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Overview
–The Need for Performance Management (PM)
–Best Practices in PM for Applied Behavior Analysis 

(ABA) Service Providers

• Employee Selection
• Training
• Performance Analysis
• Focus on Consequences
• Feedback
• Process Analysis and Intervention

–Summary and Final Suggestions 



Practicing Behavior Analysts in 2018

• The 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

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

– Finance

– Human Resource issues (payroll, benefits, etc.)

– Management of employee performance

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

– General employee discontent

– Increased turnover



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

which is itself a sub-discipline of ABA

OBM

Performance 
Management

Behavioral 
Safety

Systems 
Analysis and 
Intervention

ABA



Performance Management
• Performance management

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

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

– Includes

• Pinpointing (operationally defining a performance)

• Performance Analysis (identifying the variables responsible for performance)

• Intervening to Improve Performance

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



Selection
• Not a typical focus of PM, but crucial

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

• Appropriate 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
• Personality theorists refer to the Big 5 traits

– Openness to experience

– Extraversion

– Agreeableness

– Conscientiousness

– Emotional stability (neuroticism)

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

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

• To some extent, may depend on the position



In-Situ Skills-Based Selection
• Many 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

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

• If possible, have them repeat it 3-5 times



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

based questioning

• Use the most difficult task in the job requirement

• Let the applicant respond; don’t provide hints

• Use structured questions that are designed to yield specific information

– For example, “As you are doing discrete trial work with a client, she throws the materials you 
are using to teach a skill. What would you do”?



• Questions NOT to ask:

• "When a hot dog expands, in which direction does it split and why?“ Asked by 
SpaceX

• "Would you rather fight 1 horse-sized duck, or 100 duck-sized horses?“ Asked by 
Whole Foods Market

• "What would you do if you found a penguin in the freezer?“ Asked by Trader Joe’s



Training

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

• Recognize that an employee’s verbal repertoire might be 
completely independent of her in-situ repertoire

• Assess, and if necessary, train both



• Assess regularly, as skills can fade 

• Use competency-based training

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

• Provide Instructions

• Model

• Have trainee perform

• Provide feedback

Training



Performance Analysis

• Functional Assessment

– Standard for identifying function of problem behavior
• Clinical/educational environments

–Organizational settings equivalent
• Performance analysis/performance diagnostics

• Identify variables responsible for employee performance problems in organizational settings
– Insufficient training

– Insufficient consequences

– Competing contingencies



Performance Analysis

• Performance Analysis Methods
–Indirect Methods

–Descriptive Analysis
• Pampino, Wilder, & Binder (2005)

–AB (Experimental) Analysis
• Therrien, Wilder, Rodriguez, & Wine (2005)



Introduction



Introduction



Performance Analysis

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

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

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



Performance Analysis

• PDC-HS may help supervisors / managers / owners: 

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

• Develop a more sensitive, targeted intervention 
for performance problems



Performance Analysis
• PDC-HS Content

• 20 questions

• 4 categories
– Training

– Task Clarification & Prompting

– Resources, Materials & Processes

– Performance Consequences, Effort, and Competition

• Designed to be conducted by a behavior analyst during an interview 
with the employee’s direct supervisor or manager

• 13 questions answered based on informant report, 7 based on direct 
observation
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Room Baseline 

(Mean)

Intervention

(Mean)

A 47% 97%

B 26% 98%

C 38% 96%

D 41% 97%

E 27% 92%

F 31% 92%
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PDC-HS Results



Partic

ipant

Baseline 

(Mean)

PDC-

HS

Int.

Non 

PDC-

HS

Int.

Nat 7% 74% -

Jan 14% 80% -

Ned 1% 69% 6%

Lex 4% 66% 6%
Prompt 

(Non 

PDC-

HS-

Based  

Interve

ntion)

Baseline Verbal and Graphic Feedback (PDC-HS-Based 

Intervention)

P
e

rc
e

n
t 
o

f 
O

p
p
o

rt
u

n
it
ie

s
 in

 w
h

ic
h

 T
h

e
ra

p
is

t 
C

lo
s
e
d

 D
o

o
r

Prompt 

(Non 

PDC-HS  

Interven

tion)



0

10

20

30

40

50

60

70

80

90

100

Training Task Clarification
and Prompting

Resources,
Materials, and

Processes

Performance
Consequences,

Effort, and
Competition

P
e

rc
e

n
ta

ge
 o

f 
A

n
sw

e
rs

 
In

d
ic

at
in

g 
 P

ro
b

le
m

PDC-HS Domain

PDC-HS Results for Dyad 1



PDC-HS Results for Dyad 2



PDC-HS Results for Dyad 3



PDC-HS Results for Dyad 4
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Experiment II

• PDC-HS has never been evaluated with employees who 
have an intellectual disability. 

• Thus, the purpose of the current study was to examine 
the utility of the PDC-HS with adults with disabilities in 
an integrated employment setting to assess 
performance problems exhibited by their peers. 



Experiment II: Method
• Participants

–Four managers with disabilities (Bruce, Michael, 
Sam, Taylor)

–One manager without a disability (Ruth)

• Setting

–Independently owned and operated thrift store

–Sessions conducted in the laundry room of store



Experiment II: Method
• Response Measurement and Definitions

–DV: Percentage of accurate price tag completion

•Consisted of 5 pieces of information above the perforation and 3 
pieces of information below the perforation 

–Each session consisted of 10 pieces of clothing

–Interobserver agreement

•Bruce - 30% of sessions, agreement was 98%

•Sam - 41% of sessions, agreement was 100%



Experiment II: Method
• Procedure

–Baseline

–PDC-HS

–Intervention

–Multiple baseline design across participants

–Treatment integrity

•Bruce – 92%; Sam – 100%
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Experiment II: Results Summary
• PDC-HS can be used to support the job performance of individuals 

with disabilities in an integrated work setting

• Social Validity

• Michael and Taylor (supervisors) reported increased confidence in directing 
employees

• Bruce and Sam (supervisees) reported that they were satisfied with the 
training 



Experiment II: Discussion
• Limitations

• Only one PDC-HS derived intervention (i.e., training) 
was evaluated

• Way in which DV was measured



Experiment II: Discussion
– Individuals with disabilities can be taught to manage and supervise their peer’s work 

performance (Lerman, Hawkins, Hillman, Shireman, & Nissen, 2015; Lerman, Hawkins, 
Hoffman, and Caccavale, 2013) 

– Future research 
• Other methods of supporting individuals with disabilities in integrated employment 

settings

• Modifications to PDC-HS to make it more user-friendly
–Simplified wording
–Abridged list of interventions

• Internet-based methods of increasing the employability of individuals with 
disabilities



Focus on Consequences

• In general, managers / supervisors focus on antecedents

• Instructions / rules

• Training

• Handbooks

• E-mail prompts 

• However, the behavior analytic approach to management, as well 
as empirical research, suggests that consequences are equally, if 
not more, important



Focus on Consequences

• Provide frequent, relatively immediate, and consistent 
consequences for both good and problematic performance

• 4:1 ratio

• Monitor the performance of your reports via direct observation

• Number of direct reports should be < 8 (Davison, 2003) 



Feedback

• The most commonly used, least expensive, and                            
perhaps most effective PM intervention 
(Alvero et al., 2001)

• Create a culture of feedback
– 360 degree feedback

» Employee receives (and provides) feedback to all those around her, 
including supervisor, peers in lateral position, and reports on a 
regular basis



Feedback

• Consider using performance scorecards (Abernathy, 2000; 
Riggs & Felix, 1983)

• Provide a standard, objective method of providing feedback and 
allows examination of both within-employee performance over time 
as well as between-employee performance



Adapted from Chase and Smith (1994)



Process Analysis and Intervention

• Don’t forget about the processes

• Process mapping (Rummler & Brache, 1995)

–Create a “should” process map and an “is” process map

–Make the “should” map look more like the “is” map



Example of an “Is” Process Map
 
 
 

Creates 
travel 

budget and 
sends for 
approvals 

Reviews 
budget, signs, 
and sends for 

approval 

Reviews budget, 
signs, and sends 

back to 
supervisor 

Makes travel 
arrangements 

Travels 

Reviews 
signature and 
sends back to 

employee 

Submits 
receipts 

Adapted from Wilder, D., & Gravina, N. (in press). Organizational behavior management. In W. Fisher, C. Piazza, 
& H. Roane (Eds.), Handbook of Applied Behavior Analysis (2nd ed.). New York: Guilford Press.



Example of a “Should” Process Map 
 
 
 
 

Creates 
travel 

budget and 
sends for 
approvals 

Reviews 
budget, signs, 
and sends for 

approval 

Makes travel 
arrangements 

Travels 

Reviews 
signature and 
sends back to 

employee 

Submits 
receipts 

Adapted from Wilder, D., & Gravina, N. (in press). Organizational behavior management. In W. Fisher, C. Piazza, 
& H. Roane (Eds.), Handbook of Applied Behavior Analysis (2nd ed.). New York: Guilford Press.



Summary: Best Practices in PM for ABA Service 
Programs

• Use in-situ based assessment to select employees.

• When training, use a competency based model such as BST.

• Use performance analysis methods such as the PDC-HS to identify cause of 
performance problems.

• Create and develop employee policies and handbooks, but don’t neglect to use  
consequences associated with policies and directives.

• Use feedback liberally but wisely; consider using a performance scorecard.

• Don’t forget the processes – conduct process maps when a process is problematic.  



Integrating OBM Procedures into ABA 
Service Provision

David A. Wilder, Ph.D., BCBA-D

Florida Institute of Technology and the 

Scott Center for Autism Treatment



THANK YOU

David Wilder
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To access the PDC-HS free of charge: 
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