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Abstract
The field of behavior analysis relies on supervised fieldwork to shape the repertoires of individuals aspiring to sit for the Behavior
Analyst Certification Board® (BACB®) exam. Board Certified Behavior Analysts® (BCBAs®) who are providing supervision
to those seeking certification must follow the supervision and ethics requirements as directed by the BACB. We conducted a
survey of BCBAs currently providing supervision to gather information about current practices and barriers. The top areas of
success and need are presented based on the responses of 284 participants who completed the entire survey, along with
recommendations.
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The field of applied behavior analysis (ABA) relies on a su-
pervision model to develop the skills required for an individ-
ual working toward becoming a Board Certified Behavior
Analyst (BCBA) to deliver effective services to consumers
and to provide quality training and supervision of direct-line
staff. Supervisors are responsible for managing all dimensions
of the supervisory experience (Behavior Analyst Certification
Board [BACB], 2016, Code 5.0, p. 13). The BACB® requires
that supervision of fieldwork hours be provided by qualified
BCBAs (BACB, 2017a) and provides several requirements
and resources to the field (e.g., training prior to supervising,
an outline of what should be included in supervisor training,
continuing education requirements). Upcoming additional re-
quirements include course content focusing on supervision
content (BACB, 2017c) and the requirement that new
BCBAs cannot provide supervision to trainees within their
first year, postcertification, unless they are supervised by a
BCBA with 5 or more years of supervisory experience
(BACB, 2017b).

Many helping professions rely on supervision as a way to
model the expectations of the profession to practitioners
(Bernard & Goodyear, 2014). For the field of behavior analy-
sis, relying on a supervision model allows for qualified
practitioner-supervisors to directly shape the field by teaching
and modeling critical knowledge and skills. However, reliance
on a supervision model places a strain on supervisory re-
sources, which is a concern given the rapid growth of the field.
In a recent workforce outlook report, analysts found that the
employment demand for BCBAs more than doubled from
2012 to 2014 (Burning Glass Technologies, 2015, p. 2). In fact,
as of September 2018, the BACB reported that the number of
BCBAs had reached 29,104 (BACB, n.d.). It should be noted
that workforce growth and strain on resources are to be expect-
ed in a new field as it approaches a steady state of functioning.

In a recent study by DiGennaro Reed and Henley (2015),
the authors surveyed 400 participants and found that 75% of
respondents indicated they were responsible for supervising
others, but a majority (54.71%) of their current employers did
not provide training on effective supervisory practices.
According to LeBlanc and Luiselli (2016), who wrote the
introduction to a recent special issue on the topic of supervi-
sion in the journal Behavior Analysis in Practice, there is a
dearth of available training for effective supervisory practices
in the field of ABA. Because supervisors are charged with
training and providing feedback to trainees, if those supervi-
sors have not been trained on effective strategies for teaching
and performance management, there is an increased risk that
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trainees will develop incomplete or faulty repertoires. In 2016,
the BACB instituted the formal Professional and Ethical
Compliance Code for Behavior Analysts (the Code), which
is enforced by them and can result in a number of conse-
quences for a certificant if the BACB finds that the Code has
been violated (BACB, 2016). The BACB recently reported
that in the first year of enforcing the Code, the most prevalent
code violation involved improper or inadequate supervision or
delegation within the supervisory relationship (BACB, 2018).

Practitioners and researchers have responded to this growing
need for resources. The aforementioned special issue included
articles providing recommendations for establishing and carry-
ing out effective individual supervision (Sellers, Valentino, &
LeBlanc, 2016; Turner, Fischer, & Luiselli, 2016) and group
supervision (Valentino, LeBlanc, & Sellers, 2016), and how to
detect and address barriers that may arise within the superviso-
ry relationship (Sellers, LeBlanc, & Valentino, 2016). Two ar-
ticles provided descriptions of existing supervision models
within provider agencies, along with feasible methods of en-
suring the implementation of supervision in practice (Dixon
et al., 2016; Hartley, Courtney, Rosswurm, & LaMarca,
2016). Another article reviewed the specific intersection be-
tween ethics and supervision (Sellers, Alai-Rosales, &
MacDonald, 2016). Finally, since the publication of the special
edition, Garza, McGee, Schenk, and Wiskirchen (2017) pub-
lished an article focusing on recommendations for effective
supervision and provided specific supplemental tools to sup-
port high-quality supervisory practices.

Whereas the existing articles offer recommendations, they
are based on the collective experiences of the authors and their
informed, albeit perceived, ideas regarding areas of need. It is
currently unknownwhat practices supervisors are implementing
and what barriers they might be experiencing in providing su-
pervision. In a way, the field has placed the cart before the horse
by not first evaluating the current state of supervisory practices.
Gathering more information about actual supervisory practices
and barriers will be useful as the field of ABA continues to
develop. Specifically, data gathered from the field can help guide
the development of needed resources to increase the quality of
supervisory practices and afford increased consumer protection.
The purpose of the current study was to gather information from
BCBA supervisors about their current supervisory practices of
trainees and barriers to implementing practices. Our goal was to
identify areas of success and areas that should be targeted for
improvement.

Method

Participants

This study focused on BCBAs and doctoral-level BCBAs
(BCBA-Ds) presently providing supervision to those accruing

supervised fieldwork hours toward applying to sit for the ex-
am, per the BACB requirements. Participants were recruited
through a combination of voluntary sampling and snowball
sampling (Remler & Van Ryzin, 2011). We recruited partici-
pants through both national and state-level professional orga-
nizations and various social media sites (BACB e-mail blast,
professional e-mail lists for behavior analysts, and Facebook
sites for the Association for Behavior Analysis International,
California Association for Behavior Analysis, and Utah
Association for Behavior Analysis).

The number of individuals who received the invitation to
participate is unknown; data tracking for this was not avail-
able. As this information was not available, a corresponding
response rate was not calculated. Only those responses that
were fully completed were included in the data analysis. A
total of 480 responses were collected: 6 (1.2%) declined par-
ticipation, 190 (38.8%) did not complete the entire instrument,
and 284 (58%) fully completed the survey and were included
in the data analysis.

Instrumentation

A survey was developed and piloted by individuals with both
knowledge of supervision practices and experience in provid-
ing field-based supervision (these individuals were excluded
from participation in the actual data collection phase). This
survey was designed within Qualtrics (2017), a survey soft-
ware tool with the ability to distribute and anonymously col-
lect and analyze responses via the Internet. The instrument
consisted of three sections: demographics, contemporary su-
pervisory practices, and skills.

The questions in the second and third sections posed
initial dichotomous questions (i.e., yes/no format) designed
to assess contemporary supervisory practices and supervi-
sory methods for trainee skill enhancement. Follow-up
questions were contingent on the participant’s response to
the initial question. Participants that responded in the affir-
mative were asked to clarify the specific techniques they
employ related to the corresponding supervision skill.
Participants who responded in the negative were asked to
indicate barriers that kept them from completing or utilizing
the supervisory task or skill.

Procedure

Invitation e-mails with the web address link for the surveys
were distributed via an e-mail list. An invitation to participate
with the corresponding survey link was also distributed
through the aforementioned social media sites. Recruitment
and data collection were conducted from July 1 through
August 12, 2017.
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Results

Data were analyzed using the Statistical Package for the Social
Sciences (SPSS) Version 24. Analyses were limited to descrip-
tive statistics. The results focus on demographics and selected
practice areas. We chose to identify and present the top five
successes and areas for improvement and the main barriers to
implementing high-quality or recommended practices. We
elected to do this because the survey was comprehensive;
therefore, presenting all of the response data is impractical.
Complete response data are available from the first author.

Respondent Demographics

Two hundred eighty-four respondents fully completed (100%)
the survey. The sample was primarily female (n = 280,
81.0%), was White/Caucasian (n = 250, 88.0%), had been a
BCBA for a mean of 8.39 years (range 1–40 years), and had
provided supervision for a mean of 5.68 years (range 1–37
years). All 50 states were represented, with the largest repre-
sentations from California (n = 38, 13.4%), Florida (n = 17,
6.0%), Massachusetts (n = 14, 13.4%), Texas (n = 14, 6%),
and Michigan (n = 11, 3.9%), as well as 19 (6.7%) interna-
tional respondents. Respondents reported having a mean of
2.95 trainees at any given time (SD = 2.46, range 0–20).
The majority of respondents provided supervision through
their work (n = 174, 61.3%), but some respondents indicated
providing supervision through university settings (n = 50,
17.6%) and on a contractual basis (n = 54, 19.0%).
Educational level was primarily reported at the master’s level
(BCBA, n = 217, 76.4%). Sixty-five respondents (23.0%)
identified having doctoral-level training (BCBA-D) and two
respondents (0.7%) failed to report their educational level.

Top Five Areas of Success

Using a Contract Of those surveyed, 97.2% (n = 276) indicat-
ed they use a formal contract in their supervisory practice,
with 90% or greater indicating that the contracts included
the following: (a) supervisor and trainee qualifications to enter
into the supervisory relationship (per BACB Standards, n =
270), (b) documentation of expectations (n = 273), (c) amount
and structure of supervisory activities (n = 258), and (d) con-
tract review and signature completed by the first meeting (n =
249). Most respondents (85.1%, n = 235) indicated that their
contract outlined caseload and experience responsibilities, and
76% or less indicated that their contract includes a section on
client (n = 209) and/or workplace confidentiality (n = 211).

Evaluating Supervisor Capacity When asked if supervisors
considered the time requirements associated with supervision,
in relation to their current responsibilities (e.g., supervisory
and clinical caseloads), before adding trainees to their

workload, 95.8% (n = 272) answered in the affirmative.
Specifically, more than 85% indicated that they consider their
current clinical caseload (n = 250) and supervisory workload
(n = 249), whereas only 64.4% (n = 183) considered the
trainee’s caseload. Additional considerations included time
and logistics (e.g., geography, scheduling, work/life balance),
matched skill sets, and “goodness of fit” or likely success of
the supervisory relationship.

Setting Clear Expectations The majority of respondents
(95.8%, n = 272) indicated that they set clear expectations
for their trainees, with 93.8% (n = 255) explicitly setting ex-
pectations around documentation and preparation for supervi-
sory activities. A majority of respondents (70.6%, n = 192)
indicated that they clearly communicated when praise and
corrective feedback would be provided to the trainee.

Employing a Range of Performance Evaluation Strategies
Respondents (95.4%, n = 271) reported using a range of su-
pervisory activities to measure trainee performance. See
Table 1 for a breakdown of the reported implementation fre-
quency of specific supervisory practices designed to measure
competence in trainees. In terms of soliciting direct feedback
from others about the trainee’s performance and completion of
tasks, 84.2% (n = 239) of respondents do so. According to the
respondents who seek out direct feedback, feedback was
solicited from trainees (97.9%, n = 234), colleagues (65.7%,
n = 157), and supervisors (45.6%, n = 109).

Incorporating Ethics and Literature A majority (90.8%, n =
258) of respondents reported that they include ethical scenar-
ios and other activities to engage trainees in discussions about
ethics. Respondents (45.1%, n = 116) reported using activities
focused on the review of ethical scenarios at a majority of
supervision meetings. When incorporating ethical scenarios
into supervisory practices, the most common source of the
examples was reported to be from the supervisors’ own per-
sonal experience (93.8%, n = 242). Other commonly reported
resources include scenarios that the supervisor or colleagues
have created (59.4%, n = 153), and 48.1% (n = 124) utilized
scenarios from a published book on ethics (Bailey & Burch,
2011). Fifty-six (21.7%) respondents indicated that they use
“other” sources, such as ethical scenarios in publications by
professional organizations, real-life examples as they arise,
and other books or publications. According to respondents,
56.6% (n = 146) sometimes observe trainees work through
ethical scenarios, 21.3% (n = 55) do so often, 15.9% (n =
41) do so rarely, 4% (n = 11) do so almost always, and
1.9% (n = 5) never do so. Regular contact with relevant liter-
ature for review and guidance on supervision and clinical
activities was reported by 95.8% (n = 272) of respondents.
Clients’ needs (93.8%, n = 255) and professional develop-
ment (92.3%, n = 251) were the most commonly reported
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focus for accessing the literature. Staff training (79.8%, n =
217) and supervisor practices (78.7%, n = 214) were the next
most frequently reported reasons for going to the literature
base.

Top Five Areas for Improvement

Setting Clear Expectations for Receiving Feedback Just over
half of the supervisors (52.9%, n = 144) indicated they clearly
set expectations for how trainees should respond to corrective
feedback. The commonly reported tools and systems used
included documentation trackers or spreadsheets (tracking
hours, forms, etc.; 89.9% n = 169), structured discussions on
how to respond to corrective feedback (71.8%, n = 135),
agendas (71.2%, n = 134), and timelines (68.6%, n = 129).

Conducting Ongoing Evaluation of the Supervisory
Relationship Ongoing evaluations of the supervisory relation-
ship between supervisors and trainees were conducted by
59.5% (n = 169) of respondents. Activities reported to occur
during reevaluation of the supervisory relationship included
assessing the appropriateness of the frequency and structure of
meetings (85.8%, n = 145), evaluating the relationship
(81.1%, n = 137), and reviewing the contract (66.9%, n =
113). Eleven percent (n = 19) indicated “other,”which primar-
ily included responses around evaluating the relationship (e.g.,
feedback, meeting needs) and goals.

Using Competency-Based Evaluations and Tracking
OutcomesWhen asked if they used competency-based evalua-
tion tools linked to the BACB Task List, 78.9% (n = 224) of

Table 1 Supervisory activities
specific to measuring competency Item Frequency n %

Office meetings Never 7 2.6

Rarely 26 9.7

Sometimes 100 37.5

Most of the time 94 35.2

Always 40 15.0

Behavioral skills training Never 0 0.0

Rarely 13 4.8

Sometimes 96 35.6

Most of the time 117 43.3

Always 44 16.3

Direct observation of direct and indirect work Never 1 0.4

Rarely 4 1.5

Sometimes 58 21.5

Most of the time 123 45.6

Always 84 31.1

Reviewing written products Never 0 0.0

Rarely 12 4.4

Sometimes 89 33.0

Most of the time 91 33.7

Always 78 28.9

Observing staff training Never 13 4.8

Rarely 36 13.4

Sometimes 123 45.7

Most of the time 59 21.9

Always 38 14.1

Observing parent/teacher interactions Never 13 4.8

Rarely 40 14.9

Sometimes 122 45.4

Most of the time 57 21.2

Always 37 13.8

Other 40 14.8

Office meetings, n = 267; behavioral skills training, n = 270; direct observation, n = 270; reviewing written
products, n = 270; observing staff training, n = 269; observing parent/teacher interaction, n = 269
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respondents indicated yes, and 96.4% (n= 216) of those respon-
dents indicated that they make the competency list available to
their trainees. The majority (60.7%, n = 136) of respondents
reported using self-developed competency tools, 43.8% (n =
98) used tools developed by their employer, and 7.6% (n =
17) used commercially purchased systems. When evaluating
competencies, respondents reported that they use direct training
andmastery criteria (79.0%, n = 177), specific qualifications for
each specific competency area (54.9%, n = 123), and specific
quantifications for each area (52.7%, n = 118). Some respon-
dents (8.5%, n = 19) indicated “other,” with responses indica-
tive of direct observation methods and selecting an evaluation
system based on the appropriateness of the relevant context.

According to responses gathered, 79.6% (n = 226) of re-
spondents are actively tracking their trainees’ mastery of
targeted skills. The most commonly reported method of track-
ing (72.1%, n = 163) was setting and recording instances
wherein trainees met mastery criterion, followed by some type
of data collection system (66.4%, n = 150). Graphic display of
trainee competencies met was used by 26.5% (n = 60) of
respondents.

Directly Assessing and Teaching Professionalism Skills Of the
respondents, 67.3% (n = 191) indicated that they measure
their trainees’ interpersonal skills. With regard to communica-
tion skills, 67.3% (n = 191) of respondents reported that they
measure these skills. Table 2 outlines reported ways in which
interpersonal skills and communication skills were measured,
as well as barriers to measuring these skills. When asked if
respondents evaluate their trainees’ time management skills,
68.7% (n = 195) indicated that they do. Organizational skills
were reported as measured skills by 67.6% (n = 192) of re-
spondents. Prioritization skills were indicated as measured by
63.7% (n = 181) of respondents. Table 3 reflects the ways in
which time management, organizational skills, and prioritiza-
tion skills are measured, and Table 4 reflects the barriers to
measuring these skills.

Obtaining Feedback on Supervisory Practices A slight major-
ity (55.6%, n = 158) of respondents reported that they system-
atically track the effectiveness of their supervision. The pri-
mary method for tracking the effectiveness of supervision was
obtaining a rating of the supervisory meetings from the trainee

Table 2 Measurement of
trainees’ interpersonal skills Item n %

Interpersonal skills: Methods
of measurement

Direct observation of real situations 182 95.3

Discussing scenarios 142 74.3

Informal discussions 138 72.3

Direct observation of role-plays 74 38.7

Other 17 8.9

Interpersonal skills: Barriers
to measurement

This skill is difficult to measure. 58 65.2

There is a lack of understanding as to how
to measure this across multiple skills.

37 41.6

It is difficult to train this skill. 18 20.2

There is a lack of time. 24 27.0

I also lack this skill. 3 3.4

This skill is not important to train. 0 0.0

Other 14 15.7

Communication skills: Methods
of measurement

Direct observation of real situations 224 97.4

Discussing scenarios 181 78.6

Informal discussions 174 75.7

Direct observation of role-plays 101 43.9

Other 22 16.9

Communication skills: Barriers
to measurement

This skill is difficult to measure. 28 57.1

There is a lack of understanding as to how
to measure this across multiple skills.

20 40.8

There is a lack of time. 19 38.8

It is difficult to train this skill. 8 16.3

This skill is not important to train. 1 2.0

I also lack this skill. 1 2.0

Other 11 22.4

Interpersonal skills and communication skills measured, n = 191; barriers to measuring interpersonal and com-
munication skills, n = 89
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(57.6%, n = 91). Other methods reported include tracking data
on self-selected goals (39.9%, n = 63), self-rating the super-
vision meetings (25.9%, n = 41), and having a peer or super-
visor overlap their supervisory activities and provide them
with feedback (24.7%, n = 39). Of those who solicit feedback,
38.1% (n = 85) do so through anonymous avenues.

Summary of Commonly Reported Barriers to Effective
Supervisory Practices

There were several reported barriers that appeared across
many of the topic areas. As one can imagine, one of the most
commonly reported barriers to being able to implement high-
quality supervisory practices was lack of time. Specifically,
supervisors indicated that they lacked sufficient time to en-
gage in thorough preparation for supervision meetings and
to create systems for tracking mastery of content knowledge
and skills. Other common barriers include cost-prohibitive
materials (e.g., supervision curriculum) and lack of access to
examples (e.g., contracts, systems for guiding supervision

activities and for tracking competence). Supervisors also cited
being unaware of certain requirements, such as the need to
have a contract and to evaluate the effectiveness of their
own supervisory practices.

With regard to assessing and teaching skills such as how to
respond to feedback, time management, organization, and in-
terpersonal communication, respondents frequently indicated
that they felt they did not know how to measure or teach such
skills. Others indicated that they felt it was not their job to
teach those skills. This lack of ownership was also cited as a
reason to not solicit feedback from trainees about the supervi-
sory relationship, the trainee’s needs and preferences, and the
supervisor’s performance.

Discussion

Behavior analysts are increasingly tasked with providing high
volumes of quality supervision. This study extends the research
on supervision by gathering information from BCBA

Table 3 Methods of
measurements for self-
management skills

Item n %

Timemanagement skills
measured by

Practicing tasks that require this skill 80 41.0

Tracking their planned activities versus their actual activities 115 59.0

Tracking deadlines (data actually submitted versus due date) 176 90.3

Work/life balance 93 47.7

Other 12 6.2

Organizational skills
measured by

Practicing tasks that require this skill 77 40.1

Documentation management 166 86.5

Organization of client programming 158 82.3

Organization of information and materials during meetings 158 82.3

Other 8 4.2

Prioritization skills
measured by

Practicing tasks that require this skill 82 45.3

Organizing and adjusting tasks based on time sensitivity/deadlines 151 83.4

Organization of information and materials reviewed during meetings 145 80.1

Other 14 7.7

Time management skills measured, n = 195; organizational skills measured, n = 192; prioritization skills mea-
sured, n = 181

Table 4 Barriers to measuring
self-management skills Item Timemanagement Organizational skills Prioritization skills

There is a lack of time. 22 27.2 28 32.2 33 34.7

There is a lack of understanding as to how
to measure this across multiple skills.

18 22.2 28 32.2 28 29.4

I also lack this skill. 7 8.6 5 5.7 6 6.3

It is difficult to train this skill. 12 14.8 11 12.6 16 16.8

This skill is not important to train. 2 2.5 4 4.6 6 6.3

This skill is difficult to measure. 32 39.5 42 47.1 42 44.2

Other 27 33.3 24 27.6 20 21.1

Barriers to measuring time management skills, n = 81; barriers to measuring organizational skills, n = 87; barriers
to measuring prioritization skills, n = 95
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supervisors about the practices they are currently implementing
and barriers to implementing those practices. The results of this
survey indicate that those supervising trainees in the field of
behavior analysis are implementing many practices associated
with high-quality supervision. At the same time, the results
point to some areas wherein supervisorsmight require improve-
ments. In the following section, we discuss the implications of
the areas of success and need, as well as some recommenda-
tions. To that end, the Appendix is a sample supervisory to-do
checklist for novice supervisors that is meant to ensure critical
steps in the supervisory process are not overlooked.

It is encouraging that supervisors are complying with the
BACB requirements related to using a contract, evaluating
their supervisory capacity, and conducting performance eval-
uations. The majority of supervisors are also setting clear ex-
pectations for trainees and taking an active approach to includ-
ing exposure to ethics and research literature. Consistently
engaging in these supervisory activities provides several ben-
efits. First, these behaviors provide greater protection to con-
sumers receiving services from a trainee. Second, following
these practices increases the likelihood that trainees will de-
velop full and effective repertoires, not only for current and
future clinical services, but also for when they assume a su-
pervisory role. Finally, many of these practices minimize the
development of issues during, and at the close of, the super-
visory relationships (e.g., contractual disputes, disagreement
over what a trainee or supervisor should have done). We en-
courage supervisors not only to keep up the good work but
also to include direct instruction to trainees onwhy and how to
engage in these practices to ensure that each new generation of
supervisors is proficient in these practices.

Whereas a number of the results are encouraging, others
are indicative of some areas in need of improvement.
Supervisors of trainees accruing fieldwork hours can improve
in some very specific areas of success listed previously.
Communicating the purpose of corrective feedback, and the
clear expectations for how to receive such feedback, may in-
crease the effectiveness of supervisory practices with a given
trainee. Doing so can also function as a model for the trainee
to tackle difficult conversations and for how to begin with a
strong supervisory relationship that focuses on feedback and
growth. We recommend that supervisors and instructors of
practicum courses have open discussions about expectations
around how to receive feedback and what to do to incorporate
the feedback into practice. Supervisors should also include
instruction on how to deliver compassionate but effective cor-
rective feedback, as many individuals never receive such
instruction.

Supervisors can also incorporate evaluations of the super-
visory relationship and can tact for the trainee why they are
engaging in the check-ins. Readers are referred to the Sellers,
LeBlanc, and Valentino (2016) article for suggestions on how
to engage in periodic checks on the health of the supervisory

relationship. We recommend generating a list of check-in
questions to ask on a regular basis (e.g., weekly, monthly,
quarterly). An even more direct route is to simply ask the
trainee about his or her perceptions regarding the supervisory
relationship. The very act of asking your trainee about his or
her perceptions of the relationship may be one of the first and
most critical steps in communicating the trainee’s value and
establishing a strong supervisory relationship.

Another area for improvement is using a structured system
to track trainees’ mastery of skills. Tracking progress toward
mastery and maintenance of knowledge and skills is one of the
primary ways to evaluate the effects of supervision, and litera-
ture supports the effectiveness of competency-based training
(Parsons, Rollyson, & Reid, 2012; Reid, Parsons, & Green,
2012). Practicing behavior analysts would never think to pro-
vide services to a client without identifying the skills needed,
measuring progress toward mastery, and making data-based
decisions. Likewise, as trainees and students meet the definition
of “client” in the BACB Code (BACB, 2016), instructors and
supervisors should not attempt to build and shape repertoires
outside of a competency-based framework within which prog-
ress can be measured and issues can be identified. We com-
mend authors for publishing high-quality examples and sup-
ports for supervision and performance management (Carr,
Wilder, Majdalany, Mathisen, & Strain, 2013; Garza et al.,
2017; Kazemi, Rice, & Adzhyan, 2018; Theisen, Bird, &
Zeigler, 2015; Turner et al., 2016). New supervisors might con-
sider establishing communities of practice, wherein they can
share resources and strategies. We also suggest that they reach
out to previous instructors and supervisors, authors, and experts
in the field to request unpublished resources and materials.

The responses related to questions about assessing and
teaching a variety of professional skills suggest this as another
area in need of improvement for the field. Successful clinical
practice requires that BCBAs have a full repertoire of skills
that allow them to conduct themselves in a professional man-
ner. This requires individuals to possess effective communi-
cation and interpersonal skills and skills related to self-man-
agement, being organized, managing time, and prioritizing
tasks. Therefore, it is critical that supervisors provide the op-
portunity to evaluate and develop these skills in their trainees
to increase the likelihood that the individual is successful
when practicing independently. Section 5.0 of the Code
(BACB, 2016) directs the supervisor to accept “full responsi-
bility for all aspects of this undertaking” (BACB, 2016,
Section 5.0, p. 13).

We recommend that supervisors accept responsibility for
developing and evaluating the full range of skills related to
professionalism within the scope of supervisory activities.
Employing evidence-based training strategies, such as behav-
ioral skills training (BST), prompting and fading, and self-
management strategies, will result in the effective acquisition
of these skills. Readers can also find other helpful suggestions
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and resources in the article by Sellers, Valentino, and LeBlanc
(2016). Supervisors can draft operational definitions of these
skills and employ a variety of methods for measuring them.
For example, supervisors can measure the percentage of dead-
lines met and the ability of the trainee to manage things like
documents and client programming tasks and materials, the
accessibility and organization of materials during supervision
meetings, and the time allocated to tasks based on time sensi-
tivity and deadlines. Other strategies include tracking the per-
centage of completed activities out of scheduled activities
each day or week or the number of negative or defensive
statements made per meeting.

The final area in which supervisors can improve is
soliciting feedback about their own supervisory practices.
This is critical for several reasons. First, when provided by
the trainee, feedback provides valuable information about su-
pervisors’ behavior and how they might make their supervi-
sory practices more effective. Second, when solicited from
others who are familiar with the trainee’s work (e.g., con-
sumers, caregivers, staff working under the trainee), feedback
provides a measure of the trainee’s skills and the effects of the
supervision activities. Finally, soliciting feedback has been
required by the BACB Code since 2016 (BACB, 2016).
Implementing anonymous feedback systems is one way to
increase the likelihood of respondents providing honest
responses.

Supervisors can implement a wide range of systems for
collecting anonymous feedback, from something as simple
as having trainees print out their responses to questions and
place them in a box or envelope, to using one of the many free
online options for anonymous surveys. Anonymous methods
are best suited for situations wherein the supervisor has sev-
eral trainees (i.e., three or more); however, contexts in which
there are only one or two trainees make anonymity more chal-
lenging. In such cases, the supervisor might directly explain
this difficulty but highlight that it presents the opportunity for
the trainee to learn to become comfortable providing high-
quality feedback to their supervisor. A supervisor can begin
to establish this repertoire by starting with the following struc-
tured approach: (a) select specific skills to be modeled for the
trainee with some performance-planned errors; (b) provide the
trainee with a procedural fidelity and feedback form; and (c)
guide the trainee through scoring the form, identifying
strengths and errors, and then providing high-quality
feedback.

When evaluating the results, it is important that readers
keep in mind that the data are self-reported. However, we
recommend that these data serve as a call to practicing super-
visors and instructors to thoughtfully and thoroughly evaluate
the strengths and areas for improvement within their own
practices.

These findings suggest that behavior analyst supervisors
would greatly benefit from more formal education on

supervision during their graduate training and their supervised
fieldwork. Based on the data and fill-in answers from this
survey, this education should involve exposure to a broad
range of supervision practices, BST, and development of ad-
vanced mentoring skills about how to give effective feedback.
In addition, teaching and supervision should focus on
instructing behavior analysts on how to design systems for
teaching, measuring, and evaluating a wide range of critical
skills (behavior analytic and others, e.g., professionalism, ef-
fective communication and organization) and how to evaluate
the effects of their supervisory practices. Based on the re-
sponses, as well as anecdotal data that many practicing super-
visors are unaware of several required and beneficial prac-
tices, instructors and supervisors should consider including
specific instruction about requirements and best practices
using documents such as the Code (BACB, 2016), experience
standards (BACB, 2017a), and BACB newsletters available
on the BACB website.

Our field’s reliance on supervised fieldwork hours imparts
an additional duty of care to ensure that clients receive effec-
tive services. Further, the reliance on supervised clinical ex-
periences for trainees provides us with a valuable opportunity
to impact not only those we directly supervise but also each
person to whom our trainees may eventually provide supervi-
sion. Behavior analysts are often confident in their ability to be
systematic, to collect data to measure behavior, and to respond
to those data with clients. However, the present study suggests
these repertoires may not generalize to supervision contexts.
We hope these results will serve as a call to graduate training
programs and clinical providers to explicitly provide instruc-
tion on taking a functional behavior-analytic approach to
training and supervising trainees. Behavior analysts in super-
visory roles should be able to fluently apply their behavior-
analytic skills (operationally defining, measuring, and inter-
vening on behavior) to supervision. We also hope the results
of this study will help supervisors strengthen their supervisory
practices and behavior.
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Appendix

Supervisor “To-Do” Checklist

This checklist is intended for use by supervisors providing
supervision to individuals working toward becoming

BCBAs® to serve as a basic starting point for individuals
who may be new to supervision or for those who might want
to revamp their current practice. It is meant to serve as a
checklist of basic tasks that should be completed on a regular
basis to ensure the provision of quality supervision, but it is
not exhaustive.

Before Beginning Any Supervision
Sign up to receive the newsletter published by the BACB.

Download the contract from the BACB website or create your own that meets the BACB 

requirements.

Ensure that you meet all current BACB requirements to provide supervision.

Download all currently required BACB forms for documentation.

Access, create, or outline competencies based on the relevant BACB Task List.

At the Start of Each Supervisory Relationship
Ensure that the trainee meets all BACB requirements prior to beginning supervised 

fieldwork hours.

Review and sign a supervision contract with the trainee, retain a copy, and provide a copy 

to the trainee.

Review logistics expectations: who will do what, where documents will be stored, 

timelines, and giving and receiving feedback.

Set a recurring schedule of supervision meetings (and include both group and individual

meetings, if group meetings will be offered and you will conduct them).

Ensure the trainee has all required BACB forms, including the monthly experience 

system hours tracking spreadsheet, and understands how to use them.

Establish a plan to teach and assess competencies based on trainee needs and clinical 

placement.

Put prompts in your environment (e.g., calendar meetings) for all supervisory tasks to 

complete in the next 6 months.

Weekly
Review performance expectations with the trainee.

Check in with your trainee and address any issues.

Reaffirm your commitment to a positive and committed supervisory relationship.

Teach (using BST) and assess competencies and provide feedback.

Assess professional and communication skills of your trainee, provide feedback, and 

teach as needed.

Present and review ethical scenarios.

Check in about accrual of fieldwork and supervision hours.

Solicit feedback from trainees.

Monthly
On your own, read or review at least one resource (article, podcast, webinar, etc.) on the 

topic of supervision, ethics, or any topic related to the clinical work of your current 

trainees. Incorporate findings into your practice and supervision meetings.
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