocational and exploratory activities and accompanying staff

training in technology associated with implementation.

Component Programs

Reading, Arithmetic, Lanp,laje - Diagnosing and prescribing for individualized
improvement of learning difficulties

Complementary Skills - Personal-social skill training including consumer education,
health, etc., for individualized improvement in ability to cope with environmental
events

Employability Skills - Emphasizing the development of independent control over
certain behavior areas for individualized improvement in employability status

Occupational Exploratory Opportunities to explore and to gain new occupational
information while enabling an assessment of: work abilities, work quality, work
behavior, work habits, interests, aptitudes, and training needs

Prevocational - Occupationally-oriented instruction in prerequisite and
entrance-level skills and knowledge
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Manpower Development and Training
Work Incentive
Vocational Rehabilitation
Neighborhood Youth Corps
Job Corps
Adult Basic Education
Vocational Technical
Correctional
National Alliance of Business JOBS
Veterans
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Skill Centers
VocationalTechnical Schools
Secondary Programs
Community Colleges
Indian Reservations
Correctional Institutions
State Trade Schools
Adult Centers
Career Education Centers
Rehabilitation Centers

Staff Training

847.
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Staff training materials are packaged relevant to phases of IMTS implementation:
orientation, establishing, and operating. Multimedia materials are selfpaced and
selfinstructional. (See Appendix B of Phase II Report for complete list.)
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Abstract of Final Report

The initial phases of the project, "A Model Program To instruct Manpower Training
Personnel in the Selection and Application of Remedial Instructional Materials To Meet
Individual Trainee Nees" were funded under the Provisions of Title 1 of the Manpower
Development and *I raining Act, Public Law 87-415, as amended. The project was'
conducted by Technical Education Research Centers (TERC) under the direction of
Donna M. Seay, Southeast Director.

With an overall objective of increasing the ramber of qualified staff who can
establish and operate an individualized system of prevocational and vocational training for
adults in need of basic remedial services, th+ delivery of training for staff, as well as for
trainees, was developed into a comprehensive training vehicle, the Individualized
Manpower Training System (IMTS). System component programs include remedial
academic training (reading, arithmetic, and language), complementary skills
(personalsocial, health, consumer education, etc.), occupational exploration, and
employability and prevocational training.

Training for administrators, staff, and support personnel was initially conducted at
ten (four during Phase I and an additional six during Phase II) pilotdemonstration sites,
(Florida, Georgia, Alabama, and California). Technical assistance was provided for
problems specific to establishing and operating the HOTS. Followup and assessment
provided data for revising the staff training materials. In addition, training was conducted
for the teachereducator members of the project's Consortium of Colleges and
Universities (CCU) who helped to monitor and to advise the project. These

teachereducators, in turn, provide staff training programs at new sites as a part of a
broader dissemination and utilization plan.

Phase I of the project (January, 1971 June, 1972) included the development of
the following materials: Establishing and Operating Guides; programs in complementary
skills (consumer and personal), reading, employability behaviors, and an occupational
cluster. These programs build on to a Prescribing Catalog for individualized delivery of
basic education in arithmetic and language. During Phase II (July, 1972 - December,
1973), the IMTS project expanded the individualized system to include prevocational and
occupational exploratory programs which were fieldtested at the pilotdemonstration
sites.

In developing a comprehensive individualized system to service disadvantaged and
handicapped youths and adults, new trainee materials were reviewed and fieldtested.
When necessary, these materials were revised and expanded to meet the criteria
established for the IMTS, and as new materials were incorporated, individualized
stafftraining materials were developed.

The major components of the IMTS offer either oneshot, intermittently, or
concurrently administered services for trainees. The processes of diagnosing, prescribing,
managing, and evaluating are used in operating the System.

vii
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Training fur HATS staff follows a sequential order of these processes. In addition to
this order, a staff training plan includes the suggested duration of training necessary for
accomplishment in the areas of establishing and operating the IMTS on an initial and
long-term basis. Recommendations for location, schedule and participants for each
training opportunity are provided as a guide in planning specific details.

A major goal for Phase II was an analytical assessment of IMTS impact on trainees
and institutions at the ten pilotdemonstration sites. The assessment component is an
improvementoriented process for corrective and confirming feedback on IMTS methods
and materials to be used in effective system management and output. Trainees were
expected to show gains in academic performance from entry to exit as measured by the
Tests of Adult Basic Education, the System's basic diagnostic instrument. Though the
results are conditioned by weaknesses in recording and reporting data--attributed to the
developmental status of the assessment component--they do reflect the effectiveness of
the training afforded through the IMTS in that 91% of the IMTS trainees showed
appreciable increases in knowledge and skill levels following training. However,
long--range achievement and retention accountable to the IMTS requires a great deal of
further study,

The training materials used for the staff training have been revised as a result of
fieldtests at the various types of pilotdemonstration sites. These have been packaged
according to the order of their use by trainers. An analytical inventory covering all facets
of the IMTS has been developed to assist potential users in determining their materials,
facilities, staff, and funding requirements. Proposal outlines or "boilerplates", technice
papers, and other planning materials are also available. Specially prepared descriptive
items such as pamphlets, brochures and tape/slide presentations can be provided upon
request. While samples of staff training packages are in limited supply, an opportunity to
review any or all such items can be arranged. Finally, technical assistance from TERC can
be arranged for those schools, agencies rind states interested in initiating a process for the
funding of the staff training and implementation programs.

viii
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In the past decade, tremendous strides have been made toward increasing the
responsiveness of educational concepts and techniques to student/trainee educational and
training needs. These strides have cut across all areas of training and education but are
most evident in the programs designed specifically for disadvantaged and/or handicapped
adults, an umbrella term which includes this nation's educationally and economically
deprived.

Robert Mager's latest effort which is half instructional and half literary is titled
Measuring Instructional Intent and subtitled or Got a Match. The title, content, and
especially the subtitle of this work reflect the vein in which this educational
responsiveness had moved. While Mager's reference is narrowed to selecting or creating
test items to match instructional objectives, its broader reference holds import for this
discipline we call education. At long last, we are matching--matching response to need.

The responsible vein to which we are referring is individualization Like so many
other developments, individualization has grown into a farreaching, overly defined
monster with equally the number of heads as had the Lemean Hydra. And, too, as
around many movements of the past, a new vocabulary has sprung up waving banners of
behavioral objectives, diagnosis, measurement, contingency contracting, prescriptive
instruction, yes, even instructional intent.

But unlike most such movements, the terminology reflects an effort to define the
movement not just to the upper echelons of the discipline but to fine staff as well, those
persons whose task it is to implement the latest, most effective thinking. For instance, in
another discipline, line staff may be told that one of their charges suffers from anxiety
reaction or another from an Oedipus Complex, both descriptions being meaningful to the
higher echelons of that discipline but of little use to staff normally charged with the
rignrs of treatment. It is, therefore, necessary for treatment to be administered by the
higher echelons who must not only know that anxiety is "painful uneasiness of the mind
over an impending or anticipated ill" and that Oedipus was an unfortunate mythical
Greek king who unknowingly killed his father and married his mother, but must also
know how these definitions relate to human behavior.

This is not to imply that treatment is not best administered by highly educated or
trained professionals. The matter viewed socially and economically comes down first to
numbers, i.e., there are far more line staff available to carry out the often intricate detail
of any treatment program. This is just as true in education. However, educational line
staff (teachers) are usually college educated while line staff in a correctional or mental
health fat.ility, for instance, may be equally as educationally deprived as their charges.
(Smith, et. al., 1970; Ay lion & Azrin, 1968).

It appears, then, that neither specialized knowledge of subject matter nor facility
with specialized vocabulary have much to do with effective delivery. But it does appeal
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to he obvious that specialized knowledge of the totget individual is critical to effective
delivery. in individualizing intervention of any sort, whether it is educational, medical,
psychological, etc., one must know the individual with whom he will be working.

Over-sinThlification? Perhaps. But from that knowledge of the individual, matching
instructional treatment to his learning difficulties on .1 systematic basis is possible. So the
problem ne;ornes not one of defining individualization but rather one of defining the
individual- -defining him in terms of educational achievement and educational needs arid
from then defining specific strategies to improve his achievement by treating his needs.

Individualized education today, then, is comparable to the one-room school of the
past in that a wide range of abilities, a wide range of needs, and even a wide range of
ages must be accommodated. The differences lie in the advanced technology of materials
and equipment, yes, but more importantly in the systematic approach to matching
treatment (instruction) to individual need.

One method of describing innovative learning systems is to point out the focus of
the system. Does it, for instance, concentrate on materials development, management,
learning styles, etc. And within the focus, what types of materials are developed, what
type of measurement is superimposed, and how are learning styles accommodated, etc.
An effort will be made in the following pages to describe some of the better known
individualized programs for the purpose of illustration. This purpose is well-suited to
introducing still another individualized program, the Individualized Manpower Training
System (IMTS) whose development, implementation, and extended utilization is the topic
of this report. It should be noted that only a few of the existing programs were deemed
appropriate for illustration here because of lack of comparability or information.

Reriew of the Literature

Wilson and Tosti have produced a comprehensive guide to individualized instruction,
defining not only the need for achieving responsiveness in education but also defining the
basic strategies for achieving it (Wilson, & Tosti, 1972). They have defined an educational
system as responsive "whenever some part of the instructional sequence can be modified
to accomodate the recognized special needs of an individual student."

Some Individualized Programs

Probably the nation's first large-scale implementation of an individualized
educational program was Job Corps' Conservation Center Curriculum initiated in 1964.
The program was designed to provide instruction for Corpsmen with a wide range of
educational needs in the areas of reading, mathematics, language, arts, and vocational and
occupational training. The focus of the program was on prescriptive management, i.e.,
using data from pretests to determine proper curriculum placement, and refining that
strategy by giving progress checks after each exercise.

As a further refinement, the Corpsmen Adviser System was designed and
implemented to manage the motivational aspects of the program. Basically, points are
earned by students for educational achievement, work compensation, or for participation
in special programs. When a pre--set number of points have been earned, they are
exchangeable for promotions in rank accompained by salary increases. The Adviser
System has -esulted in what the authors describe as the largest "token economy" system
ever developed.

2
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Also in 1964, Tosti and Lloyd Homme, under a research grant from the Office of
Education, developed a learning system known today as PRIME -- PRescription,
Instruction, Motivation, and Evaluation. The original intent was to investigate the use of
programmed instruction in treating the educational deficiencies of lowachieving
adolescents.

From the experience that has been gained in those ten years since that initial effort,
the results of placing lowachieving adolescents (or anybody for that matter) in a study
hail situation with programmed texts to devour are predictable --- student failure is built
in. However, that failure--or near failure, for the program was saved--forms a
significant foundation stone in the development of individualized programs.

Out of it, Tosti and Homme found that presenting the material in smaller frame
sequences as opposed to complete texts, testing and evaluating performance on those
smaller units, and providing a reinforcing (rewarding) activity for successful performance
saved the program. Hence, the development of the modular instruction concept and the
coining of the term "contingency management."

Certainly the effort was not a small one, nor was the contribution to future teaming
systems insignificant. The search for reinforcing activities alone could have presented
tremendous problems had they not been creative enough to ask the students themselves.

Surprisingly, they found a chance to study the Russian language quite popular as a
reinforcer.

This preference [studying Russian] is not so surprising if one

remembers or knows) that in Aiburquerque (locale of the study),
the oolire are frequently conversant in both English and Spanish.

Tosti went on in 1966 to establish an experimental center, Capital Job Comas
Center, under contract with the Job Corps. The influence of the PRIME system has
extended to many programs, particularly those based on or using performance contracting

as a motivational strategy.

1964 appears to have been a productive year for individualized programs, for it was
in that year also that Dr. Robert Glaser began the IPI (Individually Prescribed
Instruction) System at the University of Pittsburgh.The focus of the system was the
development of an individualized curriculum of programmed workbook assignments to be
prescribed for reading, arithmetic, and science for children in the elementary grades. A
redundancy strategy was employed in that students failing to master the objectives several
times were presented "more of the same" until the concept was learned.

Research for Better Schools took the project and refin?d the materials and
procedures so that it is now a "carefully engineered sequence of detailed behavioral
objectives and criterionref,..renced tests" for youth and adults. It is interesting to note
that the tasks of monitoring student behavior are comple% and timeconsuming even
with widescale use of paraprofessional volunteers and -,eacher's aides. However, the

3



BEST COPI AVAILABLE

program leans heavily on frequent feedback to learners which requires constant
monitoring of progress and continuing diagnosis so that monitoring tasks could be
expected to consume sizable portions of implementation time and effort. *

In recent years, the importance of learning styles (cognitive style mapping) has been
recognized. Probably the most advanced work done toward identifying individual learning
styles has been undertaken by Dr. Joseph Hill, president of Oakland Community College,
and his research staff. Basically, his method for defining individual learning styles involves
developing a multidimensional profile of student characteristics and using the profiles to
match presentation media to student learning style. Whether or not these profiles actually
do identify an individual's learning style, there is reportedly a high degree of internal
reliability in them.

According to Wilson and Tosti, the profiles are used in the management decisions
on a systematic basis but little or no data has yet been produced to correlate these
matching decisions with actual student achievement.

Finally, the program having the most direct influence on the IMTS academic
component is another Individually Prescribed Instruction (IPI) System, this one developed
by the Rehabilitation Research Foundation at about the same time as Dr. Glaser's
IPI Pittsburgh Program. Like most of the programs previously discussed, early experiences
began in 1962 by trying out programmed materials on a specific population group--this
time with male offenders incarcerated in a state institution. Even with the inadequate
materials which were available (circa 1962-63), the offender population experienced a
good bit of successful learning. Interestingly enough, they, too, were intrigued with the
possibility of learning the Russian language.

In conjunction with the experimental and demonstration work conducted by the
Foundation, a prescriptive learning system evolved. The Foundation's system drew from
arithmetic and language materials already on the market and coordinated the instructional
modules to the skill areas tested by the Tests of Adult Basic Education (TABE). Further
refinement of matching skill to need produced criterionreferenced tests for each
module, one form to be administered as a pretest and another form to be administered as
a posttest.

A number of experimental studies were conducted using the IPI System as a
delivery vehicle to test the built-in reinforcing quality of the System, as well as to test
the efficiency and effectiveness of the System operated under contingency management
conditions.

it should he pointed out that the IPI System Pittsburghand the academic component of the IMTS specifically ;he
arithmetic and language programs - are similarly constructed according to method. i.e., the diagnose prescribe feature
based on a 'nodular an:Ill/cis of learning difficulties. Although the differences are apparent to those lamellar with both
programs, the MO? t; significant ones Should be noted. IPI Pittsburgh (now Research for Better Schools) is a narrowly
prescribed system, depending as it does on instructional materiais developed specifically for that system, the twits draws
prescriptise materials from the common fatly developed market. 01 even greater importance is the lack of a complete and
systematic staff training component for the former system, while a systematic approach and materials to staff naming are
the focus of the IMTS. These differences most likely occur from a basic developmental premise of the IMTS, that of
striving for greater fienibility of materials and staff training.

4



BEST C°P-Y AVAILABLE

Out of these efforts grew several indices which are not unique by definition but are
effective in their consistent application to managing a learning system for near- optimum
student achievement. (See Methodology.) More important, however, were the implications

for tiff professional anti paraprofessional to be trained to establish and
operate an individualized learning system.

While the programs discussed herein have many common features and particularly a
common goal of matching instruction to individual student need, there is little, if any,
indication that those same strides made for students have been made, or even attempted,
in training staff to implement the system as they were designed to be implemented. This
has been a critical omission in terms of outcomes, for a system is not worth the time and
effort expended in the design unless it is managed as it was designed to be managed.

Although many teachers in today's educational systems, both public and private, are
attempting to individualize their instruction, the task is a tremendous one, particularly
with such constraints as overcrowded classes, administrative functions, etc. All of the
programs discussed imply or state a need for training staff to implement them according
to design. But the literature does not reflect staff training as the focal point for any of
them. The focus of the IMTS is on training staff to establish and operate the System for
greater trait)ee achievement. In addition to a definite staff training package or pattern,
there must be equal definition for administrative monitoring to see that they do.

The IMTS

A functional individualized instructional system is first of all a system: the linking
of a number of different operating parts. It is a coherent whole, intended to train each
individual to the maximum proficiency his abilities will permit; and this is generally
accomplished in the shortest possible time. In the IMTS, this definition is applicable to
staff training, as well as the delivery system for training trainees.

The IMTS not only hinges on effective and efficient management to produce trainee

achievement, it is totally dependent upon it. It is, therefore, critical that staff receive
intensive training by using a systematic approach comparable to that used with IMTS
trainees.

There arc three fundamental phases of preservice staff training: (1) orientation, (2)
establishing, and (3) operating. With the skills learned in each phase, IMTS staff can
effectively and efficiently establish and operate the IMTS with minimal technical
assistance and followup.* Most of the skills are generalizable to any individualized
learning system which meets the previously mentioned of such a system.

Orientathm. In an individualized learning system, the trainee's whole instructional
program must be managed individually. For example, a trainee may be engaged in many
general areas of study at the same time: basic remedial education; employability and

'Because of the rieveloprnental status of the MITS, thera is no established minimal. however, on the basis of

fr.en, Staff (11+T,04. thf 5-.1r '11th 1 visit.. and Pothrt Pc several phone rails. taking off independently

atter six months.

5
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occupational skills development; and related or theoretical instruction. There is usually a
strong counseling program and provisions for group interaction activities. The different
areas must be managed to the best advantage for each trainee. Usually the goal is to
1)0 !MT MX(101111/1 tillte WI the occupational skill training as soon as possible, with only
those? loops back into other motivational and instructional activities that are necessary.
This demands a maximum coordination of counseling and training staff.

There is, then, an obvious necessity for all who will have any relationship to any
part of that whole instructional program to be familiar with concepts and procedures of
the program. It is also necessary, or at least desirable, for administrative personnel at all
levels of implementation to be knowledgeable in those concepts and procedures.

To meet these needs the IMTS has developed a comprehensive orientation phase for
staff, administrators, and other involved personnel and a comprehensive orientation phase
for IMTS trainees.

Staff orientation is accomplished in a oneday workshop. By the time this
workshop is conducted, at least the IMTS coordinator has been selected and possibly
other line staff. Certain materials have been developed which give participants a brief
overview of the System and how it was developed. These, for the most part, include
tape/slide presentations, transparencies, and handouts. (See Appendix B for description
of materials.) In addition, however, participants complete a partial prescription for a
sample trainee in order to become familiar with the basic diagnostic and prescriptive
procedures. This activity plus other simulations contribute to an awareness of the
concepts of the System.

Visits by administrators to operating sites before and after the orientation also help
them to visualize and understand what is needed to implement the System. In general,
participants are given enough information during orientation to justify their establishing
an I MTS according to specifications.

Establishing. The field of participants narrows somewhat for the establishing
workshop to include those persons who will be peripherally but close to and/or directly
involved in the IMTS. The information provided in this workshop is more specific and is
directed toward planning and writing the proposal for the IMTS, figuring a budget, and
developing a plan of action for staff who will be establishing the System. In preparation
for the development of the proposed plan, specifications for staff, furniture and physical
prerequisites, instructional equipment and materials, and the arrangement of and physical
requirements for space are reviewed.

To assist participants in these tasks, the Establishing Guide has been developed
which includes sample floor plans, specifications for physical arrangements and
furnishings, an ordering factor for instructional materials, specifications for coding and
setting up instructional materials, job descriptions, etc. Accompanying the Guide are
forms to be used in operating the System. Another product developed to assist IMTS
staff in figuring a budget is the Itemized Budget for Establishing the IMTS which includes
an inventory form and specifications and prices of materials and equipment for each
component program.

6
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By inventorying those imactials, ..),,;iiment, and !supplies on hand, cnsiderable
monies can be saved, and materials and equipment currently collecting dust can be
brought into effective and systematic use.

At the conclusion of the normally two day workshop, staff have a proposal with
budget and plan of action, including staff assignments, for establishing an 1MTS. They are
then instructed in the procedures for processing the proposal.

Information pertaining to possible funding resources for the establishment and
operation of the System are shared and discussed by participants. Since each state is
organized differently, TEFIC has developed a chart from two states indicating their
sources of funds. (See Appendix C for California and Florida funding charts.)

interim /tairities

Before an operating workshop is conducted, staff assignments should be made,
facilities should be completed, most of the materials and equipment received, and the
Learning Resource Center should be set up for operating. This timelapse and the
activities completed between the establishing and operating workshops are crucial to the
staff's readiness for the detailed instruction of the operating workshop.

Staff issignments: 'NITS staff include a counselorcoordinator or head learning manager
and a minimum of one learning manager and two aides or assistant learning managers per
90 students per day. One aide should have clerical qualifications since this clerk aide
would collect and compile trainee data.

Job descriptions for each position are included in the Establishing Guide. In
addition, forms have been developed which are coded according to the task specified in
an operating guide developed for each component program. These forms are used in
assigning staff to the tasks on the basis of "routine tasks," "assist as necessary," and
"specific request only." There is also a column which instructs staff "Do not do this
task." The latter specification was designed to avoid the trainee's becoming confused by
overlapping staff decisions.

The assignment forms also provide a means by which staff can signify their
readiness to be assessed on their performance of the given tasks and the indication of
their competency in that performance by supervising personnel. These forms are effective
management tools in that staff know what is expected of them. The competency check is
also reinforcing for their effort in performing the tasks assigned to them as specified.

MTN Facilities: The PATS is housed in facilities referred to as Learning Resource Centers
(LRC). The figure below represents a recommended floor plan, though the Establishing
Guide offers variations on the basic plan.
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The LRC is usually located within or adjacent to an institution which needs a
vehicle for providing remedial instruction and/or occupational exploratory and
prevocational experiences to a sizable number of students. At present, these institutions
include: vocationaltechnical schools and colleges, youth training schools (correctional), a
metropolitan skill center, an Indian Reservation, community colleges, adult centers, career
education centers, and rehabilitation centers.

itaterialx aml Equipment: For the most part, !MT'S materials and equipment for trainees
are purchased by the IMTS site directly from the publisher or from their vendors.
Instructional modules, usually only portions of a programmed text, must be coded as
they are found in the bibliography of the Prescribing Catalog. Module tests, Forms A
(pre) and B (post), must be filed by code as do the corresponding answer sheets.

The basic procedures for getting materials and equipment in order for operating are
included in the Establishing Guide. During the operating workshop, staff are given more
detailed instruction in efficient management of the System via a program design for that
purpose.

!NITS developed trainee materials consist of an orientation tape/slide presentation
and the Employability Program. The former was designed to give trainees a general idea
of how the component programs fit together and the advantages that they can derive
from the System.

The Employability Program was developed for trainees because the market was
rather devoid of materials which are both suitable for individualized delivery and have
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stated behaviorahle objectives throtiqh which staff and trainees can take measures of
progress beim; made. Research la:; consistently pointed to the need for training
individuals to be "good" employees, i.e., from the epiver's point of view. Behaviors
concentrated oH in this np include time kcep cy job performance, and care of
property and resources.

The program consists of a tape/slide module instructing trainees in the use of a
progress plotter to score their daily behavior in those concentrated areas, a monthly
improvement chart, and a monthly improvement graph. These instruments were designed
to develop within the trainee independent self-control over these behavioral areas. It is
assumed that self.. developed control in these areas during training will be generalizable to
the more stressful situation of employment.

A programmed module has been developed for training staff to implement and
manage the Employability Program for trainees. This program can be completed
individually and is usually assigned prior to the operating workshop.

The interim period between workshops also allows staff time to prepare themselves
for the operating workshop activities. A list of texts, programs, tapes, and filmstrips has
been compiled for stifg-development. (See Appendix B.) These include the theoretical
concepts and techniques upon which the System is based. Because management
techniques inherent in individualization of instruction differ markedly from those applied
to conventional group instruction, a sound theoretical background for staff is critical to
successful application of those techniques. Of course, this sort of self-study program
cannot be accomplished completely before the workshop, but is a continuing process.

In addition to the self-study materials, staff are given assignments prior to the
operating workshop which are designed to enhance their rarticipation, as well as to hold
the workshop time to a minimum.

Once the activities described have been completed, staff are ready to learn to
operate the IMTS.

Operating. The operating workshop is a mixture of individual and group activities
using multi-. media materials which are self-paced and self- -.instructional and sequentially
ordered. Where available, staff are allowed to choose between printed and tape/slide
media for their instruction.

In order to understand the training procedures to insure that staff operate the I MTS
according to specification, it is necessary to understand, first, the components of the
System and then, the relationship among them.

The IMTS is a specifically constructed system for trainees and implies a comparably
systematic approach to training staff. At the trainee level, the IMTS describes a systems
process for getting individualized delivery; at the staff level, the IMTS provides training in
the technology associated with that system's approach.

9
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The IMTS was designed to provide remediation in basic education and related
training with emphasis on exploratory and prevocational activities. The component
programs include reading, arithmetic, and language; complementary skills; employability
behaviors; and an occupational exploratory program including work samples and
prevocational training.

The following chart indicates the avenues of training and guidance open to the
trainee upon entry,
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Each of the OATS components can stand alone if necessary but
among components strengthens the training provided for IMTS trainees.
is designed to provide comprehensive treatment in that the major
individualization are not only considered but permeate the whole training
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Individualization as a discipline demands that individual goals be set and measured;
that individual diagnosis prescription and evaluation be basic to operation; that learning
materials be correlated to specific objectives and designed for independent use; that the
individual determines his OM? tate of progress; and finally, that the individual's complete
training program be managed in dividually.

The above processes of individualization will be employed in describing the
components of the IMTS. It is through these processes that the interaction among IMTS
components programs becomes the strength of a system and provides the greatest benefit
to trainees and staff alike.

Processes of Indiratalkation in the IMTS Components

Goal setting. Goals should be set according to the individual's specific needs and
interests, usually a compromise between the two This means that a goalsetting program
is needed to help the individual select achievable goals that have relevance and
motivational .value to him. Determining what has relevance and motivational value to an
individual is a rather large order, even for the individual himself. The IMTS component
through which goal setting is accomplished is the Occupational Exploratory Program
(OEP).

Through the OEP, individuals get handson work experiences from work samples
representative of many kinds of jobs and occupational clusters. Such experiences give
both the individual and the instructor firm bases to compare, contrast, and analyze
objectively many specific occupational areas in simulated multimedia work settings.
These work samples provide the individual an opportunity to explore and to gain new
information while enabling an assessment of his work abilities, work quality, work
behavior, and work habits; his interests and aptitudes; and his training needs.

During his participation in the OEP, a group motivational activity is conducted
through which examines his values, his strengths, and his success factors (praise, ability
to choose what he does and how he does it, helping someone else, money, etc.). This is a
positive activity which focuses on successes, past and present, and, in short, helps the
individual learn about himself, resulting in his setting goals for his future. The AIMS
package is referred to in greater detail later.

Individual diagnosis. Whether these goals are achievable depends upon what the
individual has already achieved and what he needs. What an individual knows and does
not know in any given area in which training is to take place is diagnosed in terms of
specific skill abilities as they relate to the individual's goals. Proper diagnosis in terms of
observable performance is first and fundamental.

In addition to the OEP activities described, an achievement test is administered to
determine the need, if any, for remediation in basic education. The basic remedial
component offers instruction in leading, arithmetic, and language matched to individual
needs through a process of diagnosing mid prescribing. An analysis is made of TABE
performance, item by item and skill by skill, in those tested areas (reading, arithmetic,
and language). The analysis for arithmetic and language is accomplished via a specially
developed form, the Modular Analy ,,i s 01 Learning Difficulties (MALD).
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These gross diagnoses are further refined through the administration of
criterion-referenced pretests once a specific prescription has been developed for the
individual to treat those difficulties determined through the analysis.

Reading presents a special problem in that the many skills involved are not easily
identifiable. The IMTS deals with reading on an initial
placementmanagementevaluation level, leaving the specific detail of diagnosing to
commercially developed diagnostic materials in multimedia format. Initial placement is,
however, based upon performance on the reading test of the TARE.

huliridnal itescription. In reading, individuals are placed in commerciallydeveloped
reading programs, specifically EDL-700/300 (Educational Development Laboratories,
Inc.) and Reading Technology (MIND, Inc.), on the basis of the TARE achievement score
in reading. Other materials are also recommended to supplement these programs. Reading
Technology has a complete diagnostic series which Mows a more accurate matching of
instructional treatment to the individual need.

In arithmetic and language, a prescription is developed for the individual on the
basis of the analysis of his TARE performance, the MAUI The prescription is a set of
sequenciallyordered modules of instruction in printed, audio, and/or audiovisual
format. The form used in developing the individual's prescribed course of study becomes
his study schedule.

Mdlridual eelnation. Evaluation must be a frequent and continuous process. In a
conventional classroom, the students may take a test and have their scores generally
compared to identify who passed and who failed. In an "individualized system," each
individual is tested only in terms of his own progress and accomplishment, and not those
of the group. His mastery or the correction of a limited range of his own deficiencies is
the absolute norm for him. The evaluations are more frequent and are oriented toward
the objectives he is trying to accomplish. Individualized evaluation covers only the skills
and knowledge the individual learner has studied and practiced.

Thus, each student is posttested immediately upon completion of each module.
Several management strategies are employed based upon the individual's posttest
performance. If he scores 84% or better, he progresses to the next sequence of
instruction. Should the score be less, he must review the module again and reattempt
the module posttest using an alternate form. Failure on a second attempt is treated by
brief tutoring while failure on a third attempt is treated by prescribing an alternate
module, preferably a different mode.

With frequent evaluation, feedback is immediate on what is wrong or right, and
why. The individual's performance at each checkpoint determines the management
strategy. The test does more than just evaluate performance: It is a formative tool that is
used to guide and ultimately guarantee his success. In this sense, there are no failures,
although some students may progress more slowly than others.

12
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Learning Maerids. OEP materials included the Singer Vocational Evaluation
System, the Xerox Technology Series, a group motivational program, occupational
information, and tests (achievement and interest). Under the present project, the IMTS
MI5 committed to the use of available shelf material, commercial or public domain.
However, schools are encouraged to investigate new materials, especially simulated
multi- -media work samples as they become available. Here and elsewhere, the System is
designed to be flexible and accommodate any new materials which have stated
measurable behavioral objectives. The IMTS does not lock anyone in except in terms of
what is presently available on the market.

In addition to the TARE, occupational interest inventories are used in the diagnostic
process. Where schools are already administering aptitude tests, these results are also
considered in helping trainees establish their occupational goals.

Achieving Individualized Motivational Systems (AIMS) developed by Dr. James J.
Nugent of PMA Institute is used for career goal setting and group motivational activities.
AIMS is a guide to help persons achieve an awareness of their own motivational system,
to improve selfconcept, to recognize and build on motivational strengths, to identify
and serve one's own values, to set goals that lead to greater achievement and immediate
action, etc.

The selection of AIMS does not imply unavailability of other programs. The search
was for a motivational, goalsetting program which does not require a psychologist or
highly trained individual to implement it. The AIMS program was found to be effective
in a relatively short time frame with the added feature of providing clues for staff
members to give trainees motivating responses later on down the road.

An essential OEP activity allows trainees to tour the various occupational training
labs and sample the training, resulting in exposure to a larger number of occupational
areas. Lab instructors, in most cases, must develop their own training samples for the
individual course.

Prevocational materials include Tool Technology (MIND, Inc.), which provides
simulated instruction in using basic tools, and Power Typing (MIND, Inc.), a cassette
audio program. Technical assistance has been given in coordinating other materials to
specific curriculums, such as RPN training, etc.

Materials for reading, arithmetic, and language are all commercially produced, can
be used independently, and are correlated with specific objectives. In the last few years,
the market has much improved in the number of suitable materials available.

Under the present project, TERC has greatly expanded and improved the IPI
Prescribing Catalog developed by the Rehabilitation Research Foundation to take
advantage of the new market, as well as to incorporate multimedia formated materials
with the printed programs already included.

These materials are designed to provide fundamental skill training but offer limited
ransr for application of those skills, Application appears to be crucial to retention over
any s:ynificant period of time. Trainees who are concurrently enrolled in occupational
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training have the adv image of being able to apply the newly learned basic education
skills immediately and frequently.

However, elm !Lis ei:11 little coordination of those skills which complement the
personal and social aspects of life. Many such skills are founded on those specific basic
skills of reading, arithmetic, and language.

An IMTS component not yet discussed was developed specifically to offer training
in the personalsocial skills and to offer a broader application of basic skills. The
component is the Complementary Skills Program. Materials for this program offer a
variety of topics, such as buying a car, paying for a funeral, establishing credit, health
and nutrition, etc.

The furrn.ft of the Complementary Skills instruction is developed similarly to the
arithmetic and language instruction. Materials are broken into modules, and each module
has an accompanying pre and posttest. At present, however, diagnosis is limited to
knowledgeable judgments by staff and/or trainee selection based on a student's personal
needs and occupational goal.

The Complementary Skills program is also used as a reinforcing break from straight
academic work and is often prescribed in conjunction with academic work. For example,
a trainee working with "percentages" on his arithmetic prescription might be assigned the
Complementary Skills module, "The Pay Check." Such an assignment provides a break
away from his arithmetic prescription and also provides relevant application of those
basic skills he is learning.

Individual Paling. Throughout each component the individual determines his own
rate of progress. Two factors primarily will govern his speed: innate ability and
motivation. A brighter, more motivated individual can move at an accelerated pace. He
will make a contract with his learning manager and then proceed as fast as he can to
master each prescribed module. A less able or less motivated individual will progress more
slowly. However, neither will be compared with the other, but only against his own
previous performance. Except for some individuals of very low innate ability (who
perhaps need some other types of corrective services), motivation is helped if the
possibility of failure is reduced radically. The learning manager does not permit a trainee
to "bite off more than he can chew" until he gains enough confidence to take risks and
handle the knowledge of his limitations. Initially, he is practically guaranteed success for
any effort at all. This initial success breeds confidence and motivation to achieve more.

Intliridual ,11anagetnent. Because each trainee's program must be managed
individually, the total "system management" may appear to be quite complicated.
Various forms relevant to each component program have been developed to facilitate
efficient management, freeing staff to work toward developing within the individual
independent behavioral patterns which should sustain him once he is out of the training
situation. Systematic management of trainee behavior as it relates to goalsetting,
achievement, and motivation is essential. The foundation for this management is a
continuous and systematic evaluation and productive interaction between staff and
trainee.
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Total system management is achievable through the staff training provided in the
operating workshop. During the workshop, staff are walked through the basic procedures
of diagnosing, prescribing, managing, and evaluating as they apply to each component
program. The operating skills are accomplished through simulated exercises,
demonstrations, and evaluation according to the degree required for each staff member to
perform. For example, an administrator would not be expected to perform certain tasks
to the extent that a learning manager would be required to do. However, he should be
able to recognize whether staff were implementing the basics of the System as designed.

technical :is:sista:tee and Internship. There are phases of staff training other than
the orientation, establishing, and operating workshops which occur after these formal
training experiences. Technical assistance is provided as a result of newly developed
materials, procedures, and/or techniques and/or particular staff needs. This form of
training is usually conducted onsite and centers around specific training objectives.
During such onsite visits, IMTS staff are able to relate specific difficulties they may
have had in implementing any part of the System. Problemsolving sessions result in
either retraining or program alterations.

An internship program is the preferred mode for one application of training in
operating procedures. Staff who have completed the simulated training provided during
the operating workshop go on site and observe and work with actual trainees in an actual
Learning Resource Center. These trainees and their learning environment provide staff
with the challenge, and the frustrations as well, of the learning situation. Under the
guidance of staff who are already proficient in operating the System, the intern can apply
newly learned skills and expand his knowledge of the philosophy and concepts of
individualized education.

The foregoing pages describe the IMTS as it has been developed and fieldtested to
date. With these component programs developed to a point of effective utilization
through comprehensive staff training, the need for truly individualized and systematic
occupational training becomes more urgent.

Because .4 the staggering needs for individualized occupational training, there is a
tremendous Lemptation to exert every effort toward mass individualization, i.e.,
individualizing all training in all areas. However, such an approach would be superficial, at
best, and detrimental to the whole area of vocational education. The obvious direction,
then, is development of a prototype cluster with builtin generalizable features for other
clusters.

One prototype occupational cluster course, Internal Combustion Reciprocating
Engine Repair, has been designed for the IMTS but has yet to be tried out. Products
resulting from the developmental effort include: a tack analysis; a study schedule for each
task giving the name of the task, performance objective, list of materials and equipment
needed to perform task, related instrurtion references, laboratory experiences, sequence
for performing steps, and an evaluation record of progress; and a study and performance
sequence chart for all tasks.
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In order to develop these products, it was necessary to survey, evaluate and select
appropriate instructional modules for each performance objectives. Appropriateness was
based on criteria developed by TERC for the IMTS. (See the IMTS Establishing Guide.)

Establishing specifications and operating procedures and evaluation instruments have
been developed for tryout purposes. The eventual tryout and revision will lead to:

1. A lizt of available performanceoriented instructional modules which can be
used to individualize the core curriculum in one occupational cluster area.

A guide with procedures and forms needed to insure accountability and
individualization of a common core of skills and knowledge for the cluster.

3. A prescribing catalog and related forms required for proper ....quencing of
individualized training modules in the cluster area.

Ultimately, trainees in vocational, technical, and manpower training programs will
benefit from these products and experiences. The fact is that a truly opendoor and
open entryexit policy can be implemented only when courses are individualized. This
means that unqualified or unprepared trainees can enroll and receive whatever training
they need to qualify for or to progress in a training course or on the job. For example, a
trainee would have the opportunity of learning at his own pace the prerequisite skills and
knowledge which are so frequently ,,nrollment requirements. Then he would have the
opportunity for learning in an occupational training laboratory and in a related
instruction classroom; again, at his own rate.

Another benefit, which would be possible through an individualized course, is the
opportunity for trainees to enter at any time and to complete the course whenever all
course requirements can be met, regardless of how long it takes. More qualified and
motivated trainees will be able to terminate their training and be placed in jobs earlier
than the normal time scheduled in traditional programs. At the same time, the less
qualified, the educationally disadvantaged, will be able to complete the course even
though it might take longer.

Eventually, expertise can be developed that will allow an expansion of services
making individualization possible in other occupational areas. Such a result would have
significant national impact for Vocational Education in that states could begin to
contribute toward effective individualized systems which have accountability and
coordination as integral features.

Summary

Recognizing that the IMTS--along with other programs with similar goals---cannot
claim validity until some hard data supporting such a claim are produced, TERC set out
to devise methods of measurement and evaluation. The remainder of this report describes
the method employed in that effort and the results thereof.
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Dereh)pmenral Design

The various developmental stages of the 1MTS were accomplished over a 36month
period. Though there is some redundance in reporting, the developments of Phase I,
including the four original pilotdemonstration sites, are considered here also. Most of
the Phase II products and much of the trainee data result from that earlier developmental
stage. Therefore, distinguishing clearly between the phases would not facilitate an
understanding of the total effort.

One of the primary objectives of Phase II was to field test the new products
produced during Phase I; these include a reading management program, and
complementary skills programs, and an occupational exploratory program. In addition,
the basic products and procedures of the System were to be improved on the basis of
evidence derived 4,om extended try outs and incoming trainee data. For instance, data
were collected which were used to determine weak or confusing instructional modules.
These data include the specific number of attempts at a given module by individual
trainees, the time required to complete the module successfully, and any difficulties
noted with the material.

Revisions have been made to the System's basic instrument, for the arithmetic and
language component, the Prescribing Catalog, as a result of these data.

The vehicles for fieldtesting the staff training materials were the orientation,
establishing and operating workshops conducted to train staff at the six Phase II
pilotdemonstration sites and the technical assistance progrd.1 for both Phase I and II
sites. Two of the Phase II IMTS sites are located in Florida, furthering that state's
commitment to utilization of the IMT System. The four remaining Phase II pilot
demonstration sites are located in California under the supervision and guidance of the
California Youth Authority. Klase II sites were selected in much the same manner as
those of Phase I. (See Phase I Report.) By design, however, Phase II sites as of December
1973 offer a broader utilization of the System, extending it to community college and
correctional populations, as we'l as beyond the southeastern region of the United States.
The following figure reflects the types of institutions served by Phase I and Phase II
pilotdemonstration sites.

Phase Pilot -- Demonstration Site Location

Lewis M. Lively Vocational Technical School Tallahassee, Florida

At lant, Area Technical School Atlanta, Georgia

J.F. Drake State Technical Trade School Huntsville, Alabama

Gadsden State Technical Trade School Gadsden, Alabama

Miami Skill Center Miami, Florida

Indian River Community College Ft. Pierce, Florida

Youth Training School (Correctional) Chino, California

ii Southern Reception Center and Clinic
(Ct in etAionall Norwalk, California

Ventura School (Correctional) Camel-111o, California

DeWitt Nelson School (Correctional) Stockton, California

,..

Fig. 3. PilotDemonstration Sites 17
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Also by design, newly developed materials were tried out with members of the
Consortium of Colleges and Universities (CCU) who are teacher educators and have served
the project in an advisory capacity since Phase I. (See Appendix D for a list of members
and their affiliations.) Once the materials for training staff to establish and operate the
System had been tested and refined to the point deemed ready for implementation, CCU
members were asked to go through them making comments from their experience in
educating teachers as to the apprcpriatenesv of the content and format. These comments
were likewise tested and incorporated in the final products.

Staff Training

The approach to training staff to establish and operate the I MTS is designed to
correspond as nearly as possible to the training which they, in turn, will provide for
trainees. That is, IMTS procedures are presented in a logical, sequential order as indicated
in the following figure.

SEQUENCE OF
STAFF TRAINING

RECOMMENDED

SCHEDULE EAPECTED OUTCOMES
ssexeramemis.

. Orientation Workshop
11 day)

To be set by staff end
trainers

Knowledge pertaining to
Projzst Goals
1MTS Component Programs
IMTS Staff Training Requirements
Role of Cooperating Agencies

2. Establishing Workshop

12 days)

Immediately following
orientation

Specifications for 1MTS

Proposal for Establishing and Operating the MATS
Processing Procedures

3. SelfInstructional
Assignments

(8-10 hrs. on Site)

During the month
prior to Operating
Workshop

Knowledge of IMTS:
Operating Guide

Concept & Goats complementary Skills
Content Guide
Procedures Employability Program
Tasks & Criteria Formative Assessment

and Management Program

4. Operating Workshop
15 days on Site)

After facilities and
staff are estabbshivi

Knowledge and skills to:

Diagnose, Prescribe, Manage and Evaluate the
IMTS Component Programs

. Internship*
(2 weeks--intern Site)

Immediately following
Operating Workshop

Practical experience with trainees in operating
the IMTS under supervision of trained staff.

6. Inservice Technical
Assistance

16 days on Site)

Site Visits: *'-'

Simonthly or
Quarterly

ProblemSolving
.

Advanced Training
P1 Process and Products
How to Evaluate, Select and Correlate
Instructional Materials

Fig. 4. MT'S Staff Miming Plan

Internship anti In service Technical Assistance are ideal training situations, however, they are not absolutely
essential to operating the IMTS.

**See footnote on parle 5
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With the exception of the Orientation Workshop which is primarily a group
presentation, staff training is also individualized to meet individual staff needs. This
applies not only to the format for presentation but also to task responsibilities in
accordance with specific staff positions.

Training Grvoups

IMTS Operation involves training for three different groups: (1) for
teachereducators and monitors t2) for 'MIS site staff, and (3) IMTS trainees. Because
of the variance among sites and states, the three groups of trainees will be discussed
individually.

Teacher -Educator% and 31onitfrs. In California, the four (MIS sites are monitored
by two members of the Youth Authority's research staff and two supervisors. They have
participated in all phases of IMTS training, as has the Senior Research Analyst. The
research staff is responsible for the collection and analysis of incoming data from the
tour sites. These (MIS related tasks are performed in conjunction with other Youth
Authority responsibilities.

CCU members received training in all phases of (MIS operation and contributed to
most of the final products. Two CCU members, the Universities of West Florida and
South Florida, provided assistance in training WITS staff at the two Phase it Florida sites.
In addition Dr. Hobdy Perkins of the University of West Florida has coordinated and
conducted the training for (MIS staff during further expansion of Florida's utilization of
the System. (See Utilization section.) Members of his staff received training in IMTS
methods and procedures, in some instances along with IMTS staff, and are assisting in the
expansion training.

The Consortium is comprised primarily of teachereducators from various
institutions of higher learning who share a common goal of providing adequate training to
the disadvantaged and handicapped. The specific responsibilities of the membership
throughout both phases of the project were to:

Provide assistance in planning for project implementation

Recommend individuals with expertise in the areas where special assistance was
required

Consider and discuss any new or innovative ideas from members of the
Consortium or project staff

Assist in formulating the assessment procedures

Advise staff on the utilization plans for teacher educators

Send teacher educators to preservice and inservice training sessions and
procticums

Include the staff training program in their respective teacher education
curriculum if program proves to be effective
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Conduct institutes or workshops to promote the utilization of an IMT system

Conduct training programs for operating staff in an 1MT System

Sponsor pilot demonstration of basic remedial education in .m 1MT System

111Th Sraff. The staff trained to establish and operate the IMTS includes the
administrator of the learning center (the indivith:al who must be knowledgable in all
aspects of the program); all teachers in basic education, prevocational and occupational
areas; and counseling staff. in actually operating the System, the administrator and one
or more learning managers and assistants or aides are itioilvecl as indicated in the
following table.

TABLE 1

Staff by Position for the Ten IMTS Pilot - Demonstration Sites

Site
-.

Manager/Counselor
Coordinator

Learning
Manager

Assistant Learning
Manager or Aide Cleric Other .

Livolv 1 3 2 0

Indi.in Rivet 1 2 3 0 11 Part time Staff

Mliti 11 Skiii CV1Iirr 1 2 1 0

Drake 1 2 1 0

Gadsden 1 0 1 0

Atldnt,i 1 1 1 0

YTS 1 1 4 1 9 Ward Aides'

Ventur.t 1 1 2 0 2 Ward Aides

SPICC 1 1 0 1

DeWitt Nelson 1 3 3 1

. . .... .. ,

TOTAL 10 22 18 3 22 .

_ .

'Ward Aides are CYA wards who are not in need of IMTS services and are capable of providing assistance to regular IMTS staff.

PITS Trainees. This sample includes only trainees who could read at least well
enough to be tested on the TABE initially. Average test results often reflect trainees who
couldn't read initially but were brought up in reading to a level of capable performance
on the TABE. Test scores contained in these data are total battery scores, with the
overages across areas (reading, arithmetic, and language) being either raised or lowered by
performance in a single area.

Sites were asked to send in Personal Data Forms on all trainees upon whom
complete data had been collected. Due to work loads, most sites were unable to furnish
these data before the cut-off date for tabulation. The age range at all sites was 14 to 71
years, with averages varying from an estimated 18.5 years at one site to 26 at another.

20



BEST COPY AVAILARIE

Trainees at all sites (with the exception of the correctional sites) were enrolled on a
referral or self -initiated basis. No effort was made to metch trainees on any basis nor
were any comparative' controls selected. Descriptions of ..tie trainees at each site follow:

)7S, tiRCC. Ventura. and neWitt Nelson. Trainees are wards of the California
Youth Authority; wards are predominately male, i.e., only Ventura is co-educational.
The average age of Youth Authority wards is 19.0 years and the average length of stay in
the correctional facility is 11.0 months. A substantial number of CYA wards
(approximately 2,700 of the 4,000 population) have serious deficiencies in reading and
mathematics, Because the reading component was not yet implemented at Ventura, no
trainees reading below 5.0 level as tested by the Tests of Adult Basic Education (TARE)
were accepted.

Indian khrr CW11111111141 Ca lege ( IR( 0. Trainees are both male and female
residents of the four adjacent counties serviced by the college. IRCC trainees include
significant numbers of migrant workers and vary widely in age; approximate age range is
16 to 71 years. I RCC also services non-English speaking trainees

Gadcden State Technical Trade School Trainees are both male and female residents
of counties surrounding the northeast Alabama city of Gadsden. Although many trainees
are high school graduates, grade level at entry tests out at an average of 7.08. Trainees
range in age from approximately 17.0 years to 60.0+ years.

IL Drake State Technical Trade Schol. Drake trainees are both male and female
residents of counties surrounding the north -central metropolitan area of Huntsville,
Alabama. Huntsville is the second most populated metropolitan area in Alabama. Tested

entry- -level for Drake trainees averages 7.07, with a good many former high school
graduates. Age for Drake trainees ranges from 16 to 55 years.

It should be noted in cases where many high school graduates are included in the
trainee sample--such as at Gadsden and Drake--there is considerable variance between
reported formal education and tested achievement, ranging in some cases as much as 6.5

or 7.0 grades difference, i.e., trainees report "grades completed in public school" which
are much higher than their tested ability, especially in isolated areas such as math or
language, etc. No attempt was made by TERC to check the validity of formal educational

experiences.

Lire& Vocational-Technical Sclool. Trainees are both male and female residents of
the counties surrounding the city of Tallahassee, Florida. Entry-level for Lively trainees
tested out at an average of 6.8, with ages ranging from 14 to 60 years.

Miami Skill Center f t1SCI. Trainees are male and female residents of metropolitan
Dade County. MSC also services a substantial number of non -English speaking trainees.

I rienra tree Technical Schnol. Trainees are male and female residents of
metropolitan Atlanta and surrounding DeKaib and Fulton Counties, with trainees moving
to the area from the rural area of the state as a result of urban migration. The average
entry- level is tested at 7.5. Ages r dl ige from 16 to 49 years.
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Because of the incomplete reporting of data,* it is difficult to describe the average
IMTS trainee in terms of age, race, or even nationality. Age ranges for each
site -particularly the ceiling for Indian River---reflect the broad utilization potential of
the System, as well as the individuality and adaptability of the treatment it offers.

Prior to November, 1973, the assessment procedures required reporting trainee
attendance in hours categorized according to requirements for special treatment and
gradelevel achievement. Data submitted proved to be inadequate for the purposes for
which they were intended, i.e., for managing the IMTS and for evaluation. The reporting
procedures were revised to include "numbers" of trainees in the categories which would
require considerable blocks of staff time. These include: "nonEnglish speaking,"
"occupational exploratory," "administered TABE (first time)," "new trainees (beginning
during the month)," "below fifthgrade achievement," "fifth through sixth grade
achievement," and those requiring less staff, "above eighth grade." Staff can use these
data, which are reported monthly, to control staff trainee ratio and time ---- particularly
where trainees requiring one to one initial treatment is obvious as in working with
nonEnglish speaking trainees and where large blocks of time are spent administering the
TABE.

The data now being reported, reflect a more complete description of IMTS trainees.
Unfortunately, these descriptions were not available on the trainees covered in this
report.

,Issersment Procedures

A formative assessment and management (FAM) system was developed to provide a
vehicle for effective management of learning behavior associated with IMTS participation,
both for trainees and staff. Formative assessment is improvementoriented in that
feedback on performance is used in making management decisions for improving that
performance.

The System through its stabilized interlocking components offers a potentially
outstanding vehicle for evaluating and managing performance. After trying other avenues,
the trainee's Study Schedule (see Appendix E) was determined to be the most effective
method of collecting data on trainee performance which, in turn, reflects staff
performance in the IMTS.

The Study Schedule is in actuality the prescribed sequence of instructional modules.
Estimated hours (to the nearest halfhour increment) are included for each module, as
well a spaces for entering module study time (actual time as opposed to estimated), test
scores, test times, and tutoring time, if any.

F arras for rollArting these data were instituted early in the protect. The sites' lack of cummulative reporting and
the lack of TERC stuff to retrieve it all is a developmental defect which ran be corrected when a model accountability
system is imposed on the MATS and a specific person is assigned this task.
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The Study Schedules for each trainee were requested from each site to provide the
project with the summary data included herein. Staff training materials (see Case Studies
4 and 5) were developed to instruct staff in using this instrument for evaluating trainee
performance and making effective management decisions based upon that evaluation.

Because the formative assessment system was under development during the major
portion of the contract period, I MTS staff were plagued by a constantly changing design
as the result of tryout and revisions. It should be noted that IMTS staff were
uncommonly patient anti cooperative during this developmental period and were
instrumental in providing the System's final products, Case Studies 4 and 5. It might also
be noted that these documents and their inherent procedures were developed
independently of and differ significantly from the assessment system developed under
sub--contract with Program Assement and Management, Inc. (PAM) which is reported by
that firm under separate cover: One focused on the amount of time the trainee worked;
the other on the amount of achievement which occurred within the amount of time the
trainee worked.

In brief, the subcontractor's assessment tended to revolve around a timeanalysis
approach adapted from business and industry's time studies. While overemphasizing time
analysis---which is oily half of the picture--the importance of achievement tended to
be de-emphasized.

IMTS sites had neither sufficient staff nor equipment (time clocks) for the minute
by minute recording of time demanded for this approach. And too, the basic method for
assessing the academic component had already been designed. The situation could best be
described as an overkill of the academic area assessment.

Exclusive attention to the timeassessment approach and the overkill in assessing
the academic component resulted in a failure to design an adequate assessment system for
Complementary Skills, Employability Programs, and the AIMS activities. Therefore, these
components still lack the rigorous evaluation facility as has the basic academic
component. Several useful management instruments, however, were produced as a result
of the research involved in developing a separate assessment component for the IMTS.

Due to the assessment design changes, data reported during most of the contract
period were substantially incomplete. Data were categorized, therefore, as follows:

Group I Complete. defined as containing pre and posttest scores in all
areas (reading, language, and arithmetic), indicating a completed
prescription or prescriptions.

Group II SemiComplete, defined as containing pre and posttest scores
in only one or two areas, such as reading or arithmetic.

Group III Incomplete, defined as containing either a pre or a posttest
score but not both.
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Only Group 1 data, comprising 43";, of the Study Schedules reported, are included
m this report. Groups II and III data comprise the remaining 57'16.

The folio ing table reflects the percentage of complete and semi or incomplete
data obtained from each site.

TABLE 2

Completeness of IMTS Trainee Data
by PilotDemonstration Site

(N = 10)

PilotDemonstration Site

Athint

DeWitt Ntiision

Drake

Gadsden

Inciwn River

Livtii

SRCC

.1

YTS

Group I
No, Of

Schedules

85

0

5/
67

54

104

25

0

54

21

63

0

36

59

29

57

14

0

68

R1

Groups I and II
No. of I

Schedules

49

26

101

46

132

71

155

9

26

5

37

100

64

41

71

43

86

100

33

19

Five sites (50" O yielded better than 50 7, usable data while two sites ocro had no
usable data at all. It must be emphasized that Groups II and 111 data would yield results,
though certainly not conclusive results, had TERC time and staff been sufficient for
laboriously tabulating and analyzing them. For instance, Group III data (partially
completed prescriptions) could provide an internal check on performance on individual
modules. However, this sort of analysis would only yield trends for the individual. While
these data (Group 111) do not supply effective summary analyses, they are precisely at
the stage where site staff have been trained to pay close attention to them. That is, if
trends on the first five or so modules indicate the trainee is experiencing difficulty, some
intervention is necessary immediately, not after his pre to post -TABE change indicates
very little (1r no achievement or even d This is, in the truest sense, formative
assessment rIff management.

The tk.,A) CYA tw,i yielding no usable data alt all required considerable technical
assistance in \Nor; ing out implementation problems which were unique to their setting.
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Fur example, Southern Reception Center and Clinic (SRCC) is a holding facility for all
schools under the Authority, as the Millie applies. CYA wards come into the Center and
art' evaluated by Center staff not IP.1TS staff in terms of behavior, offenses, and special
eLycis. Their iiirigcst stay colles:i 01(1, are to receive psychological treatment --runs
about 60 days maximum before they are assigned td a specific CYA school. During the
time SRCC was setting up an IMTS, only three CYA schools had an IMTS operating:
Ventura, YTS, arid. DeWitt Nelson (which was having its: own .problems with integrating
the IMTS into the existing program and in providing appropriate space).

Through the technical assistance feature, "problem solving," SRCC staff were
trained to develop a transitional prescription with trainees assigned to the three other
CYA sites operating the IMTS.. They were also provided with "special" prescribing skills
for those trainees who were not assigned to another I MIS site and were .not able to
complete their prescriptions while at SRCC. These included a prescription concentrating
on the area of greatest need and sending the diagnosis and record of the partially
completed prescription to the assigned facility.

In addition to the scheduling problems, SRCC had a concurrently running "token
economy ". program for emotionally disturbed students within the. institution and separate
from the IMTS. TERC staff advised including the IMTS in the "token economy" program
so that .IMTS partic.pation would not stand out as being nonreinforcing and, most
especially, to avoid" damaging competition among the various SRCC programs.

Technical assistance for these two sites became an apparent need when TERC began
receiving data from all CYA sites. Data from these two sites were either nonexistant or
very incomplete. In conjunction with these two site visits, technical assistance was also
provided to YTS and Ventura for the purpose of retraining in the management and
evaluation procedures associated with the finalized training products, Case Studies 4 and
5.

The incomplete data was the stimulus for providing technical assistance and
retraining of lesser degrees to all of the sites, These data were also extremely instrumental
in indicating the content and format of the finalized training products. However, it was
n, t until the full enrollment of fall (1973) that these specific needs became obvious. It
should be noted that incoming data since that time has approximated 100%
completeness.

For the foregoing reasons, this report will be concerned with only the eight sites
from which data were available in sufficient proportions in time to be tabulated and
analyzed. The trends from this portion (43°0 of data tend to hold consistent with
incoming 1974 data, though considerably more time would he required in presenting
them here.

inditv% (if /*millet. Nriforritattti

A yeat deal has been said in tile: report about manacling tranive performance.
Indeed, any evaluation of the staff training conducted unikg this project would

tree-; Novi well trainer..., perform Linder the sys,to:11 which staff had been
trained to establish and operate. In order to manage performance, one must be able to
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look a the starting point, design and implement treatment, change the treatment if
indicated, and check the completion against the starting point in order to determine if
the treitment was effective and, if so, was it as effective as one had intended it to be.
Thy starting and completion points are evaluation instruments: the in-between is

,lianagement.

The index measuring the change from start to completion in the IMTS is the change
in achievement scores from pretest to posttest, with intervening instructional treatment
(the IMTS), The management illdiCON are efficiency rates (performance on nrokkdes) and
learning rates (performance on modules in terms of time it actually takes to complete an
estimated time increment of instructional work.)

Pre to Post Training Change in Achievement as measured by scores on the Tests of
Adult Basic Education (TABE) is the most basic index of trainee performance. The
standardization of the TABE, as well as consistent intervention (the WITS) afford
significant opportunities for comparing trainees across and within IMTS sites.

The TABE was chosen as the diagnostic instrument for the IMTS for several
reasons. The TABE has a locator test based on vocabulary which p.:- -,;oints performance
over a wide range of achievement levels (elementary, intermediate, Id secondary). It is
easily and quickly scored on site-- many other achievement tests must be scored by the
publisher.

The IMTS has continuously made maximum use of whatever materials are available
on the market. While the TABE leaves a good bit to be desired in terms of completeness,
there is no better criterion-referenced test available at this time.

The TARE is an adult-oriented, multi- level instrument which produces a grade
placement norm for the areas of reading, arithmetic, and language. The E- -level is

designated Easy and corresponds to the California Achievement Test (CAT) administered
to fifth -grade school students. (The CAT is usually administered at the close of the
preceding year, in this case, fourth grade.) The M-level, Medium corresponds to the CAT
administered to eight-graders. The D-- level, Difficult, corresponds to the CAT
administered to eleventh- graders. The score ranges, by area, appear in the following
figure:

SUBTEST

E LEVEL
Low High

M LEVEL
Low High

D LEVEL
Low High

1

Reactinil Vocabuloy 1.0 5.0 2.0 9.0 3.0 12.8

Reading Comprehension 1.3 5.0 2.0 9.5 3.0 13.0

Total Reading 1.0 5.0 2.0 9.5 3.0 13.0

Al ithrotitic Reasoning 1.0 5.0 2.2 8.5 3.8 13.0

Ai thenetic Funciamentaft, 1.0 5.0 1 2.2 9.7 3.7 13,0

Total Arithmetic 1 0 5.0 2.0 9.0 3.0 13.0

Mf.chanics of English N/A N/A 2.0 9.0 3.0 13.0

Spelling N/A N/A 2.0 10.0 3.3 13.0

Totaf Language N/A N/A 2.0 10.0 3.0 13.0
0.1..sommimm.

TOTAL BATTERY
ramir

_ N/A N/A 2.0 10.0 3.0
L

imam
13.0

fig. 5. Grade Placement Score Ranges for the TABE
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The pretest and posttest scores used in this report reflect an overall (reading,
arithmetic, and language) grade placement based on a national norm. This is a matter of
convenience; i.e., simply to give a quantitative figure from which to work. It is

conceivable that a trainee could score around third grade achievement in arithmetic but
score considerably higher in reading and language producing an "unreal" overall grade
placement, especially, if his occupational training hinges on arithmetic skills.

It should also be emphasized that any person competing in today's labor market
would be considered disadvantaged when performing at any point on the E or M-level
range and certainly the lower range of the D---level.

learning Rate. The ratio of the actual time a trainee takes on prescribed material to
the estimated time for that material yields his rate of learning. In an individualized
learning situation, however, this measure must be approached with a great deal of
caution. Learning rates can be expected to Increase primarily due to the built-in
reinforcing elements of the individualized instruction. Even greater increases could be
expected should contingency management intervention be imposed further on the
System. However, the multitude of variables--the simultaneously increasing difficulty of
materials, learning area preferences, etc.----which can occur without and even within a
controlled environment can play havoc with learning rates. The greatest caution, though,
is against "pushing" or "begging" increases in learning rates in a program designed to
allow individuals to progress at their own pace. For instance, trainees could come to feel

unnecessary pressure to learn "fast" or "faster." Such a situation could reintroduce
traditional hazards of learning such as peer pressure, dropout, etc., which
individualization of learning seeks to avoid.

affrieney oteprienr (Li)). The efficiency quotient or ratio of the number of tests
passed to the number taken is possibly the most sensitive measure of performance in
terms of IMTS management, dealing as it does with module evaluation. There are only
two forms (A & B) of the modular tests. A trainee can conceivably take each form at
least twice (more would yield negligible results), and a certain amount of "test-learning"
takes place. The EQ will point this out handily. For example, a trainee takes nine module
tests for six modules; i.e., he finally passed modular tests for all six modules indicating
completion of same. This trainee is operating at about 2/3 efficiency, determined by
substituting in the formula, No. of Tests Passed/No. of Tests Taken X 100 EQ, i.e., 6/9

X 100 66.6% - 67%.

What does this say, necessarily?This figure (2/3 effiCiency or 67%)--designed to
be computed frequently--indicates a slight performance problem for the trainee. Staff
must examine this performance more closely as the following management strategies
excerpted from the Operating Guide suggest:
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1. Complete the checklist for aueilliary trainee tasks which do not require contracting. Based upon
checklist results, institirte the appropriate strategy or strategies as follows:

CHECKLIST OF TRAINEE PERFORMANCE ON AUXILUARY TASKS

TRAINEE PERFORMANCE YES

_,.......,....,...r
NO STRATEGY

Does trainee respond in writing to Require trainee to respond to modules
module items? in wilting and to "hand in" responses

prerequisite to taking module posttest.

Does trainee require assistance on Withdraw assistance while trainee is
module items? working on module. Refer trainee to

previous portion of module where
necessary skill or information is pre
seined.

Does trainee "appear" to rush through Spotcheck module responses for accuracy.
module? If inaccurate, have trainee correct responses

and request that he work more carefully.

Does trainee keep accurate accounts of Spotcheck module work time by record
time on the module? ing time trainee "appears" to begin work

on a module and the time he "appears" to
have completed module tasks for posttest).
Check your recorded time with the trainee's
recorded time. If differences occur, counsel
with trainee on procedures for and impor
tance of recording time.

2. Determine if the trainee will work under a simple agreement contract.

3. If not, determine and record what is reinforcing to the trainee as follows:

Have him list some of the things, activities, and people privileges that he would be
willing to work for. Remind him of his participation in the AIMS program and have
him draw on that experience in developing the list.

.. Go over the list with the trainee and cull items and/or privileges which you cannot
deliver.

(Continued)
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Often the performance can be solved without contracting specifically for improved
EQ. if the problem appears to be technical, i.e., one which the trainee cannot control,
cri-tracting for improved EC, would be pointless.

Staff are trained iri specific procedures for systematically using a behavioral
observation checklist to identify behaviors which would indicate a problem with a reading
level, the rate of development of concepts, and/or the relevance of the materials and in
developing strategies to treat any or all of the identified problems.

If the problem is identified as strictly traineeoriented (lack of motivation, interest,
etc.), staff are trained to isolate the specific index for treatment. An example of this
procedure is again excerpted from the Operating Guide:

E-4 Evaluate Trainee Progress Using Efficiency Quotient

Trainee's Study Schedule with at least five completed modules.

1. Compute trainee's EQ by counting the number of module posttest the trainee has passed
184% or betted and the number of module posttests he has taken and substituting in the
formular:

No of Tests Passed X 100 s. EQ
No. of Tests Taken

EXAMPLE: Too.
Module Test Grade T wit,

111/111111111/ Attempt No. Attempt No. ftinffill

11//I// //l

111111111111111111111_1111ENE
111111111111111111MMEMIll

Pre

111111111111111EM

1 a 3 Pro 1 2

74

3

M

NM

INIIIIIIIIIIIIIIIIIM
1111111111111111111Ma
11111111ERIIIIIMMIll

111111111111111111M

:'

ill111111111E6
11111111111111111111:111

NM ERMINE

.50 (EAU

(No. of Posttests Taken) 11.00 (No. Posttests Passed

.50 X 100 50% Ea

2. thing the Study Schedule, define the existing behaviors:

First Attempt Passing
Second Attempt Passing
or Third Attempt Passing

3. Define the desired behavior:

Criterion

EQ should approximate 100% at optimum level.
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TASK E-4 continued

PROCEDURE' 4. Establish an approximation to the desired behavior.

EXAMPLE:

EXISTING BEHAVIOR (EQ Performance) II 33% or third attempt passing

DESIRED BEHAVIOR :3 100% or first attempt passing

APPROXIMATION TO DESIRED BEHAVIOR .0 50% or second attempt passing

S. Negotiate contract with trainee for approximation to desired behavior (as specified in Task M-6),
specifying time for achievement.

EXAMPLE:

Trainee: John Roberts

PERFORMANCE CONTRACT

Date: 7/24173

Goal: EQ approximates 50% (Second attempt passing)

Immediate Reinforcer: 10 minutes free time for each test passed on second attempt OR
5 points toward longrange goal

LongRange Reinforcer: An hour off class other than the formal break

End of Contracting: When EQ for the next 5 modules is over 50%

Check Date: Friday, 7/28/73

6. Evaluate achievement promptly according to terms of the contract (usually weekly).

7. Trouble shoot (evaluate EQ for each module) during contract period using the Contingency
Contracting Checklist (Task M-6).

8. Renegotiate contract until desired behavior (100% EQ performance) is achieved.
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RESULTS

Staff Training

4,10.4811.

Orientation and Establishing Workshops. During Phase II, two separate workshops
were conducted for combined staff in each state, Florida and California. These workshops
covered a period of three days each (one for orientation and two for establishing.) The
foilowing figure reflects the number of participants for each workshop series in each
state.

STATE ORIENTATION . ESTABLISHING

Florida 14 8

California
_

29 30

Fig. 6. Participants in Phase 11 Orientation and Establishing
Workshops

Reports on the outcomes of these workshops were submitted to the project's
funding agency state and local officials, and workshop participants.

Operating Workshops. Operating workshops were conducted for each Phase 11
pilotdemonstration site. Staff from the four California sites met together for three days
of group activities, followed by two additional days of individual training at each site.
The number of participants is reflected by site in the following figure.

PILOT DE NIONSTA AT 1 ..7,1 SITE NUMBER TRA: NED

California
......

DeWitt Nelson 8

Ventura 10

Southern Reception Center and Clinic 4

Youth Training School 24

Other (CYA administrative and
research personnel) 7

Florida

Indian River Community College 8

Miami Skill Center 9
CCU participants 2

State Personnel 1

Fig. 7. Participants in Phase II Operating Workshops
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A total of 43 IMTS staff ffiembers and related personnel were oriented to the IMTS;
38 were trained to establish an IMTS; and 73 were trained to operate the IMTS. Training
dates are as follows:

Florida Orientation and
Establishing

California Orientation and
Establishing

Indian River Community College
Operating

California Youth Authority Schools
Operating

Miami Skill Center
Operating

July 18-21, 1972

September 12-14, 1972

November 27
Devember 1, 1972

January 29
February 14, 1972

March 8-11, 1973

Reports on individual workshops are available upon rent:est from the TERC office.

trainee Performance

As previously mentioned, the project was able to retrieve 43% of the data yielding
pre to post performance for trainees at 80% (8) of the pilotdemonstration sites. These
data, however significant in yield, lose a good bit of their meaning for individual sites in
that they bear no clearcut relationship to the time over which these changes occurred.

In the earlier stages of developing assessment procedures and instruments, staff were
trained to record starting and completion dates for individual modules but not by the
specific hour (or minutes) spent on the module. For example, a trainee could conceivably
start and finish two or three modules on the same day, giving a very inadequate
accounting of time per module. Also, weekends, holidays, special permission for other
activities interferred with an accurate accounting of hours spent on modules. It soon
became apparent that wide variances existed in attendance hours so that calculations
from attendance records corresponding to the starting and completion dates for modules
yielded gross estimates of hours instead of actual instructional time. Thiswas the status
at the end of Phase I.

During Phase II the timeanalysis previously described was undertaken. A form,
"Monthly Summary of Trainee Performance" was developed which called for recording
blocks of time for each component program. Not only did completing this chart increase
the paper work for IIVITS staff, but there was also no means by which to consider
performance unless the Study Schedule for the individual trainee was included. Though
capsulized here, the evolution to the use of a single instrument, the trainee's Study
Schedule, for assessing performance was a timeconsuming process. Therefore, it was
only in the last four months of the project that most of the staff began to keep accurate
and cr,nsistent records of time.
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There was a significant attempt to retrieve data on the basis of the finalized
procedures so that data would include actual time per instructional module, including
module work time, test(s) time(s), and tutoring time. Unfortunately, the importance of
the time factor still has not been equally appreciated by developers and users, and TERC
staff were not sufficient in number to retrieve the data alone. Consequently, not all sites
reported actual time. The following figure represents quite graphically the difficulty
encountered in analyzing pre to post change as it relates to time. But even more difficult,
if not impossible, is achieving any kind of teaming rate without an accurate and
consistent record of time.

PILOT DEMONSTRATION SITE
ESTIMATED

INSTRUCTIONAL
ACTUAL

INSTRUCTIONAL
TOTAL

ATTENDANCE

Atlanta X

Drake X

Gadsden X

Indian River X X X

Lively X X

Miami X X

Ventura X

YTS X X

Fig. 8. Time as Reported by HATS Sites

The four sites operating over the longest period of time (Atlanta, Drake, Gadsden,
and Lively) were subjected to more changes in timekeeping procedures, had a greater
number of trainees on which to retrieve data kept under earlier procedures, and in the
case of Gadsden, had less staff to handle retrieving tasks. In summary, learning rates,
which arc cautious measures at best, could be computed for those three sites (Indian
River, Ventura, and YTS) supplying the necessary data (estundted and actual instructional
time).

Efficiency of learning is a measure of performance during intervention via module
tests. By the criteria established for Group I data, these data were available for analysis at
the same proportion as were the pre to post change data, with the exception of Gadsden.
Module test scores were unavailable for that site.

Progress Toward Implementing the Total IMTS

At the outset, it is interesting to note this measure as it relates to implementation
of the various IMTS components. (Implementation and intentions of implementation are
discussed in a later section, IMTS Impact.) Lively and YTS come nearer to 100% IMTS
implementation than do the other sites as indicated in Table 3, though these figures are
already changing as additional monies become available. Ventura, for instance, has just
been able to purchase the materials necessary for implementing the reading component.
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TABLE 3

Implementation of IMTS Components
Across the Ten PilotDemonstration Sites

..._...._. _

Pilot Demonstration Site

COMPONENT PROGRAMS

Reath,* Arithmetic Language
upatiortal

Exploratory
Comp.
Skills

Pro
vocational

Atlanta

DeWitt Nelson

Drake

Gadsden

Indian River

Lively

Miami

SRCC

Ventura

YTS

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

x

ite to Post Change In Achievement

Because Gadsden reported only total attendance time, the basic data reflecting
change in IMTS trainee achievement from pre to posttest as measured by the TABE are
reported for all sites reporting "total attendance hours," i.e., total time trainees spent in
the L RC, in Table 4.

The most significant outcome to be extracted from these data is that 100% (67/67)
of the Gadsden trainees increased in grade level from their entry levels to their exit levels.
The average increase for Gadsden was 65%. All trainees gained at least 1.0 grade levels
and did so at the rate of .026 grade per hour.

Another outstanding reflection from Table 4 is the consistency among the three
remaining sites, Indian River, Lively, and Miami. While the number gaining from each site
was not as great as the number gaining at Gadsden, the rates at which trainees gained is
almost constant, .0076, .0072, and .0077 respectively. Again, it must be noted that these
rates are based on total attendance hours.

The data reflected in these tables are presented for the purpose of looking at trainee
performance at all pilotdemonstration sites. They are presented together as they reveal
the nearconsistency of trainee performance and not for any comparative analysis.
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TABLE 4

Distribution Statistics for Total TABE Battery Change Scores*
Across All TABE Levels (E, M, and D)

Gadsden, Indian River, Lively, and Miami Separately

GADSDEN (N = 67)

Statistic Pre Post Change % Mange
Total Attie

Hours
Grade Gain
Per Hour

Mean
Range

7.08
4.5 - 9.8

11.69
9.1 - 13.0

4.62
1.0 - 6.8

65 175.57
40 - 473

.0260

No. Gaining 67167 , 100%

INDIAN RIVER (N = 46)

Mean
Range

7.55
3.4 - 12.1

9.18
4.2 - 13.0

1.46
( .2) -( +5.0)

22 191.78
60 831.5

.0076

No. C I ng 4? 46 91",,
.._...., , , _ __ .. -.....,_-:--

LIVELY (N - 100)

Mean 11

Range

6.76
3.6 10.4

7.82
4.0-12.5

.91

(-.3)-(+3.3)
16 12u.ot)

8 - 633
.0072

No. Gaining 93/100 930,

MIAMI (N = 25

Mean
Range

8.28
5.3. 11.8

9.14
5.7 -12.5

.93
(,...3)- (+2.2)

10 121.0
40 - 226

.0077

No. Gaining 22/25 . 88%

in reference to Tables 2, 3, and 4, it should be noted that some trainees may have lost on the initial prescription but
eventually they do gain. The lam; is not claiming that there Is any such thing as teacher - -or student - -proof system.
There will be tough individuals e^d probably some unknown variables.
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Table 5 reflects the pre to post change for the three sites which reported actual
instructional time: Indian River. Ventura. and YTS.

TABLE 5

Distribution Statistics for Total TABE Battery Change Scores
Across All TARE Levels (E, M, and D)

Indian River, Ventura, and YTS

INDIAN RIVER (N 48)

.Statistic Pre Post Change % Change

Actual
Instructional

Hours

Gracie Gain
Per Hour

Mean
Range

7.55
3.4-12.1

9.18
42-13.0

1.46
1.2)--(+5.0)

n 92.25
5-411.5

.0160

No. Gaining 42/46 91%

VENTURA IN 54)

Mean

Range

7.86
5.3 11.1

8.73
5.5 12.1

.84
( .4) ( +2.9)

11 48.43
8-111

.0173

Ni. Gaining 50/54 .- 974,

YTS IN 5. 21)

Mean
Range

6.17
5.0 7.5

6.86
4.9 9.0

.695
1.3)( +2.5)

11 26.95
8-50

.0258

No. Gaining 17/21 = go%

Again there is a considerable degree of consistency among sites in terms of trainee
achievement.

The basic data for change based on estimated instructional hours are reported for all
sites excluding Gadsden (for which estimated hours were not available) in Table 6.
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TABLE 6

Distribution Statistics for Total TABE Battery Change Scores Across AU
TABE Levels (E, M, and D) Reported Separately for Seven 1MTS

Pilot-Demonstration Sites Reporting Estimated Hours

ATLANTA (N Az 81)

Statistic Pre Post Change 1 % Change
Estimated [ Grade Gain

Time Per Hour

Mean 7.51 8.27 .78 10 83.46 .0261
Range 3.1-12.1 4.1-12.7 t -.81-1+4.6/ 4-97

No. Gaining 73/81 - 90%

(N MB 56)DRAKE
. .....,__......sr_v___-_,....

Mean

Range

7.07

5.0-9.0
826

6.0-10.0
1.15

0-3.0
17 33.88

5.5-116
.

No. Gaining 45/56 = 80%

INDIAN RIVER (N z. 46)

Mean

Range

7.55

3.4-12.1
9.18

4.2-13.0
1.46

(-.2)-1+5.01

22 37.48 .0390

No ..'',. g 42146 91%

_ ___ . .

LIVELY (Ai - 100)

Mean

Range
6.76

3.6-10.4

7.82

4.0-12.5
.91

(-.3)-03.31
16 13.48

1.5-55
.0675

No. Gaining 93/100

MIAMI (N - 25)

Mean

Rd ow

828
5.3-11.8

1.

9.14

5.7-12.5
.884

1-.7/-02.21
10 37.02

5-69.5
.0228

No. Gaining 22/26 = 88%
.... ..-,...-.

VENTURA
_=_

(N z 54)

Mean
Range

7.86

5.3-11.1

8.73

5.5-12.1

.84

(-.4)-1+2.91
11 41.13

12.5-158.5
.0190

No. Gaining 50/54 - 93%

YTS IN 21)

Mean

Range-.---.
No. Gaining

8.17

5.0-7.6
686

4.9-9.0
.695

(-.3)-02.51
11 25.02

10-51

17/21 90%
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Looking again for consistent trainee performance, 89% (342/383) of the trainees
considered in Table 6 showed positive changes in achievement from pre to post.

Across all sites, there is a median gain approaching 1.0. Translated into percentage
terms, this change amot. its to about 17%. While the average percent gained is not great,
it must be viewed in the context of extremely high trainee consistency. Across all sites
91% (409/450) of the IMTS trainees increased their educational levels. Since the ultimate
focus is on the disadvantaged individual, this outcome is of great import.

Estimated instructional time represented in Table 6 varies over a range from 1.5 to
158.5 hours. The appreciable educational gains mah by most trainees were accomplished
in relatively short time periods, again confirming the efficiency and effectiveness of the
training system.

Grade gain per hour is a complex unit of measure and one not easily
comprehendable. The last column for each of the sites indicates that for every estimated
hour invested, trainees gained threehundredths of a grade on the average. Thus, the
findings with this index of learning rate are consistent with the outcomes of other
indices. Learning rate can be a particularly sensitive index of educational achievement but
the measure requires rigorous, systematic recording.

.. of the trainees entering the IMTS at a very low achievement level have reatillg
difficulties dnd cannot perform at all on the TABE. This is indicated to staff immediately
when the trainee attempts a vocabulary test, the TABE Locator, which was designed for
placement on the appropriate level of the TABE. These trainees, as well as nonEnglish
speaking trainees, work primarily toward learning to read. Once they have learned to
read, they usually score above the Elevel ceiling but in the lower range of the Mlevel
test.

From experience, TERC staff suspect that many of the lower Mlevel trainees
included in Table 7 are actually E- -level performers but for some undetermined reason
were placed at the Mlevel.

Table 7 reflects that in most instances where trainees enter the IMTS at Mlevel
achievement, the greatest gains occur in the M to D level range. This means that trainees
entering at Mlevel achievement make their greatest gains when moving up to D-- level.
The two trainees who stand out in the Indian River sample (Change Score of 4.05) made
these increases from a lowlevel (El entry to a highlevel (D) exit. Highest changes are
expected from level changes.

Again, Gadsden is an exception with highest changes occurring at the Mlevel. It
should be noted that Gadsden retests within the same level so that trainees are level
stabilized. Though no clearcut causeandeffect relationship is identifiable, this
procedure could account for the very large degree of change experienced by the Gadsden
site.
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TABLE 7

Number of IMTS Trances Gaining from Pre to Posttest
and Average Change Scores Across All TABE Levels

for the Eight IMTS PdotDamonstration Sites

ATLANTA

INDEX _
£

TABE LEVELS

E-114 EMD M MD

Change Score
No. Gaining

.30
1/1

1.45

2/2
1.00
1/1

.49
23/29

.... _____ __

1.74
10/10

_. . . __ _ .

.72

36/38

DRAKE

Change Score
No, Gaining
..,. .. .. .

I I'
GADSDEN

.60
5/10

1.70
21/22

.92
19/24

I

2.71
16/16I

CI - i- Si,11 i,

N, oditlIng

. _
I I

INDIAN RIVER

76
L.31 ,'b 1

Change Score
No. Gaining

1.10
2/2

4.05
2/2

1.00
6/6

2.25
10/10

1.32
22/26

_
LIVELY

Change Score
No, Gaining

0
0/1

1.00
1/1

MIAMI

.57
31/36

1.86

27/27
.54

34/35
=

Change Score
No, Gaining

.50
3/4

1.L0
5/5

.76
14/16

VENTURA

Change Score
No. Gaining

.38
10/12

1.73
6/6

.84
34/36

Change Score
No. Gaining

.52
13/17

1.43
4/4

Significant changes also occur within the Dlevel. Site staff have reported the
Dlevel TABE to be "easier" than the Mlevel. Empirical evidence would indicate that
Dlevel collects more trainees with "refresher" needs while Mlevel collects those
needing Initial skill training.
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It is noteworthy that the average Mlevel grade gain, excluding Gadsden, is
approximately .5. This figure is to be compared with one of .85 for Dlevel. The
proportion of trainees gaining is quite comparable at the M and D levels, ranging from
50% to 100% with a mean of approximately 88%. In other words, most trainees
showed gains that indicate a highly effective training system.

Learning Efficiency

The efficiency index addresses the question, "How efficient is trainee learning on
instructional modules?" Or, perhaps better stated, "How do the number of attempts at
module tests affect accomplishment and retention of the basic skills taught via the
instructional modules?"

A trainee who is accustomed to being tutored to a passing grade on a series of
module tests might experience a good bit of difficulty when left to his own ability, as he
would be in taking the TARE. One could therefore expect from him a loss in pre to post
change or, at best, no change.

Since t,. -;c1() is a procedure to be implemented only after failure on the second
:ittempt at the module posttest, .4.1y pattern developing could be detected and treated
befcre the trainee experiences failure in overall achievement. The only way the MATS
guarantee success for each trainee is to maintain a constant check on the trainee's
performance throughout his prescription and to make appropriate alterations to that
prescription and/or to institute treatment designed to increase trainee motivation and
performance.

The hypothesis, then, underlying the use of the EQ index is that trainees who
perform efficiently in the skills taught in instructional modules over short periods of time
have greater retention and show greater achievement over a longer period (from pre to
posttraining). Basic to this hypothesis are the substantial average EQ scores for the sites
reported in Table 8.

TABLE 8

Average Efficiency Quotients
for Seven IMTS PilotDemonstration Sites

PilotDemonstration Site Average EQ

Atlanta

Drake

Gadsden

Indian River

Lively

Miami

Ventura

YTS

88

78

Data Unavailable

70%

73%

89%

68%

78%
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All sites show trainees performing on the average at better than 50% efficiency,
with six of the seven at 70% and above. While none approximate 100% (desirable), thew
EQ's are particularly high in that staff had not yet been trained in specific techniques for
producing a positive change in EQ at the time these data were collected.

It is interesting to note that Ventura staff independently instituted a contingency
management program directed ai improving EQ. When TERC staff visited the site in late
October, 1974, a large chart was evident on which appeared the name of each trainee
passing a module test on the first attempt. A large gold sticker indicated a second, third,
etc. success. If five successive tests were passed, a different shaped sticker so indicated.
All trainees were on the chart which was gaily decorated in addition to its content. Two
trainees were obviously racing, having almost reached the extremities of the chart and
having passed 26 and 28 successive module tests on the first attempt.

Trainees were interviewed as to their individual reactions to this method of
rewarding learning success. The program took on the spirit of a friendly intrasquad
skirmish for the most part. Interestingly, those trainees who verbalized only slight interest
well quite effective in pointing out their particular status, offering full explanation
thereof. Perhaps, there is indeed a bit of wisdom in the trite, but tried,
adages "Behavi, i'aks louder than words," and "Learning S,iti he fun."

There is no implication here that trainee reoction was systematically analyzed. It is

apparent, however, that IMTS staff are establishing themselves as behavioral change
agents.

In summary, examination of the three indices of trainee performance across all sites
indicate a rather large scale impact of the systematic training offered via the WITS.
Certainly the results are tentative rather than conclusive due to the problems associated

with the developmental nature of the project but do, nonetheless, suppoft the
effectiveness of the IMTS as a training vehicle for staff and trainees alike.

IM I'S Impact and Utilization

Administrators of the ten pilotdemonstration sites were interviewed via a

specifically designed interview guide in order to survey the impact of the IMTS on the
state, the institution, and/or surrounding community. By position the interviewed
administrators include: Supervisors of Education, Supervisors of Academic Instruction,
Community College, Associate Dean, Skill Center Director, VocationalTechnical School

Associate Director. All interviewees are either directly responsible for the IMTS or
substituting for the person who is.

Interviews of the four CYA administrators were conducted by CYA/IMTS monitors
who have participated in the staff training and are knowledgeable in IMTS concepts and
procedures. The remaining administrators were interviewed by a member of the TERC
staff. A separate report of interview results in their entirety may be found in Appendix
F. This report deals with additional comments made by administrators. For the sake of
brevity here, a summary of specific responses follows.
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In exat&ning the responses, it becomes obvious that a good many questions deal
with attitude; toward the IMTS and evaluation of specific components and materials
rather than with the impact of the System. This was a highly probable outcome as time
limitations hindered the normal tryout and revision procedures to which other IMTS
instruments had been subjected. Though such information may be useful in future
refinement of the System, the emphasis here is on what establishing the IMTS has meant
to the state, institution, and/or local community.

Generally, the more positive statements come from the administrators of the older
sites who had had a longer period over which to count the benefits of the System by
collecting supportive data of their own. They were therefore in a better position to
justify the use of the System.

Fifty percent of the sample reported the ability to serve trainees whom they were
formerly unable to serve. It should be noted that while the mentally retarded and the
severly emotionally andfor mentally disturbed can certainly be considered disadvantaged,
the IMTS was not developed for these population groups. Disadvantaged must hold to the
areas of economic and education deprivation. The system has been used with mental
retardates and the emotionally disturbed on a very small scale as at the SACC and Lively
sites hut certainly not as isolated treatment. Supportive data on the results of this use are
not vet avoil

Other benefits reported include. higher grade iet:t gains for IMTS trainees than
trainees in other similar programs (70'44; a dal 3 collection system sufficient to meet the
needs of the institution (100%), state officials (100%), and the state legislature (70%);
better course decisions (70%); faster trainee progress (70%); and expanded services (90%).

It appears where there is complete administrative support for the System, there is
greater staff support. One interviewee noted the importance of an institution going into
the IMTS "wholeheartedly or leaving it alone" as all supporting resources of the
institution are needed.

In reporting promotional activities undertaken by the institution and related to the
IMTS, follovvin,1 were included: open houses; newspaper ads and articles; tape/slide
presentations made in the community; in service training for staff and faculty members;
fliers and leaflets distributed on the campus, in college magazines, and school papers;
IMTS orientations provided to educational institutions; and inclusion of the System in a
televised film of the school. Obviously, some time and effort has been expended in
promoting the System.

Significant plans have been made to replace existing programs with the IMTS. One
site will be replacing the GED preparatory program; three sites will be substituting the
IMTS for existing adult education programs; two will replace their high school credit
courses; four, remedial reading; four, remedial math; four, remedial language; two,
occupationally related instruction; one, English as a Secood Language; and one, their
occupational evaluation and guidance program.

Specifically, Lively is expanding the IMTS into two additional buildings and
increasing the number of trainees. They are already operating at night.
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Indian River is increasing their operating time to include Saturdays; then, too, are
already operating at night. They are also moving into larger facilities.

Miami Skill Center staff has integrated new individualized materials in the
Prescribing Catalog which was helpful in TERC's revision of the Catalog. In addition,
they are using academic games as reinforcing events attached to trainee performance.

Ventura is adding the reading component to their IMTS, and YTS is planning to
expand the Complementary Skills component.

At the state level, California is designing, implementing, and monitoring a computer
analysis component for evaluation purposes. Florida plans to design and implement a
statewide computerized accountability system for the IMTS.

Utilization of the IM1 System has expanded beyond the ten pilotdemonstration
sites as follows:

Florida: St. Augustine Technical School
Lake City Community College
Blanche Ealy Adult Center
Seminole Community College
Brooksville Adult Center
Beggs Prevocational Center
Big Cypress Seminole Indian Reservation

Massachusetts: Roxsbury Community College
Bristol Community College
Springfield Technical Community College
Quinsigamond Community College

California: Karl Holton School (CYA)

Oklahoma: Kiamichi Are VocationalTechnical Schools

(1) McAlester
(2) Poteau
(3) Hugo

Still another Florida site has been funded this year in addition to the six above now
operating; six more are planned for next year, including a second Indian Reservation.

The Universities of West Florida and South Florida have been responsible for the
staff training at the new sites in Florida. In addition, teacher educators from Oklahoma
State University, California State University, University of California at Los Angeles
(UCLA), and the California Division of Vocational Technical Education are being trained
to provide IMTS staff training in their respective spheres. At present, the number of staff
this utilization entails is not definitive. With the everexpanding utilization of the IMT
System, the need for a nationally applicable accountability system becomes all the more
critical.
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CONCLUSIONS AND RECOMMENDATIONS

444.811.

The long r.in(w objective of this developmental project was to increase the number
Of qua!, personnel who can establish and operate individualized system of delivery
of basic ..:medial education, occupational exploration, and prevocational training. The
objective was accomplished through a series of workshops designed and conducted for
that purpose using individualized staff training materials developed during the project.
The effectiveness of that training is reflected in the number of trainees whose knowledge
and skill levels were appreciably enhanced as indicated by the trainee achievement data.
Noteworthy is the fact that these findings emerge despite large site variations in staff,
trainees, implementation of procedures, findings, environmental settings, and
administration.

The impact, however, is conditioned by the we.:' .lesses in recording and reporting
data which have been discussed at great length. TERC recognizes that longitudinal
follovv -up is necessary for assessing the total impact of the System, as well as to generate
improvements in it.

A considerable library of multimedia staff training materials and assessment
instruments have been developed, fieldtested, revised, and packaged including
individualized instructional modules dealing with specific procedures and guides to
operating the various component programs. A number of descriptive pieces, including a
brochure with photographs, have been developed. Others are forthcoming, and a
selfdirected study program for staff has been designated to provide staff with the
fundamental concepts and technology upon which the System was constructed and
implemented.

At present, 9 coordinators, 22 learning managers, 18 assistant learning managers and
aides, and 3 clerks have been so trained. In addition, members of the Consortium of
Colleges and Universities were trained so that they could take over the responsibilities of
training potential IMTS staff in the respective states.

Effective as the IMT System is, however, room does remain for refinement. For
instance, more detailed analysis is needed on the relative effectiveness of component
programs. Reading, which is basic to other components, warrants special analytical
attention. As another case in point, guidance programs may be implemented most
effectively by a trained counselor. And, systematic recordkeeping via a time recorder
greatly facilitates the implementation and effectiveness of any system including the 'MTS.
In this regard and several others, staff training and motivation have been critical factors.

As mentioned earlier, IMTS staff were subjected to a number of changes in the
recording procedures during the development of the management and evaluation staff
training materials. Since these procedures have been codified in Case Studies 4 and 5,
most staff have reported verbally a better understanding of the procedures, in terms of
their need for having data to back up management decisions and for evaluating trainee
needs and accomplishments.

In this vein, the earlier established procedures of assigning one staff person
(preferably a person trained in either system management or recordkeeping) primary
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responsibility for collecting and coordinating data at each site is vital. IMTS procedures
are now consistent and offer vast potential in accounting for educational outcomes; so
much so that the System, as a vehicle for accountability, needs little more than
continuous updating and ti yuut for the purpose of keeping materials current and usable.
However, unless the implt-Tlentation of System procedures is as consistent and systematic
as the delivery system itself, the accountability potential will be lost.

The situation seems ripe now in several places to demonstrate the feasibility of an
accountability system based on IMT2 staff operating the System as it should be operated
and the comprehensive effect on students who had had the benefit of education. If and
when this is done, it will be the first solid benchwork done for any system. And once
this is done, the established accountability system can provide a firm base for a
statewide (for states using the IMTS) monitoring system to coordinate a continuation of
data collection critical to updating accountability, followup, and comparative analyses
of the !' 'TS and other comparable programs.

In addition, the development of the IMTS thus far points to the need far truly
individualized and systematic occupational training comparable to other IMTS
components. The one prototype occupational cluster, Internal Combustion Reciprocating
Engine Repair, which has been developed by TERC should be tried out and refined to
the point where it could serve as a model in developing the procedures for integrating
materials appropriate for individualized instruction in other occupational clusters. The
evaluation and selection of available individualized materials would be based on the
established IMTS criteria. Once materials are selected they could then be integrated into
the various training courses by correlating them to task analyses or course outlines as
prerequisite, related, or skill instruction.

A coordinated effort through the network of federally funded Office of Education
curriculum laboratories would reduce the amount of duplication of effort which has
contributed to an increase in the national cost of providing curriculum planning and
development. A utilization plan should be designed for a future project that would make
the products from this project available through wellorganized training workshops. To
make this possible a multi -media presentation should be developed for orientations to
administrators and others. In addition, printed and multimedia training modules with
simulated activities should be developed for the training of teacher educators and
instructors responsible for implementation. If these products can be developed as the
result of field test, the basic system will have been developed and refined so as to be
available as a guide for development and tryout in other occupational areas.

The direction has been and continues to be toward development of a truly
individualized training system designed to produce effectively trained personnel for the
labor market--and to do so by producing effectively trained staff who can competently
perform the tasks involved.
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TABLE A

Distribution Statistics for Pre to Posttest
Change Scores Separately by TABE Levels

for 'PATS Trainees at Atlanta Area Technical School

Pre and Posttest: Level E IN ts 1)

Statistic
Estimated Time Ratio

Posttest Change Scam in Hours (Gam per Hour)

4.10 .3000 21.50 .01403.80

Mean
Ramp

t df P

Pretest Level E - Final Posttest Level M iN si 2)

t is 1.93

425
4.2 - 4.3

5.70
5.0 - 6.4

1.4500
.7 - 2.2

26.00
14 - 38

.0558

dfa 1 p si .1642

Pretest Level E Final Posttest Level D tf1 = 1)

Mean
Range

3.10
=V.

4.10 1.0000 61.50 .0163
NNE

t df P

Pm and Posttest Level M (N is 29)

Mean 6.54 7.01
Range j 4.9 - 7.9 4.7 - 8.7

t 6.41

A662
02.0)

21.75
4-34

df 12 28 p < .081

Pretest: Level M - Final Posttest: Level D IN = 10)

Mean i
6.49 8.23

Range 4.4 - 8.2 7.0 - 9.6
1.7400

A 4.6

t is 4.14 df 9 P < .001

50.00
23.5 - 97 Map

Pre and Posttest: Level 1:11 fig si 38)

Mean 8.91

Range 7.1 - 12.1
9.60

7.6 - 12.7
.7200

(-.8) -1+2.5)
30.14

13 - 70
.0237

8.30 df is 37 p < .001
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TABLE B

Distribution Statistics for Pro to Posttest
Change Scores Separately by TABE Levels

for MATS Trainees at J.F. Drake State "I wtinical Trade School

Statistic

Pre and Posttest: Level M (N 0 10)

Pretest

Mean
Range

090
5.0 8.0

Posttest

7.40
6.0 - 8.0

Change Scnre
Estimated Time

in Hours

.5000
O - 1.0

24.50
5.5 - 67.5

I
Ratio

(Gain per Hour)

.0204

df = 9 P < -001
Pretest: Level M - Final Posttest: Level D (N = 22)

Mean
Range

6.13 7.84
5.0 - 8.0 6.6 - 10.0

1.7000 43.41
O - 3.0 11 - 116

.0392

t = 12.46 di 0 21 P < .001

Mean
Range

Pre and Posttest: Level D (N = 24)

7.75
8.0 - 9.0

8.87
7.0 - 10.0

.9170
O - 2.0

t =1101 di *2 23 P < .001

1

29.06 .0315
- 77.0

TABLE C

Distribution Statistics for Pre to Posttest
Change Scores Separately by TABE Levels

for MATS Trainees at Gadsden State Technical Trade School

Statistic

Mean
Median
Raw

t 85.42

Mean
Medan
Ran.

Pretest Posttest Change Score
Estimated Time

in Hours
Ratio

(Gain per Hour)

6.70
8.85

4.5 - 8.0

11.90
12.10

9.2 - 13.0

5.26
5.40

2.7 - 6.8

206.77
171.00
84 - 473

1

.0250

Mehl

_

di 0 50 < .001
Pm and Posttest; Level D (N 0 16)

8.30
8.70

10.98
11.10

2.71
2.20

94.13
80.00

.0290

8.3 - 9.8 9.1 - 12.2 1.0 - 5.2 40 - 188

t= 10.3238 df= 15 P < .001
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TABLE D

Distribution Statistics for Pre to Posttest
Change Scores Separately by TABE Levels for IMTS

Trainees at Indian River Community College

Pretest: Level E - Final Posttest: Level M iN = 2)
____ ___ ____ ______

Statistic Pretest Posttest Change Score
r.--;timated Time

in Hours
Ratio

(Gam per Hour)

Nlat
Range

3.85
3.4 - 4.3

4.95
4.2 - 5.7

1.10
.8 - 1.4

31.25
1.5 - 51

.0352

t = 3.4:* cif u. i p -.0330 _ __._._._____ ___ ___ ___ __
Pretest: Level E - Final Posttest: Level 0 (N =2 2)

Mean
Range

3.95
3.8 - 4.1

8.0 4.05
7.2 - 8.8 3.1 -5.0

411.

92.25
80.5 - 104

.0440

t = 4.26 df is 1 p .0 .or27

Pre and Posttest: Level NI (N i 6)

Mean
Range

5.13
3.8 - 6.1

6.02
4.9 - 6.7

1.00
.6 - 1.9

21.08
3.5 - 40.5

.0470

t ea 4.62 df me 5 p i. .0290

Pretest: Level M - Final Posttest: Level D (N 0. 10)

Wan
Range

6.64
4.7 - 7.3

9.16
6.2 - 10.8

2.25
1.7 4.2

55.95
24.5 - 117.5 -

t i. 9.0 df a. 9 p < .0001
___________ _____ ____ _ _ _ _______ ___ __

Pm and Posttest: Level El (N 26)

Wan
Range

9.01
5.9 - 12.1

10,33
7.9 - 13.0

1.32
(-.2) - (+2.8)

30.38
5 - 71.6

.0430

t ., 11.44 df IS 25 P < .001
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TABLE E

Distribution Statistics for Pre to Posttest
Change Scores Separately by TABE Levels for IMTS

Trainees at Lewis M. Lively Vocational-Technical School

'-,
Pre and Posttest: Level E (14- an 1)

Statistic Pretest Posttest Change Score
Estimated Time

in Hours
Ratio

(Gain per Hour)

COO COO
!et

0 31.50 0

t - _

Pretest: Level E - Final Posttest: Level M (N 1)

3.60 4.60 1.00 15.50
4MM

.0845

t df =

Pre and Posttest Level M (N 38)

5.75
4.1 - 7.1

6.33
4.6 - 9.0

.57
(-.3) (+2.5I

13.48
1.6 - 41.5

.0425

t = 7.33 df = 35 p < A01
Prestos: Level M Final Posttest Level D (N 12 27

6.36
4.4 - 8.0

8.21
8.4 - 10.1

1.86
.2 - 3.3

15.59
2 - 47.5

.1188

t = 14.35 df a 28 p < .001
Pre and Posttest Level D an 35)

8.28
8.7 - 10.4

928
7.1 - 12.5

.54
(-.2) (+2.4)

1121
3 -65

.0479

t-7.27 df 34 P < .001
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TABLE F

Distribution Statistics for Pre to Posttest
Change Scores Separately by TABE Levels
for IMTS Trainees at Miami Skill Center

Pre and Posttest: Level M (N a 41

Statistic

Mean
Range

t 20 df 3

Posttest Change Score
Estimated Time

in Hours
Ratio

(Gain per Hour)

6.78
6.7 - 7.7

.50
0 - 1.0

29.25
6.6 - 38.5

.0170

p -.0697

Mean
Ramps

Pretest: Level M - Final Posttest Level 0 (N * 5)

7.06 8.54 1.50
6.8 - 7.3 7.4 -- 9.1 .3 -- 2.2

43.80
39 - 48.5

df 4 p 111 .0088

Pre and Posttest: Level Co (N 16)

936
7.5 - 11.8

9.92
7.7 - 12.6

.76
(-.7) - ( +2.0)

38.10
6 - 69.6

.0189

t im 4.60 df 16 p v. .0002
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Statistic

TABLE G

Distribution Statistics for Pre to Posttest
Change Scores Separately by TARE Levels

for !NITS Trainees at Ventura School



TABLE H

Distribution Statistics for Pre to Posttest
Change Scores Separately by TABE Levels

for !NITS Trainees at Youth Training School

Pre and Posttest: Level 84 (N = 17)

Statistic Pretest Posttest Change Score
Estimated Time

in Hours
Ratio

(Gain per Hour)

Mean
Range

6.15
5.0 7.6

6.67
4.9 8.3

.524
5-.3)( +1.4)

23.71
10 43

.0220

,
- tffi5.24 di = 16 p < .001

Pretest: Level M Final Posttest: Level D ;Al = 4)

Mean
Range

6.25
6.0 6-5

7.68
6.5 9.0

143
.5 2.5

30.03
18.5 51

.0470

t = 1.91 dfm3 p a .0768
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TABLE I

Change Scores vs. Number of Trainees Increasing
HI Grade Gains at Eight Pilot-Demonstration

Sites Separately by TABE Levels

STATISTIC
Level: E --E Level: E-M

PRE AND

Level: E 0

POSTTEST

I eve!: M. M Level: M-D

.

Level: D-D

Change Score II .30 1.45

ATLANTA

1.00 .49 1.74 .72

No. Increasing 111 7/2 111 23/29 10110 36/38

73/81 or 90% increased at least .5 of a grade level on the average

Change Score L - -
DRAKE

- .50 1.70 .92

No. Increasing - - - 5/10 21/22 19/24

45/56 or 80% increased at least .5 of a grade level on the average

Change Score -
.

-
.
GADSDEN

- 5.26 - 2.71

No. increasing - - - 51/51 - 16/16

67/67 or 100% increased nearly 3.0 grade levels on the average

Change Score - 1.10

INDIAN RIVER

4.05 1.00 2.25 1.32

No. Increasing N - 2/2 2/2 6/6 10/10 22/26

42/46 or 91% increased at least 1.0 grade level on the average

Change Score 0 1.00

LIVEL Y

- .5.7 1.86

31/36 H 27/27

.54

I 34/35No. Increasing 0/1 L 1/1 -
93/100 or 93% increased at least .5 of a grade level on the average

Change Score 1 -
MIAMI

- .50 1.50 .76

No. increasing L1 - - - 3/4 5/5 14/16

22/25 or 88% increased at least .5 of a grade level on the average

Change Score - -
VENTURA

- .38
. ,.

1.73 .84

No. Increasing il - 10/12 6/6 34/36

50/54 increased nearly 1.0% grade level on the average

ITChange Score 1 -
YOUTH

--

TRAINING SCHOOL

.52 1.43 -
No. Increasing ! -- - 13/17 _I 4/4 -

17/21 or 80% increased at least .5 of a grade level on the average
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TABLE J
4011goy

Comparison Statistics of D vs. M Levels
of the TABE for Atlanta Area Technical School

______

PRE AND POSTTEST

STATISTIC i Level D D Level: M M

n 38 29

Mean CS 32 .49

Range 3.3

I

1
2.2

R/N .0868 .0759

(R /N!2 .0075 .0058

SED .1153
_

t 1.9948

df 65

P I
.022/601

TABLE K

Comparison Statistics of D vs. M Levels
of the TABE for J.F. Drake State Technical School

STATISTIC

PRE AND POSTTEST

Level: D D Level: M M

n 24 10

Mean CS .917 .5

Range 2.0 1.0

RN .0833 .1000

(RAN)2 .0069 .0100

SED .1300

3.2077

df 32

p u .0006871 or < .001
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TABLE I

Comparison Statistics of D vs. M Levels
of the TABE for Gadsden State Technical Trade School

STATISTIC

PRE AND POSTTEST

Level: D D Level: M M

16 51

Mean CS 2.71 5.26

Range 4.2 4.1

R/N .2625 .0804

01/M2 .0689 .0065

SED .2746

t 9.4444

df 65

P 1t
<.001

TABLE M

Comparison Statistics of D vs. M Levels
of the TABE for Indian River Community College

STATISTIC ,

PRE AND POSTTEST

Levet: D D Level: M M

n 26 6

Mean CS 1.32 1.0

Range 3.0 1.3

R/N 1.2 .22

(R/N/2 .0144 .0484

SED .2506

t 1.28

df 30

p .0968005 i
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TABLE N

44it0444434

Comparison Statistics of D vs. M Levels
of the TABE for Lewis M. Lively Area Vocational Technical School

STATISTICS

PRE AND POSTTEST

Level: D D Level: M

35 36

Mean CS .54 .57

Range 2.6 2.8

R/N .0743 .0778

(RiN)2 I .0055 .0061

SED .1077

t .2786

df 69

P .3820886,

TABLE 0

Comparison Statistics of D vs. M Levels
of the TABE for Miami Skill Center

1--.

STATISTICS

PRE AND POSTTEST

Level: D D Level: M M

n 1 16

Mean CS .76 .5

Range 2.7 1.0

RfN .169 .125

(R/N)2 .0286 .0156
a

SED .2102

t 1.2369

df
Ti

18

P
1 .1228
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TABLE P

Comparison Statistics of D vs. M Levels
of the TABE for Ventura School

STATISTICS

PRE AND POSTTEST

Level: D D Level: M

n 36 12

Mean CS .84 .38

Range 3.3 1.3

11/N .09 .11

(R/N/2 .0081 .0121

SED .14 -

t 3.3

df 46

p < .001

TABLE 0

Comparison Statistics of MD vs. M Levels
of the TABE for Youth Training School

STATISTICS ii

PRE AND POSTTEST

Level: M D Level: M

n 4 17

Mean CS
ir

1.43 .524

Range I I 3.0 1.!

RiN .75 .10

(R/N)2 .5625 .0100

SED !!

il
.7566

li 1.1975

df
I

19

P fl
.1221
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TABLE R

Efficiency Quotients
(Percentage of Module Tests Passed on First Attempt)

for Eight PilotDemonstration Sites Separately by TABE Levels

8141
011111181E

LEVEL
k

Atlanta Drake Gadsden
Indian
River Lively Miami Ventura YTS

E 88% A 80%

EM szy. - zo 47% 79%

EMD 75 %_

86% 79%

I>

)0
co

< 60%

M

r
r 55% 68% 98% 61% 75%

MD 90% 76%

rn

1/ 68% 74% 86% 72% 92%

D 88% 80% 76% 76% 88% 70%
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APPENDIX B

Staff Training Packages for IMTS



CONTENT OF STAFF TRAINING PACKAGES FOR IMTS

PRE PLANNING PACKAGES

A. Preplanning Guide

1. Trainer's Guide
2. Printed version of Introduction to the IMTS
3. IMTS Brochure
4. Justification Information

B.

C.

D.

a. Questionnaire
b. Concept Paper, "Toward an IMTS"

5. Description of Staff Training

a. Script for Transparencies
b. Transparency Copy
c. Samples of Workshop Agendas (Also used in

each workshop)
d. Chart of Staff Training Plan

6. Chart of Funding Resources

7. Cc mmitment Checklist

8. Application for Staff Training

Introduction to the IMTS (Tape/Slide)

Monograph: The Total IMTS

Brief Review of Project

ORIENTATION WORKSHOP PACKAGE

A. Orientation Workshop Folder

1. Agenda (Sample) [Same as in Preplanning Package]
2. Discussion Guide
3. Brief Review of WITS Project
4. Questionnaire
5. Application for Staff Training

B. Tape/Slide: "Introduction to the IMTS" (Same as
one for Preplanning)

C. "The Total IMTS" (Monograph)

D. Prescribing Exercise (Same one used for Operating
Workshop)

1. TapelSlide(Same one used for Operating Workshop)
2. Printed Sample Se

E. Ft .trodu ction

F. Suggested Floor Plans (Also used in the Establishing
Workshop)

1. Printed
2. Transparencies

64

LOi AMIABLE

ORIENTATION WORKSHOP PACKAGE (Continued)

G.

H.

1.

J.

A.

A.

B.

C.

D.

E.

F.

Component Program Prescribing Catalogs and Guides
(Reading, Language, Arithmetic, Occupational
Exploratory Manual, and Complementary Skills

AIMS Orientation

1. Tape
2. Forms

Budget Specifications for Establishing the PATS
(Also used for Establishing Workshop)

Establishing Guide and Forms (Also used in
Establishing Workshop)

ESTABLISHING WORKSHOP PACKAGE

Establishing Workshop Folder

1. Agenda (Sample)
2. Expected Outcomes Chart
3. "Boiler Plate" (Narrative Proposal)

Also needed from Preplanning and Orientation
Packages:

Establishing Guide and Forms
Budget and Specifications for the MIS
Management Plan Transparencies
Answers to Questionnaire in Preplanning Package
Chart of Staff Training Plan (Printed & Transpr.-encyl

PREWORKSHOP ASSIGNMENTS PACKAGE

FOR OPERATING

Assignments and Discussion Guide

Copy of Employability Program for Staff Training

Operating Guides

1. Complementary Skills
2. Language and Arithmetic

Establishing and Operating the Occupational
Exploratory Program (OEP)

FAM Introduction

Demonstration Recommendations



BEST COPY

CONTENT OF STAFF TRAINING PACKAGES FOR IMTS

PREWORKSHOP ASSIGNMENTS PACKAGE

FOR OPERATING (Continued)

G. Case Studies (Interviewing, Diagnosing, Testing,
Prescribing, Managing and Evaluating, and Managing
the IMTS

Also needed from the Preplanning Package:
Concept Paper, "Toward an IMTS"

OPERATING WORKSHOP PACKAGE

A. Operating Workshop Folder

1. Agenda (Sample)
2. Assessment Instruments
3. IMTS Task Assignment Forms
4. SelfDirected Study List with Progress Chart

B. Trainee Orientation

1. Printed Script
2. Tape/Slide

C. Case Study Set (Interviewing, Diagnosing, Testing,

Prescribing, Managing and Evaluating, and Managing
the IMTS

1. Tape/Slide (interviewing, Diagnosing & Prescribing)

2. Printed Programmed Modules
3. Workbooks for Diagnosing, Testing and Prescribing

D. Reading Programmed Module and Forms

E. Sample Case Exercise for Complementary Skills

F. Employability Program

1. Tape/Slide
2. Sample Case Exercise (Printed)

G. AIMS Leader's Guide (PMA Institute)

H. AIMS Participant's Manual (PMA Institute)

I. AIMS Set of Tapes (PMA Institute)

J. Tape/Slide "Programming is a Process" (Tiemann
Assoc.)

K. FAM Study Guide (optional)

L Prescribing Catalog (Language and Math) [Notebook]

M. TABE Tests and Answer Forms (CTB)

N. FAM Action Line Form (For Technical Assistance)

OPERATING WORKSHOP PACKAGE (Continued)

O. Complement.ry Skills Prescribing Catalog

P. Diagnostic Check Set

Guide to Observations and Appraisals by IMTS
Establishment and Operation

Also needed from Preworkshop Assignment:

Operating Guide for Language and Math
Operating Guide for Complementary Skills
Establishing and Operating the Occupational
Exploratory Program

TWOWEEK INTERNSHIP AND INSERVICE

TRAINING PACKAGE

(Use materials from Operating Workshop Package as references)

A. Assessment instruments Performance Checklist for
Selfassessment and Monitoring

B. P.1. Process and Products Programmed Module

1. Tape/Slide
2. Workbook
3. Printed Programmed Module
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APPENDIX C

iii TS Funding Sources
Florida California



IMTS

ESTABLISHING AND OPERATING FUNDS

for

PILOT DEMONSTRATION SITES IN FLORIDA
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APPENDIX D

.ilemhership Rosters
for the

Consortium of Colleges and Universities
and

Technical Advisory Committee



MEMBERSHIP ROSTER

FOR THE
set%4404

CONSORTIUM OF COLLEGES AND UNIVERSITIES

Dr. Herbert G. Alexander
Vice President of Student Affairs
Florida Agricultural and Mechanical

University
Tallahassee, Florida 32307

Dr. Edward T. Brown, Director
Adult Basic Education
Southern Regional Education Board
130 Sixth Street, Northwest
Atlanta, Georgia 30313

Dr. Stephen Brown
Division of Advanced Studies in Education
University of Texas at San Antonio
4242 Piedras Drive, East, Suite 250
San Antonio, Texas 78228

Dr. Robert Couch
Assistant Professor
1106 Haley Center
Auburn University
Auburn, Alabama 36830

Mr. Tom Gannaway
Extension Association
Rehabilitation Service
Department of Adult Vocational Education
Auburn, Alabama 36830

Dr. Roy Hall, Dean
School of Education
Sparks Hall, Room 129
Georgia State University
Atlanta, Georgia 30332

Dr. Edward Kurth, Professor
Vocational Education
5028 Haley Center
Auburn University
Auburn, Alabama 36830

72

Dr. Robert Montgomery
5028 Haley Center
Auburn University
Auburn, Alabama 36830

Dr. Hobdy Perkins, Chairman
Division of Vocational Education
University of West Florida
Pensacola, Florida 32504

Dr. Carl Proehi
Professor of Vocational Education
University of West Florida
Pensacola, Florida 32504

Professor Joe Reed
Department of Trade and Industrial

Education
University of Tennessee
Knoxville, Tennessee 37916

Dr. J. Marvin Robertson, Consultant
PAR DNE R SYSTEMS
Evaluation and Planning
4805 Dechant Drive
Columbus, Ohio 43229

Dr. S. E. Russell. Chairman
Department of Vocational and Technical

Education
University of North Florida
8057 Arlington Expressway
Jacksonville, Florida 33216

Dr. James Selman
College of Education
University of South Florida
Tampa, Florida 33620

Dr. George T. Stephens
Associate Professor VIE
Box 6243
University of Alabama
University, Alabama 35486



MEMBERSHIP ROSTER

FOR THE

TECHNICAL ADVISORY COMMITTEE

Dr. B. E. Childers
Southern Association of Colleges

and Schools
795 Peachtree Street, Northeast
Atlanta, Georgia 30308

Mr. Paul Delker, Director
Adult Education Programs
5082 GSA Regional Office Pudding
Seventh and D Streets, Southwest
Washington, D. C. 20202

Mr. Charlie M. Dunn
Nashville State Technical Institute
White Bridge Road
Nashville, Tennessee

Dr. Ken Eaddy, Administrator
Vocational Research and Evaluation

Function
Department of Education
Tallahassee, Florida 32314

Dr. Mary Ellis, Director
TERC, Inc.
2401 Virginia Avenue, Northwest
Washington, D. C. 20037

General William M. Fondren
MississippiArkansas Council

of Governments
Room 518
125 North Main Street
Memphis, Tennessee 38103

Mr. Dean Griffin, Director
Program Services
American Vocatinnal Association, Inc.
1510 H Street, Northwest
Washington, D. C. 20005

73

Mr. W. M. Harrison
Assistant Commissioner
Vocational Technical Education
Department of Education
205 Cordell Hull Building
Nashville, Tennessee 37219

Mr. Bob Hudson, Manager
Lockheed Georgia Company
Zone 276
Marietta, Georgia 30060

Mr. George M. Hudson, Director
Rehabilitation and Crippled Children
2129 East South. Boulevard
Montgomery, Alabama 36111

Ms. Barbara Kemp
Division of Vocational and Technical

Education
GSA Regional Office Building
Seventh and D Streets, Southwest
Washington, D. C. 20202

Mr. Nate Kinion
Program Officer
DVTE U.S. Office of Education
50 Seventh Street, Northeast
Atlanta, Georgia 30323

Mr. C. M. Lawrence
Department of Education
The Knott Building
Tallahassee, Florida 32304

Mr. W. H. Link
AMIDS, Link Enterprises, Inc.
P.O. Box 11073
Montgomery, Alabama 36111



MEMBERSHIP ROSTER

FOR THE

TECHNICAL ADVISORY COMMITTEE (Continued)

Ms. Mary V. Marks
Program Officer
DVTE Program Development
GSA Regional Office Building
Seventh and D Streets, Southwest
Washington, D. C. 20202

Mr. William J. Miller, Director
Division of Vocational Rehabilitation
Department of Health and Rehabilitative

Services
725 South Bronough Street
Tallahassee, Florida 32304

Mr. George Mu;ling
State Director of Vocational Education
State Office Building
Atlanta, Georgia 30334

Mr. Copeland J. Pace
Regional Manpower Development

and Training Coordinator
U.S. Department of Labor
1371 Peachtree Street, Northeast
Atlanta, Georgia 30309

Dr. Charles Phillips
Program Specialist
U. S. Department of Labor
Room 9112 Patrick Henry Building

D Street, Northwest
Washington, D. C. 20213

Mr. William J. Phillips
Program Officer
Adult Education
Office of Education, HEW
50 Seventh Street, Northeast
Atlanta, Georgia 30323

Dr. Felix C. Robb, Director
Southern Association of Colleges

and Schools
796 Peachtree Street, Northeast
Atlanta, Georgia 30308
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Mr. C. Glenn Valentine, Manager
Technical Program Development
Xerox Corporation
1200 High Ridge Road
Stamford, Connecticut 06903

Mr. George Wallace, Director
Adult, Vocational and. Technical

Education
Department of HEW
U. S. Office of Education
50 Seventh Street, Northeast
Atlanta, Georgia 30323

Mr. Hubert F. Worthy
Branch Director
Technical Institute Branch
VocationalTechnical and Higher
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of ton RIMIABLE
ARITHMETIC AND LANGUAGE STUDY SCHEDULE

:Trainee's Name: Manager's Name: LRC:

iocial Security No.: LED El=1:1 Program

oal: Concurrent Training:

ACHIEVEMENT TEST RESULTSGrade Placements

(Fill in Name of Test (Level & Form). Date Taken, and the Achievement Test Results from Profile Sheet.)

Locator Score:

Name of Test (Level & Form)
Date

Taken

----
Readin Arithmetic Language
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READING STUDY SCHEDULE BEST COPY AVAILABLE

rainee's Name: Manager's Name: LRC:

facial Security No.: = Program:

Goal: Concurrent Training:

I ACHIEVEMENT TEST RESULTSGrade Placements

Drill In Name of Test (Level & Form), Date Taken, and the Achievement Test Results from Profile Sheet.)

Locator Score:

Name of Test (Level & Form)
Date

Taken

Reading Arithmetic Language

RV RC TR AR AF TA ME S TL
Total

Battery

(Pre)

Post)
www1104

General Skills:

Ipecific Skills:

IDate Cycle Program

READING ASSIGNMENT

Finish Total
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Date Cycle Program

READING ASSIGNMENT

Assigned Material

TIME._

Start Finish Total

PROGRAM Cycles or Cartridges

Reading Technology

EDL
Ii
I

TOTALS

Instructional Hours Comments
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BEST COpy

COMPLEMENTARY SKILLS STUDY SCHEDULE

Trainee's Name: Manager's Name: LRC:

Social Security No.: Ejla.. =)...ELED Program:

PRESCRIPTION

Cat.
pg.

0. G P
Topic

en

Est,
Tune

Name of Material (Frame Numbers) Hrs.
Date Time on

Module Time on Test
Module Test

Grade
Tutoring

Time

COMPLEMENTARY SKILLS ///// ///////// ///////////// iiiiiliiiiiii iiiii/M//// /WM/
he/ HU HUM hillIIMMUMM/M/M/hWiW/ HAWM/M/ll ?/Ii MAW //11/11//1 Pre Post Pre Post athfiffill

I-

I

A i

_

.

A.-

:Estimeted times have not been validated; to be Included in final revision.
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WORK SAMPLING STUDY SCHEDULE
BEST COPX AVAILABLE

Trainee's Name: Manager's Name: LRC:

Social Security No.: El=1 Program:

PRESCRIPTION

Cit.
P11.
No. GP

unit
Code Name of Material (Frame Numbest

Est. °
Time
Hrs.

Date Time on
Module ime on Test

Module Test
Grade

Tutoring
Time

/11/1 ii/Mili ffffffffffifI ii/Mi////i/ iiiiiiiiiiil/ /11/111/1.'

/1/ 111/ 11,1/1/ ifif/Mirnfil Mil ////fillififfilli/Millffillifillffin /1/f HUM 11!1111 11/ pro Post Pre Post filiffilli
0-

III
II

,

IIIIII
111

.1
1111.1

0
Ertimeteci times have not boon velIdeted: to be included In final revision.
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ADMINISTRATOR'S ASSESSMENT OF THE IMPACT

OF THE INDIVIDUALIZED MANPOWER TRAINING SYSTEM (IMTS)

Introduction

Ten pilotdemonstration sites located in the states of Alabama. California, Florida and Georgia are

now operating the Individualized Manpower Training System. These sites represent various kinds of
institutions including: community colleges, vocationaltechnical schools, skill centers and correctional

schools. New sites are now being established in California, Florida, Massachusetts, and Oklahoma, The

ten sites whose administrators were interviewed include:

1. Southern Reception CenterClinic, Norwalk, California
2. Youth Training School, Chino, California
3. Ventura School, Camarillo, California
4. J,F. Drake Technical Trade School, Huntsville, Alabama
5. Gadsden State Technical Trade School, Gadsden, Alabama

6. Indian River Community College, Fort Pierce, Florida
7. Miami Skill Center, Miami, Florida
8. Atlanta Area Technical School, Atlanta, Georgia
9. Lewis M. Lively Area VocationalTechnical School, Tallahassee.

10. DeWitt Nelson Training Center, Stockton. California

Florida

The purpose of the questionnaire, Administrator's Assessment of the Impact of the Individualized.
Manpower Training System, was to survey, the impact of the IMTS from the administrator's viewpoint.

This survey was meant to reveal their knowledge of and attitude toward the IMTS in each particular
site. Some of the key operations and issues not being addressed in the Formative Assessment and
Management (FAM) effort were covered in this instrument. This report is strictly from the school .

administrator's viewpoint and does not represent actual opinions of site staff.

Design of the Questionnaire

The impact. questionnaire was designed for a small population in order that it could be
administered by an interviewer experienced in IMTS procedures, in interviewing people, and in
organizing data. Limitation of time did not allow for this instrument to be pilot- tested with
administrators; however, it was tried out on TERC staff before it was finalized. It was designed to yield
quotable type responses as welt as summaritive data. The questions were developed in a layout that
facilitated telephone follow. .ups to clarify certain points in question while organizing the collected data.

Methodology

Su/Pleas

Ten administrators were interviewed during the months of November and December, 1973, and

asked to complete the questionnaire. The types of administrators interviewed included: Supervisors or

Education (2), Supervisors of Academic Instruction (2), Directors of Vocational- Technical Schools (3),

the Associate Dean of a Community College (1), the Director of a Skill Center (1), and the Associate
Director of a Vocational- -Trade School (1). The administrator directly in charge of the IMTS site staff

was interviewed. Assistants or associates were interviewed when the chief administrators were not

available.



Interviewers

One experienced interviewer traveled to six of the sites to interview administrators. The other four
administrators were interviewed by MIS monitors who had participated in staff training and were
knowledgeable in IMTS concepts and procedures. The questionnaire was designed for one interviewer to
collect all of the data which ultimately would provide more consistent results. The interviewer had-a
working knowledge of the IMTS, and had experience in conducting interviews and organizing data.

Procedures for Collection of Data

The interviewer reviewed the questionnaire thoroughly to familiririze himself with the content
contained in the questionnaire so that he could answer any questions which might arise during the
interview. The subjects were rr,ntacted to schedule interviews. The administrators did not see copies of
the impact questionnaire until the time of the interview. The questionnaire was completed in one
interview session lasting approximately one to two hours. All sources and figures mentioned by the
subject were documented by the interviewer.

Results

Results were compiled in charts, one for each question, relating the response of each subject. The
results could not be compared to past results because this was the initial use of the impact
questionnaire. The following results were reported:

Each question is followed by the results from the ten sites. The numbers listed represented the
number of administrators that responded to each answer.

i ii In comparison with other programs (with similar objectives) for training the disadvantaged, have
the effects of the IMTS been positive, negative or the same in these are?

ADULT BASIC EDUCATION

1.1, 10 Positive

1.7 0 Negative

1.3 0 The same

OCCUPATIONAL TRAINING

1.4 5

.

Posftive

1.5 0 Negative

1.6 1 The same

1.6a 3
Not Applicable
or Unknown

Other Comments andlor Supporting Data

EMPLOYMENT

1.7 5 Positive

1.8 0 Netative

1.9 1 The sane:

1.9* 3
Not Applicable
or Unknown

The !NITS is not meeting the needs of very disturbed youths at one site. Another administrator.
commented that the disciplined and structured approach of thi. IMTS has a positive effect on students.
One subject noted that in 20 years of experience, this is the most effective program he has come in
contact with concerning the 3 areas above. Others feel that students are curious- about this program,
they discover and they like it. One administrator feels that more occupational materials at affordable



BEST COPT AVAILABLE

costs should be recommended in conjunction with the system. One site may phase out other programs
and replace them with IMTS programs. Three of the subjects rioted that the WITS was riot involved with
occupational training or employment at their sites,

(2) In coillpifig1 with other programs (with similar objectives) for training the disadvantaged, have
the 1447S trainees' rates of gain in grade levels been higher, lower or the wine?

7.1 7 Higher

2.2 ., 1 Lower
.

2.3

.
The same

-.

2.4 2

.
Don't know
or Unknown

4

Other Comnit its and /or Supporting Data

ft was unknown if ILWO grade gains were the results of "more difficult students" to work with or
some other reason at one site. Four of the subjects felt that there was no comparative data available on
other similar programs, One subject felt that observation indicated trainees become "better prepared" in
the IMTS program than in other programs. One subject beiiev'ed the IMTS showed greater gains based on

a comparison of the Test of Adult Basic Education 1TABE/ used with the IMTS and the Gates test used
iii other programs. Another subject feels that grade levels had increased "faster" with the IMTS than

with tither progtams.

(3/ Have you been able to serve trainees whom you were unable to serve prior to the establishment of
the POTS)

1 1111E111111111
3.2 111 No

Ell0 Don't know

Other Cninimmts and/or Supporting Data

Two sub oil:, Said that IMTS offered a lower grade entry level, aricf therefore they could serve
more students, One subject commented that tower subjects we:4! Set litTatiSt: it was difficult to test
and picscsilie for uncooperative students such as those in the inedpsychn" program. Two subjects
agreed that the needs of the students are better met in the IMTS program inn there is probably not an
increase M the numhri ni students served. Ore subject feels that there is an increase in those who ate
served hiN.,tust? the IMTS assists in identifying specific deficiencies. Another felt that the IMTS provided

a systematic approach to cutmentional educational services.
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(4) What is your rating of the efferts of the use of the Guide to Establishing the Individualized
Manpower Training System and dSSiStance from TERC in the setting up of your tins program?

4.1 2 Excellent

4.2 4 Very good

4.3 3 Good

4.4 0 Poor

4.5 1 Other

Other Comments and/or Supporting Data"

five sites found the Guide to Establishmg the IMTS very useful and helpful. One subject
commented that staff turnover had decreased the effects of IMTS staff training. :Another subject
commented that the trainers were very good, but that some of the forms Of the system had been
troublesome. Ho also commented that his site had to punt their own forms rather than be properly
supplied ti Oin TERC.'

aie subject commented that requests for supplies and assistance have been property met, and
when the format of the system is followed, everything works. One subject commented that more IMTS
TERC staff visits, workshops, assistance, in funding and in techniques fur securing funds from source are

needed. He agreed that more follow up, assistance was needed after staff training. Another set ject .

commented that the TERC Southeast director is perceived as dedicated and truly concerned.

One site felt tma the Guide was erroneous and did not apply to their setting, but that it was a
positive approach. It was suggested by the subject from this site that one type of .guide is needed for a

group that would include Technical Education Centers and Community Colleges and another guide for
11i#Cciliiiihit high Schools:.

Another suirjea nutted that ori the basis of the information furnished in the Guide, soine items
weir teiught ....thith did nut lend thenvielves well to the Manpower Development and Tiaininq (MDT)
situation at his site. One site let irted that to choical assistance was distugani7ed and confusing .that

thew ton many iniiiitiorls that did not result viable training.

Another stihfret repotted that the teetiiiical JY4i4;1.111Ce VAIS OXCelleht. Site problems al:e to lack of
`parr, stab and equipment previinted total implementotion Of the system.

(5) Would you recomniended the HOTS to other sr:/roofs or institutions for their usto

.

5.1 10 Yes

5.2 0 No

'Part of this stain's commitment with TERC was to furnish all sites in the state with punted forms.

This subject was the representative of a community college.
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Other Comments and/or Supporting Data

One site mentioned that the process would be more valuable if it could continue at the next
(astaeiwto institution,* Another subject Mr the concept and the system were excellent. One site felt
that the IMTS offers a structured, disciplined approach focusing on deficiencies, although it is not an
answer to all difficulties.

One subject felt that the HATS should be in all schools. Another subject related that the
implementation of the system is frustrating and hard to get organized. He related further that anyone
undertaking to use the IMTS should be forewarned.

Another site felt that the system effectively diagnosed trainees' problems for individualized
instruction. One subject mentioned that he would definitely recommend it for adult oriented situations
concerned with Manpower Development and Training (MO etc. He noted that the IMTS has
particularly answered the need for basic education.

One administrator recommended it for his state whether or not there were federal funds available
for it. He felt that further research, once the system has proved itself is not needed. Another subject
commented that the system had been helpful and recommended it.

(5) Have you recommended the IMTS to other schools or institutions for their use? If so, where?

1

6.1 6 Yes

6.2 4 No 1.

School or Institution._ . _..

Winona Birmingham, Alabama

"2. Atlanta Area Technical School - Atlanta, Georgia

*3. Seminole Community College. Florida

e4. St. Augustine Technical School - St. Augustine, Florida

5. North Florida Junior College Vocational Division

6.

-
Perry Vocational School Perry, Florida

7. Panama City Technical School - Panama City, Florida

8. Pensacola Technical School Pensacola, Florida

"Now IMTS sites.

Other Comments and /or Supporting Data

On administrator felt the entire state youth authority should implement this system. Another
commented that until his program had supporting data, he would not recommend the program. One
subject had discussed the program with other institutional reprisentatives, but had not given any
recommendat my is.

One subject recommended the system at workshop conferences at late level, to: the Southern
Association of Colleges and Schools, the Commission on Vocational Education, State Vocational

"This relates to correctional facilities in one state.
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Education Department plummet, the City Board of Education, and the County Board of Education
representatives who visited the !NITS program for information.

One administrator recommended the program to several Indian groups and to about ten other
schools. Four other subje.w. p,commencled the program in every appropriate situation.

(7) How does your WITS staff react to the Staff performance accountability inherent in the assessment
procedures of the MI iS?

Some subjects had Pcsitive reactions; they did net enjoy the time entailed in'the assessment, but
saw its purpose.

Two subjects had negative reactions because of too much paper work. One of these sites had not
fully implemented the program yet. One subject did not have a direct answer to the question.

(8) What is your overall rating of the performance of the 1M11 staff?

8.1 3
,

Excellent

8.2 6 Very good

8.3 1 Adequate

84 0 Inadequate

Other Col rents and/or Supporting Data

Staff turnover has helped prevent better performance was one comment. Also, it was mentioned by
the same subject that short term staff tend not to become well trained enough or involved enough in
the IMTS to do excellent work. One subject mentioned that terrible obstacles such as construction had
to be overcome.

One administrator commented that working with the disadvantaged on a continuous basis is the
kind of activity that is intern-we and staff need some thversion from fog term association with this type
of work.

Four other subjects were very favorable then comments of KITS staff perfor mance. It was
mentioned by these subjects that even under less than optimum conditions their staff performed well
and showed excellent Progress. Good leadership and admine.trative support were two reasons for
excellent staff 13P, fin limner at cote site.

(9,1 Is the IMTS data collection system sufficient to meet the needs of your school, state officials and
the legislature"

SCHOOL

9.1 10 Yes

9.2 0 No

9.3 0 Don't know

STATE OFFICIALS

9.4 10 Yes

9.5 0 No

9.6 0 Don't know
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STATE LEGISLATURE

9.7 7 Yes

9.8 0 No

9.9 1 Don't know or unknown

9!9a 1 Not applicable

9.9b 1 No answer



Other Com,tret?lS and irr Supporting Data

847 COI
AMILIBIE

Two subjects Jutt ? ti that the data collecbon system was t.3/111pfetlenSiVe enough for all needs. Three
subjects tt'tt the system 1,vas stittivit nt. hot that it could be improved.

One subject commented that In had used the HUTS data extensively to justify proglams for the
disathantatjed, LVO oitlt't St}biertS Wit that the program was mitt' than sufficient.

One subject mentioned that he tvrshed that state; officials and legislature would also !equity
attitud chanties,

(101 H,i've the results of thy operation of the IlifTS acet the criteria required cit v it school,
state officials and thy trgistatifre,"

SCHOOL

10.1 10 Yes

10.2 0 No

10.3 0 Don't know

STATE OFFICIALS
, .

10.4 9 Yes

10.5
Is

0 No

10.6

,

1 Don't know

Other COmmentS a!lttfor Suprorting Data

LEGISLATURE

103 8

,
Yes

10.8 0 No

10.9 1 Don't know

10.9a 1 Not applicable

One subject not suit what results were required by state officials of the legislature. Another
metifioni that o met' this program is -Untie! Sttlt,if by the State d they would see the need for it in
othe, Another-adrnitsistratur mentioned- that the results of the IMTS. are better than- most of the
structured programs.

(11) Has the lIVITS affected other activities of your school in the following areas?

11.1 8 Tr.sting or Evaluation 11.6 2 Programs Terminated

11.2 6 instructional Technology 11.7 4 Programs Adopted or Expanded

11.3 8 Individualization 11.8 0 None

11.4 5 Flexibility in Scheduling
.,
rt

11.9 Other Program Modifications

11.5 n, referrals :1Service Orientation,
specify):

Other Comments andlor Supporting Data

One administrator explained that the IMTS was primarily a restructuring program. At one site, a
computer insmiction lab has been added; one subject commented that shop instructors have learned
individuzifitation from the IMTS. Another site plans to add baibermq and nwsinq because students can
quickly acquire the needed basic education skills through IMTS.

One subject mentioned that the first impact of the system was negative. He commented that it had
been no easy task to incorporate the IMTS. But, programs have been combined with the IMTS.
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lor con AvAkeu

Some other modifications mentioned include: diversification of shops, modification of the school's
Orientation and placement programs, dna 2114.! closing of all other basic education rooms except for
one to out? tutormg,

11?,/ 1- Mich of the following components of the HOTS dues your school use or intend to use
Give reasons for eath cninpownt not in use or not intended fur use.

Use
Intend

to Use
IMTS

Components

12.1 10 12.6 0

Language and
Arithmetic

12,2 8 12.7

,
Reading

12.3 7 12.8 2

. -
Complementary
Skills

12.4 4 12.9 1

Occupational r

Exploratory
Program

12.5 2 12.91 2

Prevocational
Program

Reasons for not Using or not Intending to Use

Language and Arithmetic No reasons listed.

Reading Ore' site has a non IMTS reading program. Another site is considering a reading
program, but not necessarily that of the !MTS.

Complementary Skills - One site has not been able to Trt organized for the Complementary Skills
program. They already have a specified state project for this.

Occupational Exploratory Program One site has not been presented the OEP and would like the
program if money becomes available to fund the program. One site has insufficient money to
fund the program ar,d is not too heavily into vocational programs. Two other sites have not
had this program presented to them. One site has no available program to make use of the
OEP. Another site has a specified state project for this.

Prevocational Program - Two sites have not had this program presented to them. Another site
would like to eventually pursue this program. One subject commented that there was not
enough time or appropriate programs at his site to use this program. Another subject
commented that they were not in prevocational business. Another site intends to use this
program as soon as space is available. One subject mentioned that his state has a specified
project for this.
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Other Comments and/or Supporting Data
UST COPZ AVAILABLE

One administrator mentioned that components may be modified to meet the needs of the
institutional program. Another subject realizes that the Reading Program should be added and the
Prevocational Program should be explored. One subject wished that his site had an assessment period of
two or three weeks for the Prevocational Program. Another site lacks staff, space, resources, etc.,to add
any additional component programs at this time.

(13) Are the ongoing costs of the FASTS justifiable as a result of fewer gouts, better course
decisions, faster trainee progress or decreased cost in service to special problem groups.

13.1 3 Fewer dropouts

13.2 7 Better course decisions

13.3 7 Faster trainee progress

13.4 2 Decreased cost in service to a group

13.5 2 Other (specify)

13.6

-13.7

13.8

13.9 1 0 No

Other Comments and/or Supporting Data

One subject commented that there may be more dropt,uts, but the cost is about the same. Another
site has more dropouts due to the fact that during initiation of the !NITS nonamendable students were
dropped. Also, due to the present small number of students, cost is increased.

One administrator .mentioned that the MIS is doing more for the same cost. His institutional.
setting (correctional) makes the question of dropouts not applicable.

Another subject could not answer this question positively at this time. One subject described the
IMTS as a key program for students who would otherwise be dropouts. Also, he commented that
student progress is much faster and this is believed to decrease costs. Another subject reported increased
enrollment due to IMTS.

One administrator reported that he was getting more trainee progress for the dollar, but operating
costs are more. Another subject commented that the WITS meets the needs of students needing remedial
assistance.

Another comment was that there is less need for re training or additional training after trainees
are placed on jobs.
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(141 Has the IMTS replaced or are there plans to replace other programs such as:

14.1 3 -, Adult Basic Education

14.2 1 General Educational Development (GED)

14.3 2 High School Credit Courses

14,4 4 Remedial Reading

14.5 4 Remedial ,Arithmetic or Math

14.6 4 Remedial Language

14.7 2 Occupationally Related Instruction

14.8 English as a Second Language

14.9 'l Occupational Evaluation and/or Guidance

14.91 o Other (specify):
,

14.92 2 No

Other Comments and/or Supporting Data

Two subjects have no plans to replace other programs at this point; they did plan to incorporate
the IMTS with other programs.

One subject mentioned that the !NITS has replaced Adult Basic Education so far as MDT is
concerned. He mentioned further that a weak point in IMTS at his location is the lack of bilingual
materials. Some IMTS staff should be bilingual (English and Spanish speaking). Another subject
commented that the !MIS has contributed to the establishment of other programs such as occupational
evaluation.

(15) Has the IMTS enabled you to develop other programs, expand services, increase enrollment,
or make other improvements In your school's program?

15.1 3 Develop other programs

15.2 9 Expand services

15.3 4 Increase enrollments

15.4 0 Other (specify):

15.5

15.6

15.7 0 No
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8131 co r
Other Comilients aullior Supporting Data

Dvvelop otogranTS OtIt' Stiltte'CI menhoned that the ;IVITS enabled ciivetsiticaitiott of
.trocatiunal teurforInS.

NOsititt (Jul. sett' ItLio.. t.s 1}1.it', .4e1411t te 1.0 st.s1t Us to the vvutk sdnipt 1.ib, Anothet
sAtik.'tlt oicotioned that tkitonal .tint tier pIkti..p.itllS h.svt' etkpailtlett

At Jnutnei the !NITS rattstti uhantle ftt tilt whulr concept nt s,1,,TUICI'S. 11 VO.11)1t!tt thOtt)

let 4'11.1Ottl thrft# etclev.en,,i system tot elatc(i ttdsnintt. Flxibtlny to schetfolnui has enabled
then) Iii SciVit rs ettterl'ittIV in at Oting.it'l 01 voC.11104411 st,t1tOEfS.

Ont sohivel it.lated that ain't stotiont,".had completed certain }Newt thvd tttttt511lrs oo
the stude,tts yvell., t'S.V.Ittli'd Int bt`tIllj .11)1C to sett:0 gsnes, tAtta wading, ute. that they would
1'1.1041. Ailunt, sublect tnenttotted that the IMTS pluvIdt,, tof vu:ational cutu

l '1.,.e*,!' enTellttit'n1., One t,ohlrct comm voted thot lsiu to the WITS ht% eitStitttti0O COLI1(1 Oktt
critolo titadt. tc,hlwes. Anothvt soigt.ct mt:ohootd that tttiollment Increasoti' to

trot:mist! of thy IM rs, but than iltott,wly 1'.31110 to the' instal/IWO to tear)
St:Itio. Aitotho stilltct pt Crift.ttql that H1051111011 M)ligli 111410.1SC it) thL

short fowl ti,erewe'lr t- ,heel ,11)10 to etroteteLet. ro the }NITS at Shot next mslittlift)floi setttng.°

164 II arty pftsr?ltnitinal jtivitiCS have been rwpiernemed which are fl'hifeti to 070 Min, list
them.

1 T4',10 stibioch Nat'l" 110

2, ()von

.1,5% alui .11ttis

4, T,Ifi= pteNcrtatittits in the cutrunttrilty

J.

ISCItOok and OttlatIttatttnts1

St'f VIVO lf Alf M1ti of %toff and tavolty owl/4),w,,

CostOt ; ,11'11 St,lt ' tio.11(1%. ,14V,IP"'Or".0.

1. 1-.51,1,1?)C5 ic,ietlt., ter tri. ctive9. out of, I ampte, and III thr conetnenbt

3. Cutlery! ITI,Itte,liitles .1t1(1 SChttOf thittet-S

9. St a !trip pliniu)to thr 51) ,1111

10. 0,10111.1tiOO filstittitiOt'S legittGetio11.10

1 1 . 1 el,.3/40,,i0O ,chtiot Ill :41151mi IMP;

T1W. Cottlitleflt apphed to a coin:Clio/hi, tylstitution.
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BEST awuvi,ILAgLg

ew1S fP. Of I(7X( ,Vit& 10 :h /MTS kh

fQU .'VflS$*T 10 tfl iflt.

On k ,i. th s th' t dtiatm and tht tt'achtts Oearninq
I ...Ttity it'.t ttV' ii its tit1cffl. '.t all . .

Anotht tibt hift, th,il p*sbk nv nt.fl i4tttd lo the IMTS put w but t.xh*r to the

st:u t t)t J cum;u ehnsive sylfl.jtc t,ach to vtatio educa?ton into an tlstmg piutyanl.

Ont ackmii port.il ffia( flw slaft ct'll tdy. tuwtud.by MTS' Ittet wlvtm.nt of ttorioq.
Th' abity . to. it up and s*ut i a study hedulv whtch can bt? contit ntud tn his ,u

ttituttt4t ctTif1q ha bii hdUId 'l this ut .

: A.thii. .ti'rt xI3ainIt. Lttat -his Jd tn .t'vt'tuaH 'xpand then ptuiJtaflt to clud* aH

st*d-ios. Th4y lssio h I'atIV d;tt.tcd ttadt'as qnintutp tr'duc. .

I hi tinnvstt tttu f oi ii t.i3rr( i Ii nl institution n&iti d Lh it ttle..st ethjttoriat pi oqs am hid cøtm.

ii t' l;;Ifl Iti tti'c (:LIts4d ioph. u-nU' to tO t ihc JMTS ria'n. This systktn t.11tphasi7O

ndlv4dLw 1', ti-in atid hirir nit -t-hi.' iiit tnci' of. nLdI-ang itt 1cii.S. But, tht Iiitutt nf tttt
htur t ocks 1 tiiinl dtt:tte, 't.AOi 'iris .

suhjii t itoti Thai I'tis iisto'nidui' ttI .he tii .ttt)t-ttt thi *nttry4t'W. t,9.

,jl.lgi t!tl tot t gthttttg .,t it $t 1fl1on. This tj &ti;utasit', i. oo Titnt t:onsuming

Oft ut,'t t tiuti'd that it 4s ilTipultarit thdt ,if tof qo into ttw IMIS whofrhLdltLdly ot

t ,knw. Ont' ttI' to ost aLl St pintniq ttsturtes o$ hi' 'ns'ttutiof. He $iets that tt ç Irnpot-t4nt to

ai ps-iis vhii o' to he c octi,ni'd with tho SVSt'lfl. The fMTS hs hiiped.ffi tilStttuietul. The

IM.TS p oli1i'tn t aU. Tho sysltm. s tq7f. , pt-tot pirjr,nn.. Student

JSI'SS1T1$*'t 15 h.ud Ott ttv 11O'.aI ut Itw i$,,tt at J 5l?'; .fl.t' #00 lflJfl t(Ufll to 1,11 OUt., q.11'lLI #h&S s .

t. Thr tathjt't:t ,it'.t i id a iii St-ti' L>'itii .flM!Itt of Pt0, d* suit tti&

y;tlr ,f i)ufl tii( I14', sySlliIfl.

I'SJt(flht '.Iltlft $vIt ttt VV3TS ic thu 'it&st Uiu.q th it uie, h if?flCCI to adutt basic

Ihi 'J i'il ii,tl ? it ii ' ilidif Iii' t t i'iiqtttu't i.f.I. h&tt 41 l W liii' Vttututs Jtf*'i. Ht

.*itet tik ;s pT c.rhrii i. talc I(' $0! atti nt,tl a' 'as s a uith itid l,iup.

is' i I. 0 that I h 1MTS . v ,* t'tiiutii 't and stqud,t:ant in itqt .itfl . Hi' said iminy pi'npl,,

Ti, vi'1 itis 'n ,t s hin'j to Ihi' ii qi ,uni hut thi' isi lots at r arri,,noufatd vht'n

puitifr. Hv ,itldl.'d th.st Titi: nI ti ji 'fr , t tint cit ftc Thtits that tnkt's this ;n ot am wink

':'. it ft .in t'ittidt' sl..tff phcitoqraphinq. itC., ar' diturhr.

,I i ttJ ii nf flw mnst stj';iti,i it p't$tbms sit the sy%tem wac hw the
- - i' .'1 tit;tni 'ii ' to h' tuni kd. fltu fMTS ta$l it'ts' uotit'teul t' tippot iativt' staff. alkiwntq qi

fsihitty .il p'* at-u ii - Thp ,ujntiii;sti twit is iiLt'il ,.ibvut thi' it-i ciqittn, hu' says Ihey ippot t it and

a it th,:o'fuu t', i illt"i .lalf tiaid to Si4)IIt t th& IMIS plctanl.

-

. :
11w srttcrvii,w.r tn,ti'd thtt thci it0svitwev tjave #1w ii rytewer a thorough &)fitIIeitt-Ofl to the

-;
school, d tour of the factlitn, etc. Ttm jiimiii*stiato, iKkIeCI thtt i qtet amount of time s spent in

-

such ,ntetvtews and in completing tIti tuinflatles, etc.



ft. was-evident that the tiSe_' structure of this questionnaire had roont,fo riMprotternent.,
Should be noted that all,'subiecti wen! able to respond, to all questions, One Shoutd attain be rentinded of
the'rlifferenOts in iteS. $etteOf thesediffetences pertain to number'and qualifications of staff, traineit
servedlay the system-, ,environmental. setting, of each site! enhipontall3 of the IMTS used in cad, We,
funding of the sites, ctimponents of the IMTS used in each site, funding of the eites;and the length of
time each site ilas6tien.in operation. .

.

stiggestions,,,fee.irtioroVentent of the IIVITS itself should be ,,useful in the future to help further
reffne. the sYgein- Prinlerily., the administrators of the cider - sites, had the most positive reaction to the
system-. They,had been able to see the rev the system and to collect supportetive data at their
iitilivirlegi sites tetr.justily the_ ese.of the ivite.

sever,) cif ,the. sch-otili pr instifotion$ tnentiolleci who had the IMTS recominended to are nes,t1
`sites Actually thirteens new sites have bet it approved.,and staff arenoee being trarned.foe Operation.,

It should be n.oted that the IMTS developec 'foe use ,with the, disadvantaged, but not the,.
mentally, :retarded or severely emotionally. or islittarly disturbed. youth or adutt.,.Tie IMTS; has
used with- some trainees that timid be classified in .these categories, but supportative data is not
available,

Continued use of this questionnaire, with administrators of new sito would be suggested.. ft wassa
helpful jiistiksenent arid could, be used to idoiltity weak and strung Points in the offs. The questionnaire
could be improved to seree as a more effective instrument. Results of additional use of the questionnaire
should be compared wit!': tie results rOPPUrted in This paper.

In addition to the impact data collected via the inter-Views with administrative staff, More recent
reports f: um the sites include additional expansion and utilization activities.

Two additional buildings are being constructed at Lively in Tallahassee to accommodate their
exp.insion of the OATS. They expect to have an increase in the number of IMTS students due to their
substituting the OATS for their traditional adult basic education plug:ans.

At Indian River Community College, they are increasing the time the IMTS will be open to
students to include day, night, and Saturdays. They, too, plan to move into larger space.

Miami Skill Center staff have been quite successful in Integrating new programmed materials in the
Prescribing Catalogue and also in the use of academic games in contingency management.

In California, Ventura School plans to add reading to their present OATS facility and have already
started using the EDL component. YTS plans to expand the Personal Social Skills component.

On a statewide basis, Florida is designing an accountability system for the IMTS. They have six
new sites presently in operation, including an Indian reservation, One additional site has been funded for
this year and -six mow are planned for- next year which will include a second Indian reservation:
California is designing And iritiatinl a statewide monitoring system and computer program for evaluation
purposes.
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