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Overview

I TheNeed for Performanc®anagement (PM)

I Best Practices in PM for Applied Behavior Analysis
(ABA) Service Providers

AEmployee Selection

ATraining

APerformance Analysis

AFocus on Consequences
AFeedback

AProcess Analysis and Intervention

I Summary and Fin&lggestions
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Practicing Behavior Analysts in 2018

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

BCBAD 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.
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-
Provider Preparation

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

I Finance
I Human Resource issues (payroll, benefits, etc.)
I Management of employee performance

A Due to this limited background, these tasks may be neglected, which can cause
I General employee discontent
I Increased turnover
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A Performance Management is part of Organizational Behavior Management (OBM),
which is itself a sudiscipline of ABA

ABA
l
OBM
Performance/ T~ Systems
Behaworal Analysis and
Management

Safety Intervention
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-
Performance Management

A Performance management

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

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

I Includes
APinpointing (operationally defining a performance)
APerformance Analysis (identifying the variables responsible for performance)
Alntervening to Improve Performance

AMeasuring the Results of Performance Change in terms of Sétigity and CosBenefit to the
Organization
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I
Selection

A Not a typical focus of PM, but crucial
A Goal should be to hire the person best suited for the specific position requirements

A Appropriate selection helps you to avoid employee performance problems



&> ) Florida Institute of Technology

: High Tech with a Human Touch ™

Themost common methods employers use to evaluate job candidates.

Behavioral interviews 62%

Online, minimuraqualifications
screening questionnaires

Skills testing 38%

Interviews with behaviorally anchored
rating scales

41%

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.
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Personality Testing for Selection

A Personality theorists refer to the Big 5 traits
I Openness to experience
I Extraversion
I Agreeableness
I Conscientiousness
I Emotional stability (neuroticism)

A Which of these is most important may depend on the specific job

A Conscientiousness and agreeableness are the two most highly correlated with over:
job performancgSackett and Walmsle014)

A To some extent, may depend on the position
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-
IN-Situ SkillBased Selection

A Many behavior analysts argue that emsitu 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

A Hardesttask (e.g., watcleandidate play with a child)

A If possible, have them repeat itBtimes
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Selection

A If cannot do an irsitu assessment, the nekiest alternative would be scenario
based questioning

A Use the most difficult task in the job requirement
A[ SO GKS LI AOFYld NBaALRYRT R2Yy Qi LINRO
A Use structured questions that are designed to yield specific information

iC2NJ SEI YL S 4! a é&2dz NP R2Ay3 RAAONBGS O
I NB dzaAy3d G2 GSFOK | a1Aftfd 2KIG ¢g2dd R &2
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TS
A Questions NOT to ask:

Ab2 KSy | K20d R23 SELIYRAI AY 6KAOK RAN.
SpaceX

A "Would you rather fight 1 horsesized duck, or 100duek A | SR K2 NBR S 4 K d
Whole Foods Market

Ab2 KI'( ¢2dzd R €2dz R2 AT é&2dz ¥F2dzyR | LISY
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‘ralnlng

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

wwSO23ayAl S GKIG Fy SYLX 28SSQa @S
completely independent of her i8itu repertoire

w Assess, and if necessary, train both
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‘ralnlng

w Assess regularly, as skills can fade
w Use competencypased training
w Use a Behavioral Skills Training (B®Irtele et al., 1986inodel to train

w Providelnstructions
w Model

w Have trainee perform
w Provide feedback
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Performance Analysis

AFunctional Assessment

I Standardor identifying function of problem behavior
AClinical/educational environments

I Organizational settings equivalent
APerformance analysis/performance diagnostics

Aldentify variables responsible for employee performance problems in organizational settings
I Insufficient training
I Insufficient consequences
I Competing contingencies
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-
Performance Analysis

APerformance Analysis Methods
I Indirect Methods

I Descriptive Analysis
APampino, Wilder, & Binder (2005)

I AB (Experimental) Analysis
ATherrien, Wilder, Rodriguez, & Wine (2005)
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Performance Diagnostic Checklist

Answer each of the following questions, providing data in support of your answer if possibie,

Antecedents and Information
Yes No
O O Is there a written job description telling exactly what 15 expected of the employee?

0

Q
o

o

o
O

Has the employee received adequate instruction about what to do?

(not waining - explicit instructions like “I want you to do this, this, and this
before we leave today...”)

Are employees aware of the mission of the department/organization?

Can they tell you what it is?

Are there job or task aids in the employess immediate environment?
Visible while completing the task in question? Reminders to prompt the task
at the correct ume/duration?

Is the supervisor present during task completson?

Are there frequently updated, challenging, and attainable goas set that
employees are comfortable with/feel are fair?

Equipment and Processes

Yes

Q © C0oo
C © 000

Ka

)

No

No
(&)
O

If equipment 1s required, is it reliable? In good wortking order? Ergonomically correct?
Is the equipment & environment optimally arranged in a physical sense?

Are larger processes suffering from certain incomplete tasks along the way

(process disconnects)?

Ase these processes armanged in a Jogical manner, without unnecessary

repetition? Are they maxmally efficient?

Are there any ather obstacles that are keeping the employee from

completing the task?

cdge and Skills

Can the employee tell you he/she is suppased to be doing and how to do it?
Have they mastered the task? If flueacy is necessary, are they fluent?

Can the employee physically demonstrate completion of the rask? Have they
mastered the tak? If fluency is necessary, are they fluent?

Does the employee have the capacity to leam how to complete the job?

O O Are there consequences delivered contingeat on the task?

00000

-frequency? (listh
-mmediacy? (list)
~consistency/probability? (list)
-positive or negative? (circle one)
-Are there premack reinforcers?

Do employees see the effects of performance? (How? Natural /amanged)

Do supervisors deliver feedback? (How? Written / verbal; direct /indirect)

Is there performance monitoring? {Self / supervisor direct / supervisor indirect)

Is there a response effort associated with performing?

Are there other behaviors competing with the desired performance?
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APerformance Diagnostic Checkligtuman Services
(PDCHS; Carr et al., 2013)

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

I PDGHS ties variables responsible for poor performance in
human service settings to interventions
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-
Performance Analysis

w PDCGHS may helgupervisors / managersowners:

A Understand performance problems that do not
respond to simple and quick solutions

A Develop a more sensitive, targeted intervention
for performance problems



&> ) Florida Institute of Technology

Performance Analysis

APDGHS Content

A20 questions

A4 categories
I Training
I Task Clarification & Prompting
I Resources, Materials & Processes
I Performance Consequences, Effort, and Competition

ADesigned to be conducted by a behavior analyst during an interview

GAOK (GKS SYLX 28SSQa RANBOG &dzZLISNIZA &2 N
A13 questions answered based on informant report, 7 based on direct

observation




PDC-HS

Performance Diagnostic Checklist — Human Services

Employee’s Name:

Interviewer: Date:

Describe Performance Concern:

with an asterisk

Instructions: Answer the questions below about the employee’s specific performance problem (not the
employee in general). The problem should be operationalized as either a behavioral excess or deficit. ltems
*) should be answered only after the information is verified through direct observation.

TRAINING

Has the employee received formal training on this task? If yes, check all
applicable training methods: O Instructions O Demonstration O Rehearsal

Can the employee accurately describe the target task and when it should be
performed?*

Is there evidence that the employee has accurately completed the task in the
past?

If the task needs to be completed quickly, can the employee perform it at the
appropriate speed?*

O Yes

O No

Has the employee been informed that he/she is expected to perform the task?

O Yes

O No

Can the employee state the purpose of the task?

O Yes

O No

Is a job aid (e.g., a checklist, data sheet) for completing the task visibly located in
the task area?

O Yes

O No

Is the employee ever verbally, textually, or electronically reminded to complete
the task?

O Yes

O No

Is the task being performed in an environment well-suited for task completion
(e.g., not noisy or crowded)?

Are there sufficient numbers of trained staff available in the program?

O N/A

O Yes O No

If materials (e.g., teaching stimuli, preferred items) are required for task
completion, are they readily available (e.g., easy to find, nearby)? If no materials
are required, proceed to question 5.

List materials below and indicate their availability.

ltem 2:
ltem 4:

ltem 1:
ltem 3:

O N/A

purpose?

OYes ONo
O N/A

Are the materials necessary to complete the task well organized for their
intended purpose?

OYes ONo

Is performance suffering from other tasks not being completed first? If so,
indicate those tasks below.

Task 1:
Task 3:

Task 2:
Task 4:

OYes ONo
O N/A

If you answered YES for Question 5, are other employees responsible for
completing any of the earlier tasks in the process? If so, indicate the employee(s)
below.

Task 1:
Task 3:

Task 2:
Task 4:

POV MYV UV YU VL YUy L T

OYes ONo

Is the employee ever directly monitored by a supervisor? If so, indicate the
frequency of monitoring.

O hourly O daily O weekly O monthly O Other:

OYes ONo

Does the employee ever receive feedback about the performance? If yes,
indicate below.

By whom? How often?

Delay from task?

Check all that apply:
Feedback Focus: O Positive O Corrective
Feedback Type: O Written O Verbal O Graphed O Other:

OYes ONo

Does the employee ever see the effects of accurate task completion? If yes,
how?

OYes ONo

Is the task particularly effortful or difficult?

Do other tasks appear to take precedence over the target task? If yes, indicate
these tasks below.

Task 1:
Task 3:

Task 2:
Task 4:







