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Brief introductions to our team! 
 
Behavior Skills Trainers 

1. Michael Aragon 
2. Chelsea Carter 
3. Vahe Esmaeli 
4. Michelle Padilla 
5. Victor Ramirez 
6. Shir Zion 

Observers 
1. Austin Chai 
2. Lance Michael Dayandayan 
3. Shelby Jones 
4. Grecia Marsillo 
5. Diana Perez 
6. Mel Saez 
7. Sara Rytterager 
8. Kristine Angeltveit 

 
Getting to know you! 
• Supervision your primary role? 
• How many individuals do you supervise? 
• Setting? 
• Type of experience (e.g., practica)? 
• Years of experience? 
• Influence of your supervisor? 
 

Agenda 
8-12pm 

mailto:Ellie.kazemi@csun.edu


• Brief Introduction 
• BACB Documents 
• Importance of Supervision 
• Ethical Duty 
• Draw Activity 
• Behavior Skills Training (BST) on conducting Preference Assessment  
• BST and research outcomes 
1-5pm 
• Performance Monitoring Tools (PMT) 
• Setting clear expectations 
• Develop a PMT 
• Performance Feedback 
• BST on giving feedback  
• Assessing supervisees’ skills at baseline 
• Feedback on professional conduct 
• Performance Management Tools 
• Professional Development for Supervisors 

 
BACB  Requirements 
• Onset of Experience 

o Individuals begin BCBA coursework 
o Complete a supervisee registration process 
o Pass online module on BACB Experience Standards 

• Acceptable Structure 
o Supervisor must observe and provide feedback on behavior-

analytic activities with a client in natural environment during 
each supervisory period 

• Duration of Experience 
o 10-30 hours per week including supervision 
o The start and end dates of the experience may not be more 

than five years apart  
• Must retain supervision documents 7-years 

 
Approved Activity 
• Restricted Direct Implementation Activities 
• At least 50% must be outside of direct implementation 

 
BACB Requirements of Supervisors 



• Pass an online module on BACB � experience standards 
(www.bacb.com) 
• Complete 8 hrs ≤ post-certification, competency-based, training 
program on supervision 
• Opportunities for trainees to demonstrate verbal or practical 
competence of curricular areas 
• Continued Education Requirements (after December 31, 2014) 
• Total of 32 per 2-years. 
• 4 hrs in Ethics 
• 3 hrs in Supervision 
 
BACB Online Training Modules 
 
• Must be completed  
• by both 

o supervisor 
o supervisee 

• prior to onset of supervision 
• Total of 90 minutes and available free in BACB Gateway 

 
BACB® Supervisor Training Curriculum Outline 
• Content of BACB® Supervisor Training Curriculum Outline 

o The Purpose of Supervision 
o Important Features of Supervision 
o Behavioral Skills Training 
o Delivering Performance Feedback 
o Evaluating the Effects of Supervision 
o Ongoing Professional Development 

 

 



 
 

I. The Purpose of Supervision 
• Facilitate delivery of services that result in client improvement 
• Develop, improve, & maintain beneficial repertoires 
• Behavior-analytic practice 
• Professional conduct 
• Ethical conduct 
• Case conceptualization 
• Problem-solving 
• Decision making 
• Assistance seeking 
• Model effective supervision practices for supervisee 
 
Brief Check-Point 
• We discussed the purpose of effective supervision 
• Can you list at least 4 potential outcomes of ineffective supervision? 
• ______________ 
• ______________ 
• ______________ 
• ______________ 

 

• See Supervision Curriculum Section IA and IB. 
 
II. Important Features of Supervision 
 
• Establish clear performance expectations of both supervisor and 
 supervisee 
• Assess initial skills of supervisee (baseline) 
• Conduct Behavioral Skills Training (BST)  
• Observe the supervisee (before, during, and after training) 
• Review written materials and give feedback 
• Provide ongoing scheduled supervision meetings 
• Conduct performance evaluations 
• Evaluate effects of supervision 
 
Best Practices of Supervision 



• Competency-based approach (Flander & Shafranske, 2007) 
• Pyramidal model (Page, Iwata, & Reid, 1982; Haberlin et al., 2012) 
• Essential supervisory skills 
• Setting clear expectations (e.g., supervision contracting) 
• Problem solving with the supervisee 
• Planning and organization 
• Leading by example 
• Staff training 
• Performance management 
• Evaluation and feedback 
• Resolving conflicts 
• Strains and ruptures in supervisory relation 
• In the workplace 
Ineffective or Bad Supervisors 

 
• 50% had bad supervision experiences of some type (Nelson & 
 Friedlander, 2001) 
• Foremost description = “lack of investment in supervision” on part of 

supervisors 
• Not available for supervision 
• Chronically late or cancelling 
• Failing to offer feedback of suggestions 
• Allowing continuous interruptions 
• Generally unproductive during supervision sessions 
• Excessive criticalness 
• Too much time on administrative detail and not enough on 
helping with clinical expertise 

 
 
Brief Check-Point 

 
Take time to reflect upon your own skills 
 
A. Which of the essential supervisory skills are your strengths? 
 
B. Which of the skills could you improve upon? 

 
Professional and Ethical Supervisor 
 



• Relationship with immediate supervisor is an important aspect of job  
 satisfaction (Ray et al., 2013) 
• Correlation between satisfaction with supervision and retention  
 (Billingsley, 2004; Eisenberger et. al., 2002) 
• Supervisor Satisfaction predicts intent to turn-over (Kazemi, Shapiro,  
 & Kavner, 2015) 
• Supervisor’s personal relationship with supervisee 
• Supervisor really care(s) about my well-being 
• Supervisor care(s) about my general satisfaction at work 
• When I do the best job possible, supervisor notices 
• Supervisor’s ethical conduct 
• Supervisor’s professional relationships 
• How supervisor handles their coworkers 
 
Brief Activity 
• Which Professional and Ethical Compliance Code do you find 

challenging to uphold as a supervisor (see section 5.0)? 

 
Making Performance Expectations Clear 
• Establish performance expectations and develop a contract 
• BACB Experience Standards 
• Appropriate activities 
• Frequency of individual and group supervision  
• Description of competency tests (example) 
• Performance expectations should be stated in terms of  

specific work behavior that are observable so people agree they  
 occurred that are measurable so they can be counted or timed 
• Example: On the monthly time sheet, log in your name, the exact 
times you reported to work, and the exact times you left from work. 

 
Activity Rules  (Draw a pig) 
• Groups of 2 
• You can use any words.  
• Use vocal verbal instructions only.  
• Do not model or use gestures. 
• You have 5 minutes 
 



Brief Checkpoint 
• Do you currently assess the baseline performance of your  
 supervisee(s)?   
• If yes, can you provide two specific examples of such baseline  
 assessment?  
 
Assess Initial Skills 
• Review previously written materials and other permanent products.  
• Role play and test supervisee’s skills 
• Develop performance checklist 
• Observe supervisee and collect data on baseline performance 
• Provide incentives for high level baseline performance 
• Set goals based on baseline performance 
• Set mastery criteria 
 
Behavior Skills Training: Conduct a Preference Assessment 
• Let’s say, you conducted a preference assessment survey and  
 learned that the client likes the following:  

o Car, Dinosaur, Top, and Duck 
• Use the data sheet we provided 
• Conduct paired-choice preference assessment (Fisher et al., 1992) 
 
Instruction & Model Only:  
Paired-Stimulus Preference Assessment 
 
• Select stimuli based on preference survey (e.g., car, Dino). 
• Have the participant sit at one side of a desk or table; you sit on the  
 other side. 
• Place the stimuli being assessed in a spot where they are readily  
 available to you but not easily accessible by client. 
• Place two stimuli (according to your table) approximately 1ft in front of  
 the client and 1ft apart.  
• Verbally prompt the consumer to select a stimulus by saying, “choose  
 an item”. 
• If the consumer selects a stimulus within 5 s of the verbal prompt,  
 remove the stimulus not selected and record the name of the  
 selected stimulus on your sheet.  
• If no selection response occurs within 5s, remove both stimuli, record  
 ‘‘no response’’ for that trial, and prepare stimuli for the next trial. 



• If the consumer attempts to select both stimuli at the same time (or  
anything other than the stimuli you presented), block the response 
 and repeat the trial. 

 
 
 
 

III. Behavior Skills Training (BST) 
 
• Instruction 

o Verbal (Petscher et al., 2007; Schepis et al., 2000) 
o Written (Arnal et al., 2007; Salem et al., 2009) 
o Class/Workshop (Burgio et al., 1983); Wallace et al., 2004) 
o Individualized (Graff et al., 2012; Sarakoff et al., 2004) 
o Videos (Barnes et al., 2011; Nosik et al., 2011) 

 
• Modeling 

o Supervisor “shows” (Crossland et al., 2008; Roscoe et al., 
2008) 

o Videos (Catania et al., 2009; Luiselli et al., 2010) 
• Rehearsal (sometimes interspersed with modeling; Roscoe et al,  
 2008) 

o Supervisor (Rosales et al., 2009) 
o Peers (Wallace et al., 2004) 
o Client (Lavie & Sturmey, 2002) 

• Feedback 
o During rehearsal, after training, and thereafter 
o Repeat above steps until supervisee meets mastery criteria 
o Assess application and generalization of skills to new targets, 

clients, and settings 



 
 

BST: Results from Research 
• Instructions alone is ineffective (Feldman et al., 1989; Roscoe et al.  
 2008; Hudson, 1982) 
• Instruction can be offered in conjunction with modeling (Barnes et al.,  
 2001) 
• Video models containing full range of behaviors staff will be required  
 to emit is more effective (Moore & Fisher, 2007) 
• BST has been an effective method to teach 

o PECS (Barnes et al., 2011) 
o Functional analyses  (Wallace et al., 2004; Iwata, et al., 2000) 
o Preference assessments (Lavie & Sturmey, 2002) 
o Discrete Trial Training (Arnal et al., 2007) 

• Weinkauff et al. (2011) taught teachers to implement over 100 skills,  
 20-33hrs in 3 months, using BST 

 
Performance Monitoring Tool 
• Write each specific behavior that must be performed. 
• Make sure each statement is observable and measurable. 
• Keep it simple and only collect information you will use. 
• A good performance checklist can be used as a task analysis by  
 supervisees. 
 

 
 

Activity 
• Make a performance Monitoring Tool for the Paired-Choice 

Preference Assessment 



 
Creating Performance Monitoring Tools 
• Set mastery criteria and  adopt a competency (mastery) criterion  
 based on actual performance 
• Use performance checklists 
• Provide the checklist to supervisee(s) and be open to making  
 changes according to their feedback. 
• Provide clear guidelines for monitoring (when and where)  
 performance. 
• Use simple measurement tools. 
• Leave room for additional comments and specific examples. 
• Note if the observation was for baseline, on a typical day, or for a  
 specific purpose. 
• Have a signature and date line for supervisor and supervisee. 

 
IV. Delivering Performance Feedback 
• Performance feedback 

o Is relevant to all aspects of training 
 Acquisition, generalization, and maintenance 

• Is socially valid 
o 244 supervisors reported feedback as one of the most 

important factors to motivate staff (Parsons, Reid, & Crow, 
2003)  

• Reported as more effective in comparison to: 
o Other components of behavioral skills training (Ward-Horner &  

  Sturmey, 2012) 
o Instructions alone (Roscoe et al., 2008) 

 
Forms, Sources, Content, and Timing of PF 
• Forms 

o Public or private 
o Written 
o Vocal (face-to-face or bug-in-the-ear) 
o Graphic 
o Video 

• Sources 
o Supervisors/managers 
o Researchers 
o Self-generated  



o Customers 
 

Training Supervisors to Provide Feedback 
• Parsons & Reid (1995) 

o Trained 10 supervisors to implement teaching programs 
themselves 
 Training improved supervisors’ teaching skills but did not 

improve the quality of feedback they provided to direct 
staff 

o Trained target supervisors to give feedback and observed 
quality of feedback given as well as staff performance 

o Supervisors reached mastery criteria set by authors 
 The teaching skills of staff whose supervisors were 

trained to provide quality feedback were maintained 
 
 
Components of Performance Feedback  
Recommendations from Parsons & Reid (1995) 
• Begin the feedback session with a positive or empathetic statement. 
• Explain what specifically was performed correctly. 
• Provide appropriate praise. 
• Explain what specifically was performed incorrectly. 
• Explain specifically how to correct what was performed incorrectly. 
• Ask the staff member if he or she has any questions about what was  
 said. 
• Tell the staff member when the next feedback session will occur. 
• End the feedback session with a positive or empathetic statement. 
 
 
Behavior Skills Training. Learning to Give Feedback 
• Let’s role-play again. “Supervisee” uses the data sheet below. 
• Supervisor uses the performance monitoring form we developed. 
• After the session, give the supervisee feedback. 
• Role-play another session and collect data. 
• If supervisee reaches mastery (i.e., 80% or above), two consecutive  
 sessions, you are done. If not, repeat 1-4. 
• Monitor Performance 
 
 



Training Matters! 
• Poor training compromises 

o Procedural Integrity 
o Higher levels of problem behavior (Wilder et al., 2006; 

DiGennaro et al., 2007) 
o Lack of consumer improvement (DiGennaro Reed et al., 2011) 
o Rate and quality of staff-consumer interactions (Finn & 

Sturmey, 2009) 
o Opportunities for teaching (Schepis et al., 2001) 
o Opportunities for consumers to make choices (Reid, Green, & 

Parsons, 2003) 
o Consumer quality of life (Jahr, 1998) 
o Consumer engagement (Szczech, 2008) 
o Consumer progress toward identified goals and objectives (e.g., 

Gresham et al., 1993; Dib & Sturmey, 2007) 
o Consumer safety and risk of harm (e.g., DiGennaro Reed & 

Reed, 2014) 
• Effective training results in 

o Improvements for both trainees and consumers (Nigro-Bruzzi & 
Sturmey, 2010) 

 
Giving Corrective Feedback 

o Employees who are not prepared to supervise others are more 
likely to burn out and self-report work related stress (Blache et 
al., 2011) 

o 75% of BCBAs indicate they are responsible for supervising 
other staff 

o 66% reported current place of employment did not provide 
training about effective supervision practices (DiGennaro Reed 
& Henley, 2015) 

o Training effects leave as quickly as one session post training 
(DiGennaro, Martins, and Kleinmann, 2007) 

o Staff perform with higher integrity when monitored and 
observed (Brackett, Reid, & Green, 2007) 

 
 

How to be Time & Cost Efficient 
o Provide brief, easy to digest, written instructions (e.g., Graff & 

Karsten, 2012) 



o Use video-based training that includes didactic instruction, 
voice-over narration, video models of correct performance, and 
guided notes (DiGennaro Reed & Henley, 2015) 

o Models containing full range of behaviors staff will be required 
to emit (Moore & Fisher, 2007) 

o When self-instructional package alone is ineffective, provide 
performance monitoring tool and brief session of feedback 
(Shapiro et al., in press) 

o Allocate face-to-face time of supervisors to creating rehearsal 
opportunities and delivering feedback 

o Use pyramidal model (e.g., Pence et al., 2014; Page, Iwata, & 
Reid, 1982)  

 
Importance of Timing and Providing Immediate Feedback 

o Timing as a moderator of PF 
o Review (Scheeler et al.; 2004): Timing of feedback was the only 

clear moderator of effect 
o Some things to consider 
o Staff practice errors (Heward, 1997) 
o Students receive erroneous instruction (Scheeler et al., 2006) 
o Staff preference (Reid and Parsons; 1996) 
o Supervisor visibility is important (Reid, Parsons & Green, 2011) 
o Provides staff with easy opportunities to ask questions or seek 

direction 
o Staff report less satisfaction with workplace when they “rarely 

see the supervisor”  
 
Optimal Supervision & Feedback Arrangements 

o Ongoing monitoring and consultation (Favell et al., 1987) 
o Risks of deterioration  
o Supervisor utilizes and navigates the same system as the 

supervisee(s) 
o able to model effective behavior and provide cogent feedback 
o Combination of private and public feedback is provided 
o Individual or group’s performance is compared to a standard 
o Both written and graphic feedback is provided 

 
What about feedback on professional conduct? Is that 
different? 



• These are typically long-standing behaviors 
o Likely developed and practiced since childhood 
o Individuals consider them a part of their “personality” 
o Take time to change 

• An effective supervisor is trusted 
o Purpose of the feedback is supervisee growth 
o Be mindful of your own history, which impacts your response  

• Think function 
o What evoked the behavior? 
o What are the current contingencies for professional behavior? 

• Remain calm and consistent in offering feedback regarding 
professional conduct 
 
 
Develop Systems for Maintaining High Level Performance 

o Szabo et al., (2012) worked with 11 supervisors and 56 staff 
who served adults with significant behavior problems. 
 Total Performance Service Review (TPSR; Williams & 

Cummings, 2001) 
o Prompts staff to record and inspect data 
o Publically posted performance scorecards 
o Performance Matrix (Daniels & Daniels, 2004) 

 Scorecard system the staff can be trained to use to keep 
track of critical performance 

 
Performance Management 

o Use individual or group contingencies 
 Staff that meet criteria can enter a weekly lottery (Luiselli 

et al., 2009; Green et al., 1991) 
o Monitory rewards 

 gift cards, coupons, meals 
 Additional privileges  
 better parking spot, schedules, vacation days 

o Negative reinforcement (DiGennaro et al., 2007) 
 cancelling a meeting to role-play poorly implemented 

intervention steps 
o Low or no cost reinforcers 

 public postings, E-mail announcements of appreciation, 
verbal praise 



• Using Incentives 
o Conduct reinforcer surveys because supervisors often err about 

predicting employee preference for rewards (Wilder et al., 2011) 
o Profit-Indexed Performance Pay (Abernathy, 2011) 
o Incentives based on performance and current financial climate 
o Performance, salary, an incentive basis calculated as a 

percentage of salary, and profit 
 

 
Systems for Maintaining High Level Performance 

• Performance Matrix (Daniels & Daniels, 2004) 
• Scorecard system the staff can be trained to use to keep track 
of critical performance 

 
Assess Environmental Determinants of  
Poor Employee Performance 

• Performance Diagnostic Checklist (PDC; Austin, 2000) 
• Carr et al. (2014) Adapted and evaluated the utility of PDC-
Human Services (i.e., PDC-HS) 

o Interview supervisors about factors in four domains 
 Training 
 Task Clarification and Prompting 
 Resources, Materials, & Processes 
 Performance Consequences, Effort, and Competition 

o 20 items (7 based on direct observation) 
o Multiple deficits (answers of no) in a specific area leads to 

subsequent prescribed intervention 
 

 V. Evaluating the Effects of Supervision 
• Methods to evaluate: 
• Interviews 
• Direct observations  
• Permanent product (e.g., reports) 
• Written tests (e.g., check-points on modules) 
 
V. Evaluating the Effects of Supervision 
• Client Performance as a Result of Training 
• Objective measures of client behavior addressed by services 
• Interviews and direct observations of client and caregiver satisfaction  



• with services (e.g., social validity) 
 
 
Example, Nabeyama & Sturmey (2010): 
• N = 3 students; 3 teaching aides 
• Client: distance of ambulation  
• Teaching aides: correct posture and responses 
• Mastery criterion: 100% correct responses across two consecutive  
 trials 

 
Performance Feedback, Treatment Integrity, and Students’ Behavior  
• DiGennaro, Martens, & Kleinmann (2007) 

o Trained 4 special education teachers to implement function 
based treatment packages to address student problem 
behavior 

o Condition 1: Teachers set a goal for student behavior and 
received daily feedback about student performance 

o Condition 2: Teachers received daily feedback about student 
performance as well as their own accuracy in implementing the 
intervention  

o if implementation was 100% integrity, they could avoid a 
meeting with consultant 

o Results: Condition 2 had most improvement and higher levels 
of treatment integrity were significantly correlated with lower 
levels of student problem behavior in ¾ teacher-student dyads 

o All 4 teachers positively rated the feedback procedures. 
 
Evaluation of Supervision 
• Social Validity: 
• Acceptability (Salem et al., 2009) 
• Satisfaction (Neef et al., 1991) 
• Effectiveness  (Arnal et al., 2007) 

 
Example, Kissel et al. (1983): 
• N = 4 direct care staff 
• Behavior management skills 
• Questionnaire: 
• Efficacy, helpfulness, likability, and ease of applicability of training 
• 5-point Likert-type scale (1= disliked and 5 = liked very much) 



• Example: “I liked the methods used to teach me the behavior 
management skills” 

 
• Social validity measures not representative of actual 
performance                          (Seiverling et al., 2009) 

 
 
 

VI. Ongoing Professional Development 
o Create and access a continuous learning community to 

enhance supervisory and training behavior 
o Subscribe to listservs, peer review journals, and make reading 

such materials part of your regular routine 
o Review resources and research for best practices in 

supervision 
o Carr & Briggs (2010). Strategies for Making Regular Contact 

With the Scholarly Literature. Behavior Analysis in Practice, 
3(2), 13-18. 

o Join professional organizations and get involved 
o Develop supervisory study groups and discuss strategies 
o Seek and obtain high quality Continued Education 
o Conferences 
o Workshops  

 
 

OVERALL TIPS FOR EXCELLENT SUPERVISION 
 
 
Tip 1. Be a teacher, not a cop! 
  
• Pay attention to your staff’s overall performance.  
• Listen to them, not just when they are in trouble. 
• If you anticipate they are going to struggle with something, try to  
 teach it or lower the criteria before they fail. 
• Conduct “Can’t Do or Won’t Do” assessments (VanDerHeyden & Witt,  
 2007) before jumping into conclusions. 

 
Tip 2. Establish a positive working relationship with everyone around 
you.  
• Do the people who work for you feel you care about how they are  



 doing as a whole? 
• Do the people who work with you feel you are a team player? 
• Does your boss see you as a “can do” person? 

 
Tip 3. Be willing and ready to have tough or difficult conversations 
with people. 
 
• 30% or more of a supervisor’s jobs is dealing with difficult  
 conversations. 
• Supervisees watch and learn from how you deal with conflict. 
• Also, a supervisor has to give corrective feedback 

o not doing anyone a favor if you avoid conflict! 
 

Tip 4. Demonstrate commitment to the success of your staff. 
 
• They must respect you, not because of a fancy role or title. 
• Make it clear that  

o you want to work with them 
o they won’t fail under your watch 
o help them learn and succeed 
o They need to feel that their achievements are directly related to 

your role in their development 
• Work on growth and safety of your staff 
 
Tip 5. Demonstrate commitment to your own growth and 
development! 
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