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E - Selejct learning objectives that meet the criteria
~ outlined by Mager (1997)

* Determine the value of collectin
to training

g bas’;eline data prior




-~ Supervision - Training
Reid, Parsons, and Green (2012)

The Importance of Training

Being a good supervisor is an active process. You have to train, measure, evaluate and troubleshoot
supervisee/trainee behavior constantly. '

In the Same way that we used evidence-based ‘ ‘ :
-y : - practices with our clients, w
praclces in how we train and manage staff behavior. This includes bein



g & ; '__'-_'.ur =y
...i'_ .-':I:-_I;_=F_ i.

Evidence-Based

Supervision Protocol

1.

Identify desired client outcomes

2. Specify what staff must do to help clients reach

3.

those outcomes

Train staff in the skills specified in step 2

- Monitor staff performance
. Support proficient staff performance

- Correct non-proficient staff performance

Continuously evaluate staff performance and ;
client outcome attainment

N
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]ain, or Not to Train?
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zing Human Performance Problems, Mager and Pipe { m U
| '%ﬂeclsmn flowchart to determine potential behavioral Usedtodoi? > u\.
. ons to put in place when a performer is struggling. M?— ? e
Tange
formal skills

ANy

3 W wﬂl not expand upon the entire decision-making wining | N\
._r;:-_:,. in this lesson, Mager and Pipe determined that only Ji Yvedoteen -
T ry limited circumstances was formal skill training a R [Ves)

: u+ ded intervention: g

; isimportant [

"-?i:_'iigi‘}‘: ciency is the issue (rather than information alone or e

.'F"
it )
J

'E
_I
1

1'.‘
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: u-

: perforrner had not performed the skill previously

tions are not in place, skill training is unlikely to be
prove performance.
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jhtention IS to fully instruct employees on how

- complete their required work tasks
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of the following statements is'ti

_.;; an effective default intervention when staff are struggling

.
'1':. iy
.I :

ol

g IS an effective strategy to help behavior maintain over tlmq.,

19 s effective under conditions when the learner has never of
| fore | |

.i;_

expenswe and simple, which makes it an efﬁCIe
' ancelssues
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of the following statements |s

B
e B

Ng Is an effective default intervention when staff are struggling to

= ) B
.
1110,
e

g is an effective strategy to help behavior maintain over tlme

' 'Lu IS effective under conditions when the learner has ne .4
ed the skill before.

s mexpenswe and simple, which makes it an eff‘ cle
ormance ISsues. -
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We have all been in trainings or presentatlons in 3
which the information being presented is more

about the person presenting than it is about the
‘eamers e

MRS |
v LA

DeS|gn|ng effective training requires understa
who your learners are, what knowledge the /
x de have, what their job expectatlo
hat ¢ blems they might face ont
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l, a school-based BCBA, is designing a training for teachers on practical
' _.w? apphed In classrooms. He starts by outlining the content he wants to
share in a logical sequence and verifies the information for accuracy. He puts

; jether a PowerPoint slide deck that clarifies how to read a behavioral
-~ sessment for a student and describes to teachers how the assessment

drocess works. Paul rehearses the lecture to ensure he appears credible an d 5
'."-f?*‘ pares to answer questions related to the assessment process. |

lng the training, the teachers appear disinterested and, upon

ng the training, report that, while the information was mterestl
ldn’t understand how to apply it. |
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-_ school-based BCBA  is designing a training for teachers on practical
A applied in classrooms. He starts by outlining the content he wantsto
Yare in a logical sequence and verifies the information for accuracy. He puts
dgether a PowerPoint slide deck that clarifies how to read a behavioral

assessment for a student and describes to teachers how the assessment
drocess works. Paul rehearses the lecture to ensure he appears credible and
prepares to answer questions relate
.'.'

d to the assessment process.
i-_;j__ring the training, the teachers appear disinterested and, upon ;?5
the training, report that, while the information was interesting
1ey didn’t understand how to apply it. ;

Paul have done differently?
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h Paul is asked to run the same training again, he first reviews how
chers are expected to use the assessment information and their job
> ectatlons related to the assessment process. He finds out what the
achers current backgrounds related to ABA are, and what common
b allenges they are facing related to behavioral issues in the classroom. Wlth
iﬁa IS information, he creates realistic scenarios and tools to help them use the

: ssessment information, and provides a list of benefits for the teachers that
result from using the assessment information.

T is time, the teachers are attentive throughout and engage with Paul

uring the presentation. Upon leaving the training, they report that the _'

T__ ed the training and feel confident and motivated to use the
orm atmn in their classrooms.
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flducting a Job Model

ussed at length when establishing
asurement and evaluation systems, a job
ﬁ IS also a critical tool when designing

s ] -
a1 1 j
RLIRL® s-
il ~ !
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.

Or each job role, you should identify and prioritize
@ skills that they need to be successful, and
38ign your training with the job model in mind.
the supervision process, you will also want to tie
28e job requirements to specific task list items.
ich will allow the learners to learn about and

y these skills in their work.

I

Mppendix A
Example of a Job Model
Position: Graduate Therapist

Supervisor: KS

Job Mission/Purpose: To provide clinical services to adults and children with -
developmental disabilities and develop professional skills for providing effective anc
ethical treatment. 5

Job ' | BACB Skills Required
Responsibility/Performance |

™
E

== o — —

1. Functional Behavior ["Section Il

; Assessment Identification of the Problem

a. Informant G-01 Review records and available data atthe o
Assessment _ the case. . T
Assessment gf;;"“ﬂ e Clor.

. Functional Analysis oideria il III.WMHFII "m.m et
Collection inastt




Learning Objectives

% | .
il

?-.'j:jj- learning objectives are the foundation for effective instruction and testing.

10 design effective training and to assess whether the training was effective, we

-- learners must be able to do differently after the training, under what conditions, 1
how well.

)

-
= b
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" nding who the learners are and what behavior they need to be successful in thei'r_'_'_ -
_*'_"f_,ndation of training, and writing out the learning objectives before developing the :
E requires the instructional designer to focus on the learners’ needs.

has been the authority on writing effective learning objectives for “‘
{ Preparing Instructional Obijectives is highly recommended for new instructional desigr

s of high-quality behavioral learning objectives: performance, criteria, and co

drovide you a brief introduction to his method of creating objectives, we will share

—
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Performance

The objective must specify “what

learners must be able to DO or
PERFORM when they demonstrate
~ mastery of an objective.”
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Bloom’s Taxonomy

Sl
%
b

Produce new or original work | B
e Design, assemble. construct, conjecture, develop, formulate, author, investigate

Justify a stand or decision
appraise, argue, defend, judge, select, Support, value, critique, weigh

Draw connections among ideas

differentiate, organize, relate, compare, contrast distinguish, examine,
experiment, question, test

Use information in new situations

Execute, implement, solve, use, demonstrate, interpret, operate,
schedule, sketch 3

Explain ideas or concepts

classiy, descrive, discuss, explain, identity, locate
report, select, transiate , 2 e

ey > -

Recall facts and basic concepts
define, duplicate, list, memorize, r
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]enﬁve must specify “what
S must be able to DO or
' r;. ;;ga- RM when they demonstrate

stery of an objective.”

L B
T

I‘.'
'I' ]
'f‘
1-

o't L be able to test for mastery
ou W ite objectives that start
asura le acﬂun verb.

-
T

will be able to create a graph in Excel.

Conditions

Are there any conditions under which the
staff member must perform?

What can they use (or not use) during the
performance?

This is only necessary if it makes
measurement more clear.

Example: Using sample data, the learner

.'- d

trials.

Criteria

How well must they be able to
task? |

It is not always praclical 0 | inc
criteria, but it may incre .,;_._,
around the nbjecﬂvm

Example: Tha
verbal npera

' e
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hICh of the following is an approprlate |
learning objective?

er this training, the learner will be able t

nderstand the importance of clear feedback to trainees

ﬂ.:

K now an evidence-based procedure for giving feedback

preclate the role feedback delivery in the supervision process

Ve nascenano deliver clear, obj
aine g . ective, and actionable feedl?g ok t

e
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Which of the following could replace this
] non-behavioral objective?
L After this training, learners will be able to
& understand their client’s behavior plan.

a list of potential actions, select the appropriate response to a target
~ behavior, as described in their client's behavior plan

> "'?7_‘_] escribe the process of prompting mands to mitigate target behaviors, as
“written in their client’'s behavior plan F
‘Demonstrate the block-and-redirect procedure, as described in their clie
oehavior plan

\ll of these could replace this obijective

. Bt

e ———- e e



llecting Baseline Data

':.r';.a have identified the ultimate obj

ectives of the training,
Will want to strongly consider colle

cting baseline on how

ners currently perform on those objectives.
sider:

=

ving staff try to engage in the terminal behavior and collect
data on current proficiency

Providing a pre-test for knowledge-based items
Collect social validity data on their current comfort and
confidence in the skills

1 is proficient prior to training, this can save time and
OW them to “test out” of certain parts of the training process.

ditionally, when we determine the effectiveness of training, we
2n have data to compare after the training is completed.
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Training
Formats

Instructor-led Simulations Job Shadowing/
Lecture Cross Training

Mentorship Discussions & Roleplay
Social Learning




. Lupervision - Training

1 Additional Considerations for Training Formats (Reid, Parsons, & Green. 2021)

" Individual

Group -

. * More individualized to the needs of the learner More efficient -
At -
i = Less formal More formal and requires, more preparation |
%:- ~ Easier to measure performance in vivo Tend to become lectures, rather than practice g
SIS

v F

L

¥ opportunities
: J; Can be trained on-the-job, in their typical routine e
H y 1 :I_ . &




Supervision - Training

Consider:

Digital Tools

Computer-based training, or CBT, can be a highly

effective and efficient strategy for providing
training.

Many technologies exist for:

Recording instruction and video models (ex.
Zoom, Camtasia) to increase consistency

Integrating active responding (ex. Kahoot,
PollEverywhere)

Hosting and tracking learner progress

A learning management system (LMS) is

often necessary to handle lots of learners
(ex. Thinkific, Teachable, Moodle.
Marble.io, Canvas)




Supervision — Training Biagi
Checking in:

Which of the following is NOT a benefit of
collecting baseline on our learning
objectives?

Collecting baseline speeds up the training development process

We can focus on skills that the learner does not yet have, rather than those
they can perform proficiently

c. We can evaluate how effective the training is after the process is complete

d. All of these are benefits of collecting baseline data




Supervision - Training Biagi

'
3 \ l

Skills Training (BST)

9 Behavioral skills training, or BST, is the “gold standard” of training methods in applied behavioral science.
Ward-Horner and Sturmey (2012) describe BST as “an effective training package that consists of
instructions, modeling, rehearsal and feedback™.

Using BST methodology, trainers combine independent training components, including: (1) written and
verbal instructions with clear objectives, (2) modeling of desired performance, (3) opportunities to practice

and receive objective feedback, and (4) in situ evaluation of performance to ensure generalization of skills
to the job site.




ST - In short...

Repeat until criteria is met




~ gupervision ~ Training it h

BasiC Behavioral Skills :

Training Checklist :
Provided as a supplemental tool and task i
analysis as you design your trainings as 4 ’

supervisor.

We will review each section of the BST :
training process during this lesson, and you r
will be able to use this tool to self-monitor,to 1
collect feedback from supervisees/trainees, :
or to have someone else collect data on your |

E

:

training behaviors as well.

Note: this list isn’'t exhaustive — training
design is incredibly nuanced and complex,
but it will provide some basic guidance.




supervision - Training __Instruction | comments:
Trainer describes the skill to be performed. ]
Description of the skill uses only language appropriate for the trainee’s ’

Blag| (201 g) previous competency with the lopic.
Trainer provides a rationale for why performing the skill accurately is important, |
using perspectives that are important (o the trainee. |

Basic Behavioral Skills | e v sasomons

Trainer slops and checks for understanding and answers any lrainee questions |'

Training Checklist

Model ‘Cﬁhnﬂn‘h:
: Before modelling, the trainer positions the trainee where sach step can be '
Provided as a supplemental tool and task T e f.‘
a - % R | Trainer is o demonstrate each step of the task to 1 SCCuracy.
analysis as you design your trainings as a Stepe of the task are completed slow snough fo a tranee o identfy sach |
Su perv|$0r Trainer pauses on a VR3 schedule and checks with the trainee for whether ,!
they require a step 1o be repeated., I
' i : 5000 1o combine o e 0"V the rainer completes the task af reguler | |
- We will review each section of the BST Trainer pauses and checks witthe rainee for whather they require additonal |
. lraining process during this lesson, and you =~ mentetoe noi o be s sage |
will be able to use this tool to self-monitor. to Traier rompes the raines 1 enoage b 150 8 e e
collect feedback from supervisees/trainees, e oo aa o eabite percrmance of the sl |

Or'to have someone else collect data on your [T = (res
training behaviors as well. duraton crteria s met (Tuency, i necessary)

o
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Instruction

This step in BST involves delivery of instructions in both written (e.g., a job aid or task analysis) and vocal
3 (e.g., lecture) format. Instructions specify tools or materials necessary to engage in the skill, and conditions
under which performance is expected. Remember your objectives and audience!

Information is presented in sequential steps, supplemented by diagrams or process maps, to increase the
L clarity and effectiveness of the training method (Graff & Karsten, 2012). Additionally, explaining the
0 rationale behind desired performance (i.e., the impact of high performance vs. low performance) promotes
sustainability of the behavior post-training.




Supervision - Training
| eBlanc, Sellers, & Ala'i (2020)

The Role of “Why” In
Training

kill. a trainer should not only directly
uld also discuss

rtant during the

When training @ s
describe the skill to be taught, but sho

why the skill they are teaching is ImpoO
instruction phase.

The trainer should discuss how the learner and their
clients will benefit from the skill and the outcomes of
performing well, in order to increase the EO for
maintaining the skills taught in the future.

In the supervision context, this is often a great
opportunity to integrate discussions of ethics, cultural
responsiveness, evidence-based practice, safety, and
developing therapeutic relationships.
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_ between demonstration or practi

. Supervision - Training

Avoiding “Death-By-

L Powerpoint” in BST

For optimal effectiveness of BST

m. | , the focus of a
BST trgmmg SeSsion should be the learners
observing and practicing the skills being taught

rather than passively listeni
 ha y ning to a lecture-based

They, and many others, advise tra

Iners to a
rule of no more than 15 to 20 mi e

nutes of lecture
Ce opportunities,
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“Active, Meaningful
Practice”

To avoid “Death-by Powerpoint”, integrating active,
meaningful practice during instruction is
recommended for the BST process.

"Active” practice requires overt responding that is
measurable, and “meaningful” requires the
activities to be related to the learning objectives.

While requiring some kind of interactivity, like
clicking a “Next” button, is technically overt and

measurable responding, but it is not "meaningful”
or related to the objectives.

These types of responses don't demonstrate any
skill or knowledge acquisition. "

e e LR
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Active Student Responding j

Active Studen_t Responding, or ASRs, are when trainers
provide questions or instructions that require learners to

engage in some kind of meaningful response during
Instruction.

|
/ T
]

This allows for learners to
- Actively participate in the instruction,
Demonstrate the acquisition of new information, and

.  Provide feedback to the instructor to influence
training behavior and provide additional support or

elaboration

These strategies include guided notes (not just copying
text!), response cards/polls, chorale responding, group
~ practice and discussion, and more.
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Example:

Mei is providing training to a group of trainees pursuing their certification.
She decides to teach about relational frame theory (RFT), and lectures on
the reflexive, symmetrical, and transitive relationships that develop during
verbal behavior training. She records a lecture about the topic for an hour,
with a slide deck of examples. After assigning the training, she provides the

trainees a test to see how well they understood the topic, and unfortunately
finds that they could not answer questions or create novel examples.

Seeing the issue with her teaching strategy, Mei provides a follow-up
~ training in-person, and has the trainees identify real life examples of
- each of the relationships throughout the lecture, and helps them
. rationalize the benefits of understanding RFT when teaching language.
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3jiagi (2019)

BST Evaluation Checklist

Instruction

truction
rainer describes the skill to be performed.

iiﬁf_j;___-- cription of the skill uses only language appropriate for the trainee's previous competency with the tc

provides El rahonale for why performing the skill accurately is important, using perspectives Ihd

| | written documentation or diagrams of the skill are provided to supplement ilM'ucllm, 3
er . ps and checks for understanding and answers any trainee questions fully. 3

.l
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.; Checking in:
= When training about preference assessments to

new technicians, the trainer mentions that re-
running a preference assessment allows for an
easier session, because clients will continue to
be motivated when reinforcers have been
identified. This is an example of:

a. Active student responding
~  b. Using behavioral objectives

P . Providing a rationale
- d. Modelling desired behavior




] I—‘ - i
3 <1 .
4 P 1 » | - n n
.-___‘:_‘_ .
4

=
..b
w

ecking in:

his question, and all of the other check-insi
/e’ve done, are part of a set of tools called:

Using behavioral objectives
Active student respondinc
3ehavioral skills training

ng annoying by forcing participation when | just want to scroll on my
and not really gain any additional knowledge or skillg,
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WhICh of the following is an example of
active, meaningful practice?

;":. Clicking the “next” button to progress the video

b. Copying words off a Powerpoint into notes

' Reading scenarios and responding with a recommended action
__4 Writing down code words in order to log attendance '_‘??

‘f!
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A classic example of a well-scripted, live model is when the flight a
seatbelts on an airplane.

——
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Types of Models

In Vivo — Modelling the skill live, typically with a confederate

e

« Requires the model to perform at 100% accuracy each time

- Takes additional time to model and remodel

Video - Pre-recording a proficient model and requiring
learners to watch the video

- Allow for standardization and consistency (no errors!)

- Easily repeatable to allow learners to start and stop the
recording as needed

- Allows for annotation with on screen text and narration |
- Easy to distribute across learners F

- Requires up-front resources and technology skills




Supervision - Training Biagi

Example:

Dia, a trainee working towards their certification, is in charge of onboarding
new technicians at their clinic. Dia struggles with running error correction
procedures themself, and often makes errors when attempting to show new

technicians how to run the procedure. The technicians report frustrations
with not knowing which live models were correct, and which ones included
Dia’s errors, as Dia stops to correct themself frequently.

Dia decides to ask an experienced analyst to video record the process
with them, including multiple examples and demonstrating how to
recover when the error correction process does not go perfectly.

This helps Dia provide consistent models for their learners, and also
teaches Dia learn how to run the procedure better as well.
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_ﬂ» upervisson — Training Bia
~ Biagi (2019)
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- BST Evaluation Checklist

z Model

Before modelling, the trainer positions the trainee where each step can be clearly observed without
~ obstruction.

;1 T-rainer is able to demonstrate each step of the task to 100% accuracy.

% 2ps of the task are completed slow enough for a trainee to Identify each action during the first

~ gemonstration.

1 ralnetrezauses on a VR3 schedule and checks with the trainee for whether they require a step to be
jEepoa

After demonstratmg the task slowly, the trainer completes the task at regular speed to combine all steps

rainer pauses and checks with the trainee for whether the

require
... te o the whearsal My y require additional observation before moving
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Supervision — Training

Checking In:

An advantage of using pre-recorded video
models in BST includes:

a. The trainer only needing to perform the skill being taught perfectly for the
video

o. Learners can repeatedly rewatch and pause the video model

¢. Unlimited learners can benefit from the video model (instead of only those in
the room)

d. All of these

Liayl



3. Rehearsal

Rehearsal involves learners imitating performance observed during the modeling phase of the training

; procedure, with assistance of a confederate if needed, or by switching roles with fellow learners in a group
f setting.

The trainer collects objective data on the accuracy of skill performance as learners demonstrate the skills.

Rehearsal requires a priori creation of a task analysis detailing each step to be performed (e.g., based on
material presented during the instruction phase).




Supervision — Training
Bucklin, Brown, and Conard (2018)

Context-Based Learning

Learning in context that closely approximates the learner’s job
has been shown to produce better retention than learning outside

the context.

Three main contextual factors should be considered when
designing rehearsal opportunities:

1. Physical Environment — Practice should occur in the
appropriate physical environment, including using the tools,
processes, and resources that are the same or very similar to
the ones used on the job.

2. Behavioral Requirements - The skills required during the
training practice are those to be performed on-the-job, and the

behavioral consequences replicate what those learners will
receive on-the-job.

3. Emotional Context — Replicating the emotional context

Includes rehearsing not only ideal situations, but ones in which

ko clients or staff may become upset, angry, or otherwise react m
- _emotionally. . —

T |lu|{ sm! Ern'ltmi i R
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" Context-Based Learning:
. Benefits

:

=t

. When we replicate the job context, learners have the
~ ability to practice and master the skills they're required to
apply in real life, which achieves the following outcomes:

* Increases the likelihood of generalization to the real
work context

Learners contact the natural reinforcers (or lack

thereof), and cannot pass the training until the
behavioral requirements are met

{:)ot:l:aitks' sg they will not be distracted in the real work
- ext, and will not €ngage in non-pr
~ fight/flight respo st

tense situations




When designing rehearsal and practice opportunities, consider:

Mastery or Fluency?
What is the Goal?

Mastery Fluency

+ Performing a skill to a predefined

e + Performing quickly, accurately, and without
[ standard

hesitation (Binder, 1988)

* Often includes an accuracy measure

- Requires more practice and repetition
over a specific number of trials

during rehearsal

* Example: The learner will identify the

+ This necessitates the addition of timing the
correct verbal operant demonstrated in

responses during rehearsal, not just
a scenario in 9 out of 10 trials : measuring accuracy
L] - |.l-\h
* Mastery does not include a time This Impacts how much . Example: The learer will respond to the
component

rehearsal time needs to be target behavior with the indicated action
programmed into your """ > seconds
training process! * Not all skills require fluency!




BST Evaluation Checklist

Rehearsal

i hearsal

Trainer prompts the trainee to engage in the skill taught.
m <

ramer collects data on trainee performance of the skill.

et rainer continues rehearsal/feedback loop until a pre-specified performance criteria is met (mastery).

_. rainer continues rehearsal/feedback loop until a pre-specified latency and duration criteria is met (fluency, if

i F - . — = - .\.|‘|"
I..'I"_.Jn_‘_ - Kl




Checking in:

During a workshop on coaching caregive!'s,
the trainer roleplays as a caregiver who is
upset with the idea of fading services. They
raise their voice and question the learner’s
Competency during the roleplay. This is

creating the context of:

a. Physical environment

~ b. Behavioral requirements

~ c. Emotional context
H_ h
Wy

J




A trainee is practicing writing behavior
assessment reports, and is frequently
referencing the checklists provided during
training. The due date on turning these
reports in is flexible. During rehearsal, the
trainer should train this skill to:

£
.
-
“ey

a. Fluency
- b. Mastery

.
b\
3

- |




Checking in:

A trainee is learning how to create mand
opportunities for clients in the natural
environment. The environment is constantly
changing, and chances for prompting "
mands occur randomly and quickly

disappear. During rehearsal, the trainer
should train this skill to:




Positive and constructive feedback includes descriptive and focu
greatest value to the learner. Constructive feedback may also

behavior.

4. Feedback

sed assessments of performance to be of
include the trainer re-modeling desired




The feedback delivered during training is ofte
different than that delivered throughout
employment.

Stone and Heen (2014) refer to this type of

feedback as “coaching” feedback, which serv
a function to establish new repertoires, rather
than maintain or improve them over time.

Some recommendations made for other
functions of feedback may not apply here (for

~ example, separating positive and constructiv
~ the "4:1 Ratio”, etc.). :

3
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Feedback Tips During Training

. Provide feedback immediately after each rehearsal
opportunity -

. Performers often prefer to comp
before receiving feedback, rather

the middle of the chain — when in do
would prefer

. Ensure to identify steps performed correctly, and those

that need improvement
. Reinforce what is being done well!

. Offer to remodel steps as needed
. Reference the data collected (because you collected
data during rehearsal, remember?)

. Vocal verbal feedback is best during BST
ber to be objective, descriptive, and specific!

lete the chain of behavior
than being disrupted in
ubt, ask what they
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‘ BST Evaluation Checklist

Feedback

- Trainer waits until the trainee has completed their rehearsal trial before providing feedback.

. Feedback provided is behavioral, objective, and specific.

p—_—

- Trainer offers to re-model missed steps for the trainee. :

"" Positive feedback is included to help shape the terminal behavior.

" Trainer checks for understanding and answers any trainee questions fully before prompting another
- rehearsal trial.




Which of the following is an example of
high-quality feedback delivery during BST? =

" a “That was really great!”
- b. “Let’s try that again, | think you can do better this time." ]

“¢. “You got all the steps for running the trial itself perfectly. This time,
| remember to wait 3 seconds before moving into error correction.”

'.l_:-d. “Good enough, you’ll get it after some practice with your client.”




oty s P
On-The-Job Evaluation

The final, and most frequently forgotten, phase of BST includes on-the-job assessment or in situ evaluation
by a trainer. During this phase, the learner performs the trained skill in the environment where performance
IS expected, with real consumers or clients.

The evaluation is conducted using the task analysis from the instruction phase, and the leamner is required
to meet designated criteria to perform the skills independently. Learners should be informed that they will
be evaluated in situ prior to the final on-the-job evaluation phase.




Test the Objectives

Before moving a learner completely out of their initial training,
we must go back and test the objectives in the context in which

the skill should be performed.

If you do not plan on testing an objective, it should not be
considered an objective in the first place!

Use the task analyses, checklists, and tools that you included
in your training to evaluate the skills with real clients, and share

the data and feedback with the learner.

If the learner continues to struggle, you may want to refer back

to Mager's Analyzing Human rerormance Problems or
another diagnostic tool to identify any other barriers that may

be present.

k -
After they meet the criteria, these skills can be moved into
izati nd maintenance, and can be evaluated through

spot checking and performance monitoring moving forward.




" Example:

Ronald is an early career BCBA who provides trainings to caregivers. He has
documented clear objectives for his caregiver coaching sessions, and always
evaluates (through data collection) whether a caregiver is ready to move into the
next objective by prompting them to demonstrate the skills taught with their child.

Ronald notices with one caregiver that, no matter how hard he tries, the
caregiver cannot seem to identify when to run the program that Ronald has
taught him. Ronald chats with the caregiver and determines that additional

training is not required, but adding a reminder in the environment for the

caregiver provides the nudge needed to get him to run the program when
needed.



Example:

Ronald is an early career BCBA who provides trainings to caregivers. He has
documented clear objectives for his caregiver coaching sessions, and always
evaluates (through data collection) whether a caregiver is ready to move into the
next objective by prompting them to demonstrate the skills taught with their child.

Ronald notices with one caregiver that, no matter how hard he tries, the
caregiver cannot seem to identify when to run the program that Ronald has
taught him. Ronald chats with the caregiver and determines that additional
training is not required, but adding a reminder in the environment for the

caregiver provides the nudge needed to get him to run the program when
needed. |

With the reminder intervention in place, the caregiver hits the performance
criteria, and Ronald fades the support as the data indicate.




BST Evaluation Checklist

On-The-Job Evaluation

g .I. .:—l-'-
oltl rvation
s

criteria are met, the Trainer provides information about when they will follow up with the
ainee to observe the behavior in the natural working environment.




In order conduct on-the-job evaluations of
the skills taught to the learner, the trainer
must have established.:

a. Measurable learning objectives

b. Behavioral evaluation tools (task analyses, checklists, etc.)

c. A process for determining barriers outside of knowledge/skill issues
d. The criteria for moving into maintenance
e. All of these




Evaluating the
Effectiveness of
Training
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Was the Training Effective?

As discussed throughout this lesson, it is important that we assess that the learners have obtained the measurable and
observable skills as indicated in the objectives we created when we designed the training.

- BN

However, there are a number of other variables to evaluat
beyond individual skill acquisition, and putting these mea
Involved — the learners, their clients, the traine

e in order to evaluate the quality of our training programs
surement systems in place can greatly benefit everyone
r, and the organizations in which they operate.

Kirkpatrick's Four Levels of Training Evaluation are a great foundation for determining the effectiveness of

our training
processes.
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Supervision - Training

Kirkpatrick & Kirkpatrick (2016)

Why Evaluate Training?

In additional to being an ethical and professional obligation
and a supervisor and behavior analyst, there are a number
of reasons why behavior analysts (and their businesses)

benefit from evaluating the effectiveness of their training
processes.

We evaluate training:

1. To collect data on outcomes of training and help to justify
the time and resources dedicated to training

2. To determine if the trainin

g itself was well-designed for the
learners




supervision - Training

Kirkpatrick & Kirkpatrick (2016)
M

Reaction Learning Behavior Business Results
The d-e!g_r&e to which leamers find The degree to which participants The degree to which participants The degree to which targeted
- the training favnrat?!g. engaging acquire the intended knowledge, apply what they leamed during outcomes occur as a result of the
- and relevant to their jobs. skills, attitude, confidence and training when they are back on the training and the support and
: commitment based on their job. accountability package.

participation in the training.
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How to evaluate:

Eva I u ati n g ReaCti 0 n Evaluating this level should be quick and efficient.

Use the guidelines around assessing social validity:

In behavior analytic terms, the Reaction Level Before training — Ask learners if the objectives are

closely related to the social validity of the training. j important to their goals and what they hope to achieve
from the training

How much do participants enjoy the training? How
useful are the skills and knowledge for them in their - During training — Collect data on participation (may
jobs? include momentary time samples during activities,

, S latency to responses for questions asked, etc.)
Satisfaction is evaluated very frequently

80% for in person class training - ;&fta; tr?ining — Surveys are very curnrnnn.}_ but post-
. : ainin
589% in online contexts raining 1ocus groups are great to ask specific questions

£ about the training experience
* 100% for BACB® CEUs (Board requires it) _
Was there anything about your experience that interfered

Engagement/active participation during training with your learning? If so, what?
s 2'00 FAR less What material did you find to be the most relevant to your

Jjob?

Relevance is seldom evaluated

What material was a waste of time?

How could this program be improved?

Kirkpatrick & Kirkpatrick (2016)




Evaluating Learning

e Leamning Level evaluates the acquisition of
knowledge and skills in the training context.

tdmng should leave participants saying:

~ + Knowledge — | know it

-« Skill - | can do it right now

~« Attitude — | believe this will be worthwhile to
do

~ + Confidence — | think | can do it on the job

. Commitment — | will do it on the job

If we have provided sufficient information, rationale,
practice, and barrier removal, this should occur
naturally as part of the BST process.

i
-

How to evaluate:
Knowledge tests

Discussions

Individual and group activities
Roleplays, demonstrations

Simulations
Presentations

Consider using this opportunity to check against your
baseline data collection! -

What are the major concepts that you leamed during this
session? |

What is the importance of applying what you learned on
the job?

How do you plan to apply what you learned when you get
back to your job?

What is the first thing that to apply from what
you have learned ggay? ro ,




How to evaluate:

EVal U ati n g B e h aVi o r Requires post-training support (if the trainer is not also

their supervisor) and clear operational definitions,
expectations, and evaluations

The Behavior Level is directly evaluated when we Work review checklists

check for the generalization and maintenance of

the skills taught to the real work environment. - On the job observations
b : « Interviews
This is not evaluated during roleplay or rehearsal Self tori
(that's still part of the Learning Level). eli=monitoring
. Dashboards
!n ﬂrt.:ier to be successful, Kirkpatrick & Kirkpatrick . Goal-setting
identified 3 requirements:
Surveys

1. ldentification of the critical behaviors that must be - lTouch-bases

performed to meet the goals of the job role and

organization (done, behavior analysts!) 1= Little or no application

_ 2= Miid degree of application

2. The "required drivers” of the behavior being present, 3~ Moderate degree of appiication

such as systems, processes, reinforcement, feedback 4~ Strong degree of application

etc. 5~ Very strong degree of application, and desire to heip others do the same
3. The skills trained match the requirements of the work vwg sy sygwg by ' ¢ 3 4 5

and have the opportunity to occur on-the-job Insert behavioral otjective #2 | 2 | : 5

Insert behavioral objective #3 1 2 3 4 5

Kirkpatrick & Kirkpatrick (2016)




Evaluating Business Results

;'1 Do employees who go through our training engage How to evaluate:

._ behaviors that contribute to the mission of the INTERNAL
ganization and increase business results? Individual, team, departmental, and/or organizational outcomes

Qualty Cost K

Revanue emensle t21::;nt11:il. cla:: ;I:v;ll F4iss g:m :;::nm |
| uctivity compli . | e
wﬁachon ;Btg# :atirgfactioﬁ. increased clinical phasberrsngl iz e
.. outcomes, efc. Sohame / Product £t _‘ ¢
The results evaluated for the Results Level should bogirplralbmer IO ]
blmd and long-term — lagging indicators and Completed projects / iniBatives Speed to market
alignment — rather than only focusing on Compiiance Employes Salistaction

the immadiato behavior change. Audit findings Employee engagement

R sk Known incident reports “M
*Close calls”

sl . o



UNSIUCT.

Blended Evaluation

Multiple levels of training evaluation can be
measured at once using different methods.
allowing us to increase the efficiency of evaluation.

However, Kirkpatrick and Kirkpatrick (2016)
encourage the rampant use of self-report as a
valid strategy for data collection — as behavior
analysts, we understand the potential issues with
self-report as a primary means of collecting data. ..

Ensure that you keep your behavior analyst "hat”
on when determining the impact of your training by
collecting direct observation and permanent

product data to support your conclusions.




F‘ Checking in:

. Afew weeks after providing a training on
caregiver interactions, Raul interviews
~caregivers to see if they were satisfied with

the interactions they’ve had with staff over
the last few weeks. This is evaluating:

a. Reaction

- b. Leamning

~ c. Behavior

- d. Results
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Supervision - Training Biagi
Checking in:

After her conference presentation, Keysha
sends a survey to the attendees asking
whether they enjoyed the training, if the
environment was comfortable, and if the

materials provided were high-quality. This is
assessing:

a. Reaction

b. Learning

c. Behavior



Supervision - Training Biagi
Checking in:
f Deb follows up with each of her trainees
|| after a workshop on contriving mand
opportunities, and collects data on the
number of opportunities that the trainees
provided their clients to mand during a
. session. This is assessing:
2 a. Reaction
2 b. Learning

c. Behavior

d. Results




Supervision - Training Biagi

Checking in:
During a training, Deb takes the learners to

the main clinic space and asks them to

identify three mands that could be contrive_d
with the materials in the clinic space. This IS
assessing:

a. Reaction

b. Learning
¢c. Behavior

d. Results




sSupervision - Training Biagi
Checking in:

After training, Deb provides her learners a
multiple choice test about the basic verbal
operants. This Is assessing:

a. Reaction

b. Learning
c. Behavior

d. Results




Understanding how to create and evaluate the
effectiveness of training is an incredibly valuable skill
for any professional, but is particularly significant for

behavior analytic supervisors. &

Although not indicated as an ongoing Intervention,
providing high-quality training can mitigate future
performance issues. Using evidence-based training
strategies, such as behavioral skills training (BST), we
can develop effective training programs that learners
enjoy, provide the right knowledge and skill practice
opportunities, and that transfer to the real working

environmen§ seamlessly.




