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Overview
ïThe Need for Performance Management (PM)
ïBest Practices in PM for Applied Behavior Analysis 

(ABA) Service Providers

ÅEmployee Selection
ÅTraining
ÅPerformance Analysis
ÅFocus on Consequences
ÅFeedback
ÅProcess Analysis and Intervention

ïSummary and Final Suggestions 



Practicing Behavior Analysts in 2018

ÅThe number of individuals and agencies providing applied behavior analysis (ABA) 
services has skyrocketed

BCBA-D BCBA BCaBA RBT

2,103 26,879 2,838 34,120

Behavior Analyst Certification Board. (n.d). BACB certificant data. Retrieved from https://www.bacb.com/BACB-certificant-data. 



BCBA Certificants (1999-2017)

Behavior Analyst Certification Board. (n.d). BACB certificant data. Retrieved from https://www.bacb.com/BACB-certificant-data. 



BCaBA Certificants: 1999-2017

Behavior Analyst Certification Board. (n.d). BACB certificant data. Retrieved from https://www.bacb.com/BACB-certificant-data. 



RBT Certificants: 2014-2017

Behavior Analyst Certification Board. (n.d). BACB certificant data. Retrieved from https://www.bacb.com/BACB-certificant-data. 



Provider Preparation

ÅAlthough providers are well prepared for clinical tasks, many have a limited 
background in other responsibilities 

ïFinance

ïHuman Resource issues (payroll, benefits, etc.)

ïManagement of employee performance

ÅDue to this limited background, these tasks may be neglected, which can cause

ïGeneral employee discontent

ïIncreased turnover



Performance Management
ÅPerformance Management is part of Organizational Behavior Management (OBM), 

which is itself a sub-discipline of ABA

OBM

Performance 
Management

Behavioral 
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Performance Management
ÅPerformance management

ïThe branch of ABA that focuses on the workplace (Daniels and Bailey, 2014)

ïFocuses on the identification, measurement, and improvement of key aspects of employee 
performance 

ïIncludes

ÅPinpointing (operationally defining a performance)

ÅPerformance Analysis (identifying the variables responsible for performance)

ÅIntervening to Improve Performance

ÅMeasuring the Results of Performance Change in terms of Social Validity and Cost-Benefit to the 
Organization



Selection
ÅNot a typical focus of PM, but crucial

ÅGoal should be to hire the person best suited for the specific position requirements

ÅAppropriate selection helps you to avoid employee performance problems



The most common methods employers use to evaluate job candidates.

Behavioral interviews 62%

Online, minimum-qualifications 
screening questionnaires

41%

Skills testing 38%

Interviews with behaviorally anchored 
rating scales

26%

Situational judgment questionnaires 23%

Organizational fit questionnaires 23%

Personality testing 22%

Aptitude testing 18%

Scorable job applications 16%

Source: SHRM survey commissioned by ACT, December 2014.



Personality Testing for Selection
ÅPersonality theorists refer to the Big 5 traits

ïOpenness to experience

ïExtraversion

ïAgreeableness

ïConscientiousness

ïEmotional stability (neuroticism)

ÅWhich of these is most important may depend on the specific job

ÅConscientiousness and agreeableness are the two most highly correlated with overall 
job performance (Sackett and Walmsley, 2014)

ÅTo some extent, may depend on the position



In-Situ Skills-Based Selection
ÅMany behavior analysts argue that an in-situ assessment of skills, with structured 

scoring (can use same or similar data sheet you use for measuring treatment 
integrity among employees) is best approach to assessing skills and selecting new 
hires

ÅHardest task (e.g., watch candidate play with a child)

ÅIf possible, have them repeat it 3-5 times



Selection
ÅIf cannot do an in-situ assessment, the next-best alternative would be scenario-

based questioning

ÅUse the most difficult task in the job requirement

Å[Ŝǘ ǘƘŜ ŀǇǇƭƛŎŀƴǘ ǊŜǎǇƻƴŘΤ ŘƻƴΩǘ ǇǊƻǾƛŘŜ Ƙƛƴǘǎ

ÅUse structured questions that are designed to yield specific information

ïCƻǊ ŜȄŀƳǇƭŜΣ ά!ǎ ȅƻǳ ŀǊŜ ŘƻƛƴƎ ŘƛǎŎǊŜǘŜ ǘǊƛŀƭ ǿƻǊƪ ǿƛǘƘ ŀ ŎƭƛŜƴǘΣ ǎƘŜ ǘƘǊƻǿǎ ǘƘŜ ƳŀǘŜǊƛŀƭǎ ȅƻǳ 
ŀǊŜ ǳǎƛƴƎ ǘƻ ǘŜŀŎƘ ŀ ǎƪƛƭƭΦ ²Ƙŀǘ ǿƻǳƭŘ ȅƻǳ ŘƻέΚ



ÅQuestions NOT to ask:

ÅϦ²ƘŜƴ ŀ Ƙƻǘ ŘƻƎ ŜȄǇŀƴŘǎΣ ƛƴ ǿƘƛŎƘ ŘƛǊŜŎǘƛƻƴ ŘƻŜǎ ƛǘ ǎǇƭƛǘ ŀƴŘ ǿƘȅΚά !ǎƪŜŘ ōȅ 
SpaceX

Å"Would you rather fight 1 horse-sized duck, or 100 duck-ǎƛȊŜŘ ƘƻǊǎŜǎΚά !ǎƪŜŘ ōȅ 
Whole Foods Market

ÅϦ²Ƙŀǘ ǿƻǳƭŘ ȅƻǳ Řƻ ƛŦ ȅƻǳ ŦƻǳƴŘ ŀ ǇŜƴƎǳƛƴ ƛƴ ǘƘŜ ŦǊŜŜȊŜǊΚά !ǎƪŜŘ ōȅ ¢ǊŀŘŜǊ WƻŜΩǎ



Training

ωSpend some time on training materials; ideally, they should be 
specific to each position

ωwŜŎƻƎƴƛȊŜ ǘƘŀǘ ŀƴ ŜƳǇƭƻȅŜŜΩǎ ǾŜǊōŀƭ ǊŜǇŜǊǘƻƛǊŜ ƳƛƎƘǘ ōŜ 
completely independent of her in-situ repertoire

ωAssess, and if necessary, train both



ωAssess regularly, as skills can fade 

ωUse competency-based training

ωUse a Behavioral Skills Training (BST; Wurtele et al., 1986) model to train

ωProvide Instructions

ωModel

ωHave trainee perform

ωProvide feedback

Training



Performance Analysis

ÅFunctional Assessment

ïStandard for identifying function of problem behavior
ÅClinical/educational environments

ïOrganizational settings equivalent
ÅPerformance analysis/performance diagnostics

ÅIdentify variables responsible for employee performance problems in organizational settings
ïInsufficient training

ïInsufficient consequences

ïCompeting contingencies



Performance Analysis

ÅPerformance Analysis Methods
ïIndirect Methods

ïDescriptive Analysis
ÅPampino, Wilder, & Binder (2005)

ïAB (Experimental) Analysis
ÅTherrien, Wilder, Rodriguez, & Wine (2005)



Introduction



Introduction



Performance Analysis

ÅPerformance Diagnostic Checklist - Human Services 
(PDC-HS; Carr et al., 2013)

ïApplied questions from original PDC (Austin, 2000) to 
common human service performance problems

ïPDC-HS ties variables responsible for poor performance in 
human service settings to interventions



Performance Analysis

ωPDC-HS may help supervisors / managers/ owners: 

ÅUnderstand performance problems that do not 
respond to simple and quick solutions

ÅDevelop a more sensitive, targeted intervention 
for performance problems



Performance Analysis
ÅPDC-HS Content

Å20 questions

Å4 categories
ïTraining

ïTask Clarification & Prompting

ïResources, Materials & Processes

ïPerformance Consequences, Effort, and Competition

ÅDesigned to be conducted by a behavior analyst during an interview 
ǿƛǘƘ ǘƘŜ ŜƳǇƭƻȅŜŜΩǎ ŘƛǊŜŎǘ ǎǳǇŜǊǾƛǎƻǊ ƻǊ ƳŀƴŀƎŜǊ

Å13 questions answered based on informant report, 7 based on direct 
observation






