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REHABILITATION ASSOCIATE TRAINING
FOR EMPLOYED STAFF

MODULE: RA-1 Systematic Instruction

- DESCRIPTORS: Sysfematic instruction, goals, obfectives,
data, behavioral observation, task analy-
848, progham plans, behaviorn principles

OVERVIEW: Systematic Instruetion forms the basis for
all of the Rehabilitation Associate train- "

ing program. This model emphasizes clear descriptions
of goals, the direct teaching of skills and evaluation
of progress on a regular basis. Students will review

~ the Systematic Instruction process, including goal-set-
ting, behavic—al observation, task analysis and the use
of the principles of behavior.
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Objectives

Introduction——==s=s—s—amscssssaac—— . ~=x

Defining Systematic Instruction-—— - =ee———m—- = 9

Components of Systematic Instruct itoni-—- ——- . . —=—===10
1. Assess Skills——==m—sssm——— <= ce=m—seem—ee-ll

2. Determine goals & object:
3. Task-analyze the skill- . ——
. Choose a behavior measure -a-é~§egaa-_j§=g_=__15

4
5. Measure the baseline 1 ele—- = cmmmmem e :
6. Assess the anvironmente——-—=sm=miwe——-
7. Establish & write an instruetional
procedurge———=——==- ——— = e e e e e
8. Implement the pragedure —= - i
9. Modify the program—————c——ce—a—cmemaccnoooa—c
10. Establish maintenance & generalizatian
PLOELAMS——————— e — e m e m e s mm e
11. Communicate the resultg--——=—-—-
Setting objectivegs—=—ccc=-- - -
Long-~Range Goals - —— et e
Short-Term Objectiveg——==—-- - S
Principles of Behavior- —— N —
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eps 1n systematic instruction.

Degcribe the role of the IPP in systematic in-
struction.
Determine whether or not short-term objectives

have been written correctly.

[ng

ceacons for gathering baseline data be-
fore implementing a program.

 Determine behavior principles being illus
in specific situations.




Test. Will be given 10 short-term objec-
to make determinations of.

wClass Test

Test. will be given hypothetical situa-
s identifying behavior, procedures and Effagt
and must make determinations.
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"'gengy Medical Technicians are instructed to fellow the =
"A-B—C's" (Airway, then Breathing and then Circulation) id

¥ Hsny prgféssiéns fnllcw what can be ca
- ating procedures" which outline genéral s taps to follow i

‘accomplishing their respective tasks. For example, Eme

‘establishing priorities for treating accident victims. -
Mechanics, surgeons, construction workers, etc. all have
'genaral guideliﬂes ta follow which ex?Efiénce has shaﬁﬁ t

Syaiemai&g Instruetion procedures are the 'standard op
ating procedures' for behavior technicians. They are
'steps and guidelines that experience has shown to be mos
‘effective 1in client training. As in the other profes-
'sions, they are general procedures around which more de- .
Zailed principles are built. They provide the framework -
arcxum:l which to do good. training.

This module is an introduction te this format for client
Eraining. It will provide you with a basic understanding
pf the important features of Systematic Instruction, in- =
cluding what objectives should look like, the purposes of

Fask analysis and data collection and the principles of

Completing this module will not make you an instant exper
f the above topics. The module is intended only
uction, a chance to learn or review some of ..
and language needed for this as well as othe
training courses. Movre detail on specific components is-
covered in other modules (i. E., Task Aﬁslysis, Behaviér
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fWe ‘have given names to the steps, or components, of the
‘Systematic Instruction process to make it easier to commu-
-nicate. Don't worry about the name; look at the function
“of each component. You may find that you are already us-

ithing else.

,The first . thing we ought to do is describe what Systematic

ferent clients are .working on different objectives and
have different needs. Systematic Instruction is nof a set
of procedures that will automatically get every client to
follow directions and work hard. Again, you and I both
now that different clients work for different reasons and

no one set of mgthadsworksfar EVEryone.

Well then, what is it? * Systematic Instruction is a
philosophy and a process. A It is the philosophy that
when someone has =a bghavlg§* roblem or handiecap, the best
way to deal with it is to directly teach or improve skilis

;- needed to overcome it. It is a process that leads you

through a series of steps to ask the questions and make

the decisions which will lead to the most effective and

Fieient teaching procedures for your clients.

2ing much of this process, although you may call it some-

11 | 9

¢ Instruction is rof. Systematic Instruction is notfa curric- -
:_ lum or set of materials. You and I both know that dif-



Whatever yo=ou call it, Systematic Instruction includes th
5z

l As=x0s4 sRilLs which the client has.

N Usce the Individual Program Plan (IPP) process i
destemmine the Long-term goals and shont-team ob-

— jec=tives necessary to reach the goals. :

Whezre the shonrt-term objective {involves £ewbuzg
a) ot Amproving a skill, task-analyze the shill int
 {l== necessarny components. '
Cheoose a practical and useful way Lo measure the
K beFav.ion.

SM@Ma the behavion to deteamine its baseline
LS Lo _vel,

Asz= e85 the environment in which the behavior 4is°
N to be used. '

7&&@&&& and wiite an Lnstructional procedure.
81m;:£emem: the procedune and assess its effect on
J bef==av.ion, ‘ '

9Mad€_ﬁy the plan if necessary.

7 12
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19 Establish proghams Lo maintain and genenalize
AP the Learned shill.

11 Communicate the nesults to people who should
4 know. :

ALE that's well and good, but
Lt seems awfuilly Long and what
does A;;f all mean, anyway?

= When a client enters vyour facility,
s/he already has a label pinned oni
netanded, Low functioning, mentally
LeL, aleoholic, behavion problem,
——=4 physically disabfed. The list is al-
.'gf:' w wost endless. What does the label
& g tell you about the client's skills?
5% Not much. You have probably seen
Y the severely retarded client with an
I.Q. of 28 who can't talk, who £ooks
i 8l sgeverely retarded, but who can per-
= form all necessary hygiene tasks and
| who attends to his assigned tasks for
long periods of time and works con-
scientiously and carefully. You may
—————————————= have seen another client with the
same label who can talk, but she wanders around aimless-
ly. 1In order to know what to teach, you need to know
the client's skills, strengths and weaknesses.

1)
13




Remember in assessment that a skill deficiency does not
mean a limit (except in clear ~ases of organic problems,
such as blindness or loss of limb) A skill defieciency
y Thus, as-
sessment is not for the purpﬁse of discovering limits, nox
is it for assigning people to jobs within their present
capabilities. It is for finding out what skills clients
still need to learn and where to start teaching

A shill degiciency shows
the assesson where fo stant
Zeaching!

If your agency is accredited, it al-
2 ready has a procedure for r preparing -
f goals and objectives for clients.
This is a transdiseiplinary proce
ure in which the eclient is involved -

‘¥ least one staff mem-
objectives . 2 ber. In additian, parents, ther-

: i : rs and other staff !
members may be part of the team.
Goals and objectives are determined
by the team. They are negotiated,
not dictated.

¥l
[p

The goals and objectives should be !
based on the assessment of the cli- !
5 v es. Lang—term goals are the guides by which
staff and Qlients determine where they are going, They
ide a consistent viewpoint for developing programs, .
gblish ent of long-term goals is like taking a

trip. First you figure out where you are; that is the 7

purpose of assessment. Then you decide whe.& you want
'arta go; that 1is the purpase of long-term goals. As
- SMager (1962) said,

_154
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I4 you don't know
where you are
go4ng,

and not even
krnow .it!

you're Liable %o \
end up someplace
efse

e “ - : = 14 7 AR e —
When you teach, the assessment information tells you wheie
you are. The Long Zewm goals describe where you are going.
Where you are going is the business of the IPP process.

The goals are determined by a whole team, not by any one
person. The client and, if appropriate, his/her guardian
describe what they want the goals to be., Therapists and
other professionals propose goals which they feel to be
important. The instructargftraiﬂérsfsuparvisars who work
with the client each day tell what they feel are important
goals for the client's daily functioning. Then the whole
team negotiates and sets priorities which will guide the
rest of the Systematic Instruetion process for that client.

From the long-term goals you need to establish short—term
objectives. Short-femm objectives are those behavion
changes which need to oceur on the way to reachin g Long-
Lexm goals. Short-term objectives are usually those which
you think can be reached in about 90 days. They build on
each other on the way to the long-term goal,
Long-tenum goals Shont-term objectives
describe where are the behavion
you are going. changes £o be made
, along the way!




The clients we deal with often have
great difficulties in learning new
skills. Many of the skills they are
to be taught must first be broken down
into small, teachable steps. These

M\ steps must be sequenced in both a
3 logical and effective order. Foi
exampfe, the task of bolting two
metal pieces together might include

4% steps of picking up and orienting one
dk% piece on a jig, picking up a washer,

" putting it on a bolt, putting the boly
through a hole in the metal piece,
picking the piece and bolt up, pickin
. up the other piece and putting the hoi
in that plEEE over the bolt, picking up a lock washer and
putting it over the bolt, picking up a nut and hand-screw+
ing it on the bolt and tightening the bolt. Of course,
this task might be broken down into more steps for a par-
ticular client or may be taught in only three or four
steps to another client. Other behaviors such as self-
care and hygiene sgkills, recreaticn skills and even so-
cial skills such as greeting a person can be broken down
into teachable steps in just the same way.

There are several i=2asons why task analysis is useful.

Task analysis makes teaching easier. .It allows instruc-
#tion to be adapted to the individual client's problems,
barriers and skills. It provides an objective way to e- -
valuate whether the teaching is working. It makes it eas#—
‘er for another person to continue the training in other
settings or when the usual instructor isn't available.

ong instructions and confusing demonstrations. Then we
complain that the student is tuo retarded to learn the .
skill. There have been many demonstrations that handicap=
ped clients can learn very complex skills if these skills
are broken down into a consistent and clear set of simple
skills. Then, each simple skill can be taught and se-
quenced in a chain. When the chain of simple skills has
been learned, the complex skill has been learned.

é‘ ‘kMak_eé teaching easier: 1In teaching, we often give

14 16
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T v o - KA~
Allows individualized instruction: Task analysis
shows the instructor the steps at which the client can and
cannot succeed; it clarifies what subskills the client
has yet to learn, i.e., what skill must be taught., It al-
so allows clients to wor!- at their own rate of progress.

Evaluation: Task analysis provides one way to measure
a client's progress toward short-term objectives. Pro-
gress can be measured in terms of the number of steps
which a client can do independently or in terms of the a-
mount of help a client needs in order to complete steps.
This type of evaluation is much more precise than simply
measuring the complete task.

Allows consistent thaining: The task analysis makes
it easier to communicate exactly which steps are being
taught and how they are being taught.

Because of these four advantages, it is often useful to
task analyze skills to be taught. This may occur before
or after setting the short-term objectives.

Task Analysis:




— . |You will need to determine how to mea-"
4 sure the progress being made by a cli-.
| ent. There are several reasons for
Choose a measuring behavior. The first and
Sehavion §=ifmost important is Lo help you make de-
Leasuwie "™, cisions on the teaching programs
you are using. Regular, frequent
measurement of progress will show
f you whether adequate progress is be-
ing made. If it .s, you continue the
program. If it i. not, you must re-
===] vise either the program or the objec-—
tive. Fon example, if a client has
learned all but one or two steps in a
skill but has made no progress on
those steps, you may decide to break
those steps into smaller steps, to provide rewards for
those steps, to temporarily pull those steps out and teach
them intensively or to revise the method by which the per-
son does the task so that s/he does not need to learn
those steps at all. It makes no sense to waste weeks of
training only to find out that a client has not learned;
regular measurement of the behavior will point out lack
of progress early so that you can change what vou are do-
ing. Regular measurement will also show you when you are
making progress so that you do not stop using a teaching
method that works.

=

Measurning progress helps you make
decisions since you can tell if your
Leaching methods are wonking!
A second purpose for measuring progress is accountabifityg
Accountability means providing documentation That you are
doing what you say you are doing. If you establish a
training program, you need to show that the training pro-
gram works. In other words, your agency is being paid to
do a job and must show that it is doing that job at an
acceptable level. This does not imply that an agency can
or should be successful in training each client on each
objective. It simply means that an agency should docu-
ment the progress that it makes with clients. :

Measuring progress provides” -
documentation that you are

accountable.! e

18
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- Communication among staff, parents, clientgaigd Lthef
agencies is a third purpose of measuring behavior. When
- a client asks, "How am I doing?" or another staff member
asks, "Is Jonn making prnogness?" you can show clearly how
well the client is doing.

Measuring progness aids
communication among stadd!

Finally, measurement of client progress is nequined by
‘acereditation standards. Although these standards vary
among accrediting boards and surveyors, they all require
- at least periodic direct measurement of progress on short-
term objectives.

Accreditation standands™
equine measurement of
progress ! :

Some people see the measurement of behavior as just more
paperwork. After all, aren't all agencies already under-
staffed and buried by regulations? Collecting data on
progress does take time, but it also prevents wasting time
on ugeless or harmful teaching and supervision procedures.
Because collecting data takes time, you should follow

three principles: I P e
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Data are for using. I§ you take fidiicl use the
rta. If all you do is file it, forget it.

hen taklng data, ude the behavion measwre which

gives you the mﬁamag:mn you need. If you are
interested in speed, use rate. The most common g
dimensions of behavior are accuracy, proficiency
(accuracy and rate combined), speed, duration and
la enﬁy (13§§n255) Aﬁather ﬁritiaal dimenginn

rf'i‘
[ Yl5e the easicst behavior measwre you can f4ind
M that sill tells you what you wmt to know.

18 20
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After you have chosen a behavior mea-
sure, when, how often and for how long
the behavior will be measured and who

Measunre | will collect the data, you begin tc
the Zhgactually do the measurement. And this
baseline F o 48 very dmpontant you begin to mea-

Level i¥ sure the behavior before you ever

try to do the training program for
that behavior; i.e., you take base-
‘I line. VYou begin collecting data on

§ how accunate, fast, proficient, Long
on fate the behavion is even before
you trny Lo change if.

- "Now wait a minute,” you say. (I know
you are reading this somewhere and I'm probably in my
office or maybe at home, but I can hear you say it.)

S

Now wait a minute! \;‘5
1 don't have Zime fo mea- =/
suwre everything and any- =\
way, why should 1 measwre
a behav.iorn T haven't even

stanted working on?" Sssg
—

You are right. You don't have time to measure all the
objectives for all your clients every day. When you be-
gin. taking data, start small. Measure only one bkehavior
the first day and go from there. Cf course, you are prcb-
ably keeping track of some things now, like production
rates. In that case, add one new one. Which behaviors

do you measure first? Remember the rule: DATA ARE FOR
USING!

Begin with the data which would
be most uéeﬁ;g& in makmg demmm'

19
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Why collect data before starting to changg thé behaviaf?
Here we 80 again. another list'

The b@a&me &ééééémeﬂt £&t§ yau !zﬂow LUILEJIE
a you really have a probfem. Let's say a cli-
- ent is often off-task and seems to be goof-
ing around or daydreaming. You want to check
his actual productivity and improve it. When
you take the baseline data, you may discover
that he is completing his quota of ;tams and
then waiting around for more materials. 1In
that case, instead of working on productivity
rate, you may wish to teach him how to look
busy when he isn't, a eritiecally important
skill in competitive employment.

The only way Zo find out if your teaching
wonks is to compare the behavion befone you
stanted a:gacfumg {o the behavion agter teach-
Aihg. Let's take the situation where you de-
cide te work on reducing disruptive behavior
and increasing production rate by a client.
You may, with the best intentions, choose a
method that makes these behaviors worse.

But you won't know it unless you have base—
line data. 7

|
o e et Wit ——
. . ) " .

stant in a progham. Tf a client cannot

C The baseline data may help show you where o

. brush his teeth, he may still be able to do
some of the st&psi If he can consistently
get his toothbrush and toothpaste, £ill his
glass and open the tube, you may not need to
work on those behaviars. You might be able
to concentrate on his skills at using the
brush on the teeth. With a different client i

you may have to begin with the skill of i-
dentifying her toothbrush.

.,._,,_

aa&&me datcz éhama

where Zhe problem
Lies, allows comparni-) i
s0n zmd shows whene /%
o begin teaching! ;

20
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How lgng should baseline observations be‘?Eé‘I‘hat depends.
If you are teaching a new behavior and you are sure it
has never happened before, try a day or two of baseline.
If you are not sure how orften the behavior occurs, or it
seems quite variable, you may need several days of base-
line. 1If it seems to be improving, you may want to con-
tinue baseline until it levels off or is no longer a prob-
lem. VYou take baseline until you can make a decision from
it. Do we need to work on this skill or is it OK? 1Is it
getting bettér or not?

e —

Continue taking baseline
data until you can make a
eclsion from Ltl

Dm:'a you hava set the goals and QEJEE-
tives and begun to measure the beha-
vior, you should carefully observe the
environment in which the behavior
should be changed. If you are teach-
M\ ing a new behavior, you need to

J look at the environment in which
you want the behavior to occur,

For example, if you are teaching tooth-
brushing, you need to lock at the home
environment. This is true even if you
are planning to teach toothbrushing at
an activity center. After all, once
training is complete, you want the cli-
s ent to brush her teeth at home. Look-
ing at he thE environment helps you in these two ways:

1L makes you aware of any changes which will need
o be made for the newly Pearned behavion to con-
Linue. For example, you might want, right at the
beginning, to emphasize that the client's parents
require her to do as much of the toothbrushing as
independently as possible.

23 . 21



It allows you Lo design the training environment
R 40 that it L5 as close as possible to the env.iron-
ment in which the behavicrn will be used. You may
ofcen find that you can teach the behavior right
in its natural environment. For example, you may
be able to teach a vocational task right at the
work station, or you may be able to teach conver-
sation skills in the break area. Even if you need
a special teaching environment, it should be as
similar as possible_to the natural environment.

Assessing the environ-
ment shows you what
changes will need %o
~gmbe made .in the

If you are trying to reduce a disruptive or otherwise un-
acceptable behavior, you should look carefully and try to
answer these questions about the environment in which the
behavior occcurs:

a 15 there a payodd §or the mispbehavion?

b 18 there any payoff for not doing the misbehav.iond .

C Uhat events seem to consist
r behav.ion?

Where 45 the E’aya%ﬁ =y
for doing or not do-
ing the misbehavion?

ERIC
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Now you are ready to get to the nitty-
gritty. How will we change the beha-
vier and reach the short-term objee-

} tives? That's a good question. It is
extremely important to remember
this simple rule: Plan {insi, then
4 do. Many people try one procedure
¥ after another, often haphazardly and
without planning. Unfortunately, the
first thing you think of is usually
not the best thing you think of. You
need to plan what you wili do.

Now don't let us scare you. You don't
) Dave to stop and plan carefully every
word.you say to clients and every little thing you do.
Sometimes clients do unexpected things and you have to
respond to them. Many of the minor problems clients have
can be handled simply and quickly. But when you are
planning a way to reach an identified short-term object-
tive which will require efficient and effective teaching
and behavior management procedures, plan carefully before
you start tuying things.

When planning a program, follow these steps:
aSat up a gavorable env.ironment: If the client is
- W% eagily distracted, start out in a quiet place.

Then gradually move closer to the place where he
needs to do the behavior.

RPProvdide payof4s for Learning and Amprovding.

camb&i@h a consistent cormnection procedure. Know
W what you will do when the client makes an error.

Always nemember to plan
finst, then do!




[Well, you are all ready. . . What are

you waiting for? 1It's time to get
started! As you are using the program,

Implement keep looking at the data. See if the
the 4 procedure is working. Give it some
phocedure - time, but don't spend weeks with an
and ¥ ineffective procedure.
assess ’
LLa i
effects It's Lime fo gefl
' stanted!
LT T ] ///
- If the program d jesn't work, revise /
9 it. If it wafks and you reach the
el objective faster than you expected,
Mmiiﬁg -tha go to the next one. ;a}r attention J
ol tha data. 1 [ J=
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‘ 1 When you spend the time and effort to
teach a new skill or change a client's
behavior, you want to make sure that

Establish the skill is used or the behavior main-
p&éé&ﬂm& my. -2ined in the places where it is
7{&& @ important. That means you must be

maintenance ';;, # concerned with whether the behavior
ins o carries over to important settings

i} (that is, whether the behavior change

| generalizes and whether the behavior

Ml maintains over time. It is not unusu-

| 81 when working with severely handi-

capped people, to discover that beha-

viors which have been taught in one
setting still dgn t occur in cthar

Mske sure that thE pegple who nead to
know and who have a right to know a-
bout a client's progress find out.
The best way to do this is to chart
g the behavior measure for each objec-

i Cive and share these charts at IPP
) meetings. Charts allow for clear
visual displays of progress.

't just file the results awvay. If
Ople {including the client) are to
make decisions which affect the client's
life, they need to know what kind of
progress the client is making.

1o 25
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Now you know what Systematic Instruction is all about.
You have at least some idea of what the steps in the pro-
cess are and how to go about doing them. The rest of this
module provides more information and some practice at i-
dentifying well and poorly written short-term objectives
and at identifying examples of the prineciples of bLehavior.
Even when you finish all this, you still will have gotten
only a taste of the "how-to-do-it." Remember that this

is only an introductory module. Everything covered in
this module will be covered in more detail somewhere else,
perhaps in the course you are taking now and perhaps in a
different course. If it looks like we think this is all
very simple and you know it isn't, you're right.

Let's see now what you have learned about the components
of Systematic Instruction. Remember, when you implement
a teaching program, you should also assess the effects.

SEE SELF TEST #1

2R
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entinely at Least once a week."

The first step in te*’hiﬁg a new skill or in changlng a
behavior is describing the desired behavior change. DBe-
havion should be described .in a way that alfows you fo
evaluate progress and determine when obfectives are reach-
ed. In setting objectives, you may go through a series
of steps in which you specify the behavior more and more
precisely.

A behavior will usually come to your attenti
a complaint or a goal. A complaint is a
someone is doing something wrong or i 3
appropriate or unacceptable way; a go
that someone needs to learn some new ski
Goals and complaints are generally state

that do not make clear what the objectives of training
should be.

ented with a complaint, you should try to identi-
ear, observable terms, what behaviors led to the
. 1If, for example, a client is labelled unmoiti-
d, look for some behaviors which indicate to you lack
of mot ?aticﬁ; One such behavior for a particular client
{ e, "Flora walks around the room when she should be
waak&ng." Alan might work hard during work time. However
"Alan comes in Late at Leasi once a week and misses work

Describe behavion .4n clean,
observable terms which allow
you fo evaluate proghess and
determine when objectives are
neached!
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Once you have determined what behaviors are causing prob- 3
ems for the client, you set the long-range goals. Goal
setting is done as a part of the process of Individual
ragfam Planningi A 1ang§range gaal is a statement oF-

Bo

| N\‘m

have} whgn a partizular behaviar pfgb;gm is chaﬂgadi

Long-range gaaﬁé Andicate
Zthe behaviors of the client
when treatment on thaining 4is
completed, oir agtern about a
yeanr!

— _
Long range goals should meet several criteria. These
criteria will be explained briefly, along with a correct
and incorrect example of each.

Verbs used are action verbs, not state-of-being verbs. A
verb of action tells what someone does. For example, the
verb $4ght is an action verb. Eaf involves action. Vell
involves action. These are .iifferent from state-of-being
verbs which may involve the word £s. TFor example, a

28 B ‘,
30




perscn {4 aggressdive. He can't do aggressive, but he can
fight, threaten, hit or tease. In writing a behavior
statement be sure to use verbs that involve action.

ng verbs _

6ii§érﬁé;

3

walk be
point weite o A
fLght ask seem
complete attend become
oy eat have
Look Aay has
give Ligt

—
" m |

Mary needs to be more independent on the j

Mary will get more materials when she uses
up what she has.

“The 7@&&@,‘.{9@}4 aéggiuai‘:ﬁ;e: B

It can be seen by people other than the client. For ex-
ample, you may write a behavior statement such as, "Fired
doesn't think before he acts.” Unfortunately, you cannot .
really see that Fred does not think. It may be important
to teach him to think before he acts, but you would need - -
to develop some way of telling whether he does think; you .
cannot observe thinking by itself, so you have no way of

knowing whether or not he is doing it.

31
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VIPELES

L :sr,a § Unobservable |

Explain Undenstand
Pith up Diserniminate
Choose Like

Ash fon Want

L& Donna wi=i1 knovhow to dress herself.

Do not writegals thaee: star vitka, "Help John Lo . . . "
or "Teach timto . . — " Slply write what the client

will do differently whe==n he has me=t the goal

w To teach Donnato dz=ess herself.




The behavion T speeific;
client does 45 ck

How clear is cHear? Try to write clearly enough so that
Someone else c=an read the goal and show you what the cli-
ent will do.

Jody pays more attention to her work.

-Jody does her assigned work at the required
accuracy level.

5 = The é‘;ng hange goaf musi be stated
AN _posiitve fenms, i.e., in terms of

what the client will do instead of

what he won't do:

There are two re=asons_for
You re=ally can't iLeach

someone= not to do something
ﬁr— . _

. A&g&umdé %

If someone {s no-t doing something, then FRere s a void 4in-:
time. He has to= do something and what he does may be ap-
propriate or ina -ppropriate, adaptive or maladaptive. IFf

someomne 1s not £ dghting, he is doing something else, He

might be negotia ting, walking away, crying or trying
con someone else into fighting for him. You have to 1
sure that you ta—xrget a behavior that a person can be

38
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Second, stating ithe Long
range goal positively
ymakes you more Likely to
use positive methods for
E 1a.ngmg the behavionr!

Most met=Frods for increasing behavior are relatively pleas-—
ant, On  the other hand, stating the long-range goal in
negative  terms often leads you to punishment. If possible,
you shou_1d state a long-range goal that is {ncompatible
with the  behavior you wish to reduce; incompatible beha-

viors ar«-e those which canmot occur at the same time, (Fox
esample, answering a problem correctly is inccmpatible

with mgk - <ing a mistake on it). If you can increase an in-
campatlb Jde behavior, the problem behavior will automati-
eally de crease. By targetting an incompatible behavior,
you are —smore likely to use nleasant teachlng methods than

punishmaj;t .

Think sb out how a child learns to walk. We target wafk-
ing, not  galling down. We don't punish falling down. We
really a-—ren't concerned very much with how often the child
falle do—wom. We do not want to decrease falling down; we
yint to. zAincrease walking. A child who is first learning
towallk Falls down alot. That's OK, so long as the child
‘continyez= to walk more and eventually begins to fall less
‘often. ™The same holds true for many other behavicrs. We
wiit to -increase appropriate responses to criticism, not
met‘ely d- ecrease talking back. We want to increase coopera-
— 1o and playing, not just decrease bickering.

Occasionally, problem behaviors may occur at
suih a h dgh rate or may be so severe that they must be de-
creased dmmediately. If no incompatible positively stated
goal can_ be found, a long-range goal may be stated in nega-
tive ter—ms, such as "Rex will not push his thumb against
Ws eye. " Unfortunately, it seems much easier to write
negative== goals than to write positive ones. If most long-—-
rdnge go-=Aals are negative, a program can become suppressive
-and oriessnted toward punishment; teaching of new skills may
;1,= neglg;::ted. Therefore, this handout emphasises positive-

_ aals,

nule, you should have 5 positivelyld
gaa.&s ﬁoﬁ, eac naga&vg&y éiﬂi’éd one 1y,

A=

Y




- If you az=re not sure whether the long-range goal I stated
in terms = of something that the client will actuglly do,
then you = might try the dead man's test. The "degmn's
test,” s=:imply stated, is "if a dead man can dg &1 it
ain't belhaviorn." For example, a man talks too wuh in
the work=_shop and does not get his work done. Owepssible
target i=s, "Efmo will 84t quietly.” That soundy mitive,
since yowu want to increase quiet sitting. One wyto get
him to s=dit quietly is to choke him to death (thejof
course, rprop him up)! Sorry, this one does nof ms the
dead man” 's test. We realize you would not reallyty

that mettfhod of changing the behavior (although imtructors
and superrrvisors often comsider it), but even *f yonly -
used 2 mE—ild punishment to reduce talking out . 4 irrease
quiet sitzrting, what does the client gain? ‘the otk cli~
ents may  find it easier to work, but your cliept s not’
learned s=anything. A better goal would be, "Efmo mmpletes
assigned  wonk."

Jnsolswnect:

Juliet will not date Romeo. (Tpe mative

statement here obviously does not wet the

dead man's test., Remember how Julit stop~
.. ped dating Romeo? She poisoned hemlf!

Juliet dates boys other than Ropeg




— S ———————————— S——

Criterion 6: Avoid the wonds can,” "is able to" and||

You do not want to use these
is a statement of what the client will do at the end of
training) because they imply that he cannot do the goal

_ behavior now. That implication may_ or may not be accur=
ate; given the right conditiona, he might perform the be-
havior with no further traiming. You want to state a long
range goal in terms of what the client does, not ia terms
of what he cah do.

Sam makes pallets.

Sam will make pallets.

36
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For each long~range goal, the—re may be one or more short-
term, oru route objectives  An en route objective is
exactly yat the name lmplies= it is an objective which
must be mt on the way 1o the Long-nange goal. 1f you are:
driving from Des Moines to Iowewa Falls, first you may reach
Ames; ifaclient is learning to use the toilet correctly
without trinders, s/he may f{-rst learn to use the toilet
correctlyvhen reminded to do so.

There may be several posgible . en routes to one goal. You
tan pass les on the way to Towsos Falls, or you may go
through (lo ang niss Ames alteogether. Tn the same way,
tollet trining of a client WAy involve the en route ob=
Jeetive of doing eaeh step witk— reminders, or it may in-
volve the m route objective o= doing each step with re=
minders, o it may involve the en route objective of moy-
ing bowels sfter being placed omen the toilet (but without
reminders. The number of enrov_ate objectives and what

the objectives should pe depencis on how you will

teach andlw easily the client— reaches each objective.

An ennouty An obfective
objectivels  whioh must be __
met -

ERIC

Aruitoxt provided by Eic:



Q

ERIC

Aruitoxt provided by Eic:

. 'In other words, acceptable Teliability

‘Bn route objectives are written in the form of pinpoints.
Before you begin working on an objective, it must be pin-
pointed so that you know exactly what behavior you are

" trying to get. 1f you do not pinpoint, you are liable

to -be inconsistent in your teaching. You may accept a
behavior sometimes and reject it at other times, or you
may give unclear instructions and prompts- Pinpointing

‘helps you teach more consistently and efficlently.

Pinpointing is the very clear and precise definition of
the behavior of interest. A pinpoint 48 a behavion de-
§ined in such a way that it can be measuwred, with aghee-

* ment befween independent observerns. The criteria for a
. pinpoint are the same as the criteria for a long-range

gl with one change and some additions. First, criterion
the, behavion {8 specific) needs to be changed slightly!i

inpioin@:s)z ]
gh 0 thati othen p opte

(agreenent between |
independent observers) must be found. When you first pin<
point a behavior, of course, you do not know vhether you |
will get reliable agreement On OCCUTTENCE, so that you ex-
pect observers to agree. One way te check your poinpointsa -
is to act it out for people and to see if they can tell

. when it occurs. Then you just investigate reliability by .

having two people observe the client's behavior and com—

.- paring their recording of occurrences. When you are very'
. experienced in defining a partir;ular form of behavior, ?Qu;

have a good chance of pinpointing it on the first try; but
even when you are experienced, your first attempt at pin—

" pointing often will not produce acceptable agreement. Imn |

that case, you need to revise your pinpoint until you can |
get reliable agreement. 1t may take 4 or 5 (or more) but ]
you'll get it eventually- N e :
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Melinda practices an adequate job interview.

: interviewer upon entering, locks at him
at least 40% of the time he talks and an-
swers each question with at least a one full
sentence ansver.

felinda, in a practice job interview, greets
e

In order to observe progress, you need to pinpoint the be-
havior; in order to determine whether a program has been
successful, you need to determine the amount of change in
the behavior which will satisfy the client's needs. The
purpose for setting objectives is to clarify when the pin-
pointed behavior should occur and what criterion of perfor-
mance will establish that the behavior change program is
uccessful.

L]

— o — —— ———

The main component of an objective .44 the pinpoint. 1In
addition to the pinpoint, an objective should contain two
other elements:

The_conditions under which the
benavion 45 to occun are siated:

pome behaviors are appropriate under some conditions, but -
not under other conditions. For example, a man who washed h
his hands over and over would be viewed as a little strange §
Eeaglé might even label him a "compulsive hand washer." L
lowever, washing hands is desirable under conditions such :
as after going to the bathroom, aftenr working in the gan- -
den or within two minutes before coming to the dinner ta-
ble. Yelling on the ball field is part of playing, but ;
yelling in the workshop is usually considered inappropriate.

i

Some behaviors are desirable under most conditions, but o
attempts to change the behaviors are limited, For example,
ﬁ woman might be generally friendly and cooperative. How- ©
tvér, when a request she makes is refused, she may throw ¢
rather violent tantrums. The target may involve negotia- -
ting (pinpointed as "Sara describes what she wants, requests

T'%E;E; 'T R




ﬁgedbﬁ.c'la summarnizes any discrepancy, suggests at Least
fwo alternative solutions and states a sofution aghreed fo
‘by both parnties."”) The condition under which the behavior
is to occur is "when a nzquest L8 refused.” At other ‘
times, she is not_expected to go th augh with

~Once you establish what the behavior is and under what
-'"cc:ﬂditions it will occur, you need to establish how well
it must be done for you to consider it successful. In
7 other words, at what point will you consider the client
- to be ready for the next en route objective? s

. In other words the objective tells how much the behavior
.must change if the program is to be considered successful.
“If a client in a workshop attended to his work during 40%
“of the observed perlod, would his attending to task be

considered acceptable? Probably not, although some super-

visors who have already labelled a client aLow oxr emotionally

40
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disturbed might accept that lower level; once a client
has been labeled in some negative way, people often as-—
sume he can't do as well as others (an untrue assumption).
Would a supervisor consider "attending to task during 80%
of the period" acceptable? Probably yes, so a criterion
of 80% of the session would be appropriate. Sometimes a
criterion is arbitrary: other times, it is determined by
the level of behavior necessary for success at a more
difficult or complicated task, or by the effects of the
behavior on other people (some behaviors are often consi-
dered either absolutely necessary or completely intoler-
able).

Criteria may look like these:

"With $0% accuracy fon {wo consecutive days"
"With no errons fon one day"

"At Least 15 times fon two consecutive
meats"”

Th.gan noute Cibjgc.t-gueé ma&&tad
in a sequence wfu_ah Leads towand the
Long-range g

o irse, the object of preparing en route objectives
is to help your client reach his/her long-range goals.

Most 1@ng§;ange goals (but not all) require more than
one en route objective.

O
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There are 3 ways to sequence
obfectives!

' % o GO firom Simpler fo mose
= \ complex behavionsl

Using an axampié of Mat
‘ples:

En route objective l: With venbal instructions,
demonstrnations and one physical prompt penr mea.&
Matilda holds her fork by the handze, picks up
bites of s0lLid food and puts them .in hesr mouth
without dropping them with no more than five
enrons for 3 conseeutive meakls.

Possible

 Change behavions

‘M En route. objective 2: (Jith verbal instructions,
NE demonstrations and one physical prompt per mea£ -
| Matilda holds her fork and her spoon by the han~
dle, picks up bites or spoonfuls and puts them
" in her mouth without dropping onr a;;m&&mg, with |}
no more than give ewnons pen meal for 3 consecu- j
five meals. i

@tice that the second objective was cumubative. That is,
hen Matilda began to use her fork successfully, we did not

rop it and work on using a spoon. We moved on to using

spoon and fork. Notice that we didn' ﬁ have to write that
z'she used only one utensil at a time. That is implied.

o . 742




En route objective 2: W.ithout help, Matifda hofds
her fornk by ke handfe, picks up bites of solid
food and puts them in her mouth without dropping
them, with no more than 5 ewions per meal for 3
consecutive meatls,

P Change onit

~ En route objective 2: W.ith verbal .instruetions,
demonstrations and one physical prompt per meat,
Matilda holds hen fork by the handle, picks up
bites of solid food and puts them in her mouth
without dropping them, with no mone than ? ennons

per meal foi one week.

How many en route objectives do you need to write for each:
long-range goal? That is hard to say. It depends on how-.
big the change in behavior is, at what skill level the :
client is starting, how good you are at teaching the skill
and how long you have to teach. In general, i{ a client U
48 having great difficulties neaching an en route obfee- ©
Live, you need to break it down furthen.

Each en route objective should be a small change which ,
clearly shows progress from the previous en route objec— . .

tive. 5

4 1  ;
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Remember the 3 }:wz.té a{aﬁ
shont-tenm objective:

1. Conditions
2. Behavionr (pinpointed)
3. Cniternda

All behavioral objectives should include the following
three components:

§§@;U£Q§FA A desceription of expected terminal be-
havior goal which can be observed by at least two
independent observers.

779 Conditions: A statement of the conditions under
ywhich the behavior 1s to oceur.
Exampfe: Given a baseball and glove, the student
will throw the ball into the air and catch it
seven times out of ten.

The batf should be thrown at Least five feet info
the air!

“Conditioms . Behaviorn _______ _ Chitenia

Given a baseball The student will When thrown in
and glove throw the ball in the ailr at least
to the air and five feet, the
catch it. ball will be
caught seven times
out Qf ten.

E’*“‘ﬁ*ﬁ‘*ﬁ‘ﬁ
SEE SELF- ES‘T #7
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‘These principles of behavior are well-documented. They

In this section, we will discuss some of the principles of
behavior. For some students, this will be a review. For
others, it will be new information. In any case, we will
try to keep it simple. Only these principles and items
will be covered: ie&nﬁaaag& nednforcement, punisher,
punishment, stimulus disc tion, discrniminative stimu-
£Lus and extinction. This section is meant only to give

you a basic knowledge of some terms which will be used in ..
later moduleg. It will not teach you how to use the pria- .
ciples. It will only help you to be able to recognize
some of the words and to know an example of each when you

£ee one.

affect our lives each day. Whether we like them or not,
whether we understand the logic behind them or not makes

no difference. Like gravity, they are laws of nature.

But they are not simplé_ Ihé world is complex and many
things affect people's behavior. For that reason, we .
will emphasize over and over that these principles are de#.
fined by their effects on behavior. 1If you don't under-
stand yet what that means, don't worry. You will soon.

With that in mind, this brief review of the principles |
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Fi-st, we need to divide events into sLimufli and responses.
lus is any change in the env.ironment which aﬁﬁgat
Zie behavion off a pefson. When light hits a person's eye,
his pupll gets smaller; light, in this case, is a stimulus.
1: a 1aud naisa startles samagné, thé naise iz a stimulﬂs_

Mb ]
fus

not startle her, it is hot a stimulus far her. Tﬂ a ahaﬂge
in the environment does not affect behavior for a person,
AL 48 not a stimulus forn that person.

A stimulus A8 a dldﬂge. in the env.iron-
ment which affects behavion!

A response is something a person does. A single insfance
behavior 4is called a nesponse. A response is an
observable change in behavior

A nesponse 48 a éiﬂgﬁa Anstance
of behav.ion!

Consequent stimuli: A consequence 44 something which

comes afier a nesponse. A consequent stimulus comes after

‘the behavior it affects. How can a stimulus affect a be=

havior which has already happened? It doesn't, really.
It makes it more or less likely that the behavior will
happen again. There are two kinds of consequent stimuli:
reinforcers and punishers.

A consequence 45 what follows a response
and 44 either a neinforcer orn punisher!

46
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' Reinforcers are consequences that increase the likelihood

that a behavior will happen again. That is, they make the
behavior happen more often on at a greater strength on in- |
tensity. They are usually events that we consider positivel
or rewarding. However, sometimes negative events such as
criticism may serve as reinforcers for some people. The
only way to tell if a consequence is a reinforcer is to see|

follows.

Punishers are consequences that decrease the likelihood
that a response will occur again. Punisheirs make xespon-
ses that they have followed oceun Less often in the future.
Punishers are usually events that we would consider nega-
F&%a or annoying. That is not always true. Some of your’
tliats, for example, may do more of a behavior if you of-"
taqn criticize them after they do it. Sometimes any atten—
wion, even criticism, is better than no attemntion at all.
In that case, criticism may serve as a reinforcer (even
though you intend it to be a punisher). In the same way,

a client who prefers to be alone may decrease a behavior
which you praise. 1In that case, praise would be a punisher

§ince reinforcers and punishers are both consequences,
there is only one way to tell whether a stimulus is a re-
{nforcer or a punisher, ZLook carefully to see whether the
behavior increases (showing that the stimulus is a reinfor:
ter) or decreases (showing that the stimulus is a punisher)
very same stimulus may be a reinforcer for one client
ind a punisher for another. It may even be a reinforeer
Egr a client at some times, but not at others (for example,
nacks may not be reinforeing right after dinner).

\I:l‘m ‘Wl"

A punishern is a consequence that de-
Qeases the occwirences of a behavion!
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':Extiﬁctign, 14 a behavion which has been reinforced in

the past is no Longen heinforced, the behavion wilf weak-
en. This process is called extinciion. In extinctiom,
the behavior does not usually disappear entirely but re-
turns to about its rate before reinforcement began.

Extinction may also occur for punished behaviors. 1If they
are no longer punished, they may begin to occur more of=
tén. Excinction dizes rmt mean igncsring the client. It

Extinetion ocouns when a beﬁmuwa L5
not reinforced, thus weakening the
behavion!

Antecedent stimuli: An antecedent is something which comes

before a response. An antecedent stimulus comes before

Zhe behavion it affects. The above examples of the light
and the loud noise are antecedent stimuli. An antecedent

may affect behavior in one of two ways:

1. 1t may cause a reqlex behaviorn to ocownr.

2. 14 may signal when a behaviorn will be neinfonced.

An ar;téggdgrz_t stimufus precedes the. behavion

Discrimination: If a behavior is reinforced in one situa-
tion (for example, the workshop) but is ignored in another
situation (for example, home), it will increase only in
.the place where it is fainforz:édﬁ This is called discrimi-
nation. After a while, the person discriminates one stim-
ubus 4rom anothen. When an antecedent stimulus signals
that reinforcement will eccur if the client performs a

‘particular behavior, that stimulus is called a disciimina-
‘five stimulus. In the presence of a discriminative




stimulus, a response ‘iz reinforeced (and cccurs more often).
In the absence of that diseriminative stimulus, the re-
sponse is not reinforced (and occurs less often). To use
a simple example, we learn that green lights signal "GO"
and red lights signal "DON'T GO." '

ninative stimulbus signals that
mwﬁc}memmt will ocourn L a variticular
bgjldu.{.ﬂfl; L5 pa&ﬁamed'

A NOTE OF wARNTNGH

Remembar, these princip es work whether you want them to
or not. You may accidentally reinforce (increase) a mis-—
behavior that you really don't want. Other clients may re-
inforce or punish behaviors. Working with clients will be
gasier if you use the prineiplEE of behavior carefully.

emember also that completing this module does not make you
an expert on any of the techniques covered. The module
vas not intended to teach you how to write objectives or
o task analyses or use behavior principles. It was only
ntended to clarify the philosophy behind the rest of the :
ourse and to assure that yau undarstaﬁd, at least little

'SEE SELF-TEST #3
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OUR INFLUENCE ON
~ FUNCTION

WHAT WE CAN TRY

BEFORE

Ask on nequest Promise something
Demand Plead with on beg
Give job to do Encourage

Post noitice Remind on prompit

_ Set a goal Threaten
A GOOD JCB! Tnform Expect
Insthuet Model on demonsirate

Chatlenge Guide

48 .90




A GOOD JOB!

A POOR J0B!

WHAT WE CAN TRY
AFTER

Thank Pay

Compliment Give bonus

Commend Awand

Praise Show appreciation
Congratulate Aliow on admit

Pat on the back Get o044 their back
Pay attention to  Recognize

Punish Fire

Ridicule Model ox dgméﬁésﬁm»té
Give cold shoulder Guide

Dock their pay Thstruct

Ignonre
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Bellamy, G.T., Horner, R.H., and Inman, D. Vocational
habilitation of severely retarded adults: A direct
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Who did what to whom?
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it is important to measure

for the use of task analysis’

‘d What are two reasons for taking baseline data
@V before starting instruction?

4List: the steps in systematic instruction.
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For

cenditions,

i

each of the following objectives, mark whether it has
a c¢learly pinmpointed behavion, and criteria:

Manuel washes his hands after going to the bathroom.

Yes ____WNo

Conditions — :" . -
E?vamn I - . I

Manual washes his hands completely covering them with
lather and rinsing them off, after going to the bath-

- room.

_Yes _ No

Condiitions ] - _
Behavion N _ _ -
Cnitenia _ ~ - _

Manuel washes his hands, completely covering thenm
with lather and rinsing them off, after going to the
bathroom, each time for 1 week.

Yes No

Conditions - —
Behavion 7 -
Citerda - — —




[ Manuel shows a clear understanding of the need for
personal hygiene and cleanliness following urination
- and defecation,

Yes 7 _ No

CondItions

Behavior , . — — _

=% Bertine assembles at least 50 widgets per day for 5
gy consecutive workdays with at least $8% meeting contract
- tolerance

Conditions.
Behavion ]

55
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For each of the following situations, circle whether the
stimulus (underlined) is a reinforcer, punisher or neu-

tral stimulus. Then look at the answer and explanation

before going on.

Tad spends most of his time looking around, playing
with his fingers or non-work objects and making
strange noises. He rarely attends to his work of
packaging golf tees. His floor supervisor, Rona,
checks him periodically. She tells him that he is
to fill all the compartments in an egg carton with
packages of golf tees, one to a compartment. When
he has done so, she allows him to sit in an easy
chair for five minutes. His rate of packaging tees

goes from 12 packages/hour to 41 packages/hour

REINFORCER PUNISHER NEUTRAL DON'T KNOW

Answer: This was a consequence that increased the

behavior, so it was a reinforcer.

range noises. Now following each noise, Rona
removes one package of tees from the egg carton.
His rate of making noises decreases from O .5/min
to 0.1/min.

2:lthaugh Tad is working harder, he is still making .
t

REINFORCER PUNISHER NEUTRAL DON'T KNOW

Answer; This was a consequence that dec creased the
behavior, so it was-:a punisher.

o6



®$While Rona is off work because of illness, John super-
vises her area. Whenever Tad makes a strange noise,
John tells him to be quiet. His rate of making noises
is up to 0.4/min by the end of the day.

RELHFDRGER PUNISHER NEUTRAL DON'T KNOW

[»]

Answer: This consequence increased the behavior, s
it was a reinforcer.

| Jolene usually looks sloppy. She rarely combs her
4 hair, One morning she arrives at work dressed in
cl clothes and with her hair combed. Rona and

h” both tell her that she looks nice. Rona says,
"Yaur hair really lﬂaks great. I love it. Keep
cambing it that way."

REINFORCER PUNISHER NEUTRAL DON'T KNOW

Answer: The correct answer is "don't know." The
situation does not tell what happened to the

behavior of combing hair.

few days looking sloppy. . Finally, one day she came
with combed hair again. She was praised again. The
next few days she looked sloppy. When she combed her
hair, she was praised. It didn't seem to matter:

5 In the above situation, Jolene came to work the next

REINFORCER PUNISHER NEUTRAL DON'T KNOW

Answer: The praise did not affect the behavior.
It is a neutral consequence.
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For each of the following situations, circle whether the
stimulus (underlined) is a discriminative stimulus or not.

Mel is being taught to dress and undress himself. He

615 to do so in the bathroom. The teaching procedure
is working. Mel can now undress himself with little
help. Unfortunately, he does so in the living room,
front yard, and workshop.

YES NO

Answer: The bathroom is not serving as a discrimina-
tive stimulus. The prugram should be revised
in some way so that it will.

ins to bite himself and shake his fist. Most of the
staff ignore him when he does so, as he does not bite
hard enough to break his skin. John, however, lec-
tures him about how he might hurt himself. When John
is around, he bites himself often. When John is not

around, he rarely bites himself.

f:7When Frank is told to do something, he sometimes be-
o Tt

YES NO
Answer: John is serving as a discriminative stimulus.
He is the only staff member who reinforces
this behavior with attention, so his presence
signals Frank to bite.

Tad, the man who is packaging golf tees, works very
jhard when he has to fill-an egg compartment with

~ packages in order to earn a break. He is assigned to
a different job, packaging rubber bands. His work
rate decreases at first.

YE! NO

(%1

Answer: Even though the egg carton is still there and’

the break consequence is still available, Tad
has slowed down. Apparently, the golf tees
served as a discriminative stimulus. At least
some retraining will be required in order to
assure that the egg carton, rather than the
task, becomes a discriminative stimulus.
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