Chapter 1

An Orientation to
Behavioral Consultation
and Supervision

What does the word consultation mean and how does it relate to supervision? One
possible definition of consultation is “a meeting with an expert or professional
to seek advice.” Consultation is generally agreed to be a situation or process in
which an individual receives information, advice, assistance, or services from a
consultant (aka a professional). Usually the consultant is someone with specific
knowledge or skills that are relevant to the identification and solution of a spe-
cific problem (Williams, 2000). Consulting is not a new activity. It occurs in all
walks of life. For hundreds of years, world leaders have surrounded themselves
with advisors or counselors to either help them make decisions or jointly make
decisions. Attorneys consult with their clients; investors with their investment
advisors; school administrations, psychologist, counselors, and resource special-
ists with each other, and Behavior Analysts with teachers, parents, and other pro-
fessionals (e.g., speech therapists, occupational therapists, medical doctors, real
estate agents, factory owners, etc.). In fact, what does consultation have to do with
supervision? Supervisors use consultation skills with their staff or employees, col-
leagues, and other professionals.

We all need assistance, support and feedback to help improve our skills,
regardless of what position we hold. Professional Consultants and Supervi-
sors seek to assist others to competently and effectively achieve and maintain
specific goals.” To do so, as LeBlanc, Taylor and Marchese (2020) point out,
consultant/supervisors need critical interpersonal relationship building skills,
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skills that need to be addressed in professional training programs, a major topic
of this book. In fact, given this definition, one could argue that most work one
does in applied behavior analysis falls under behavior consultation regardless
of whether the behavior analyst is working in the home, school, department of
rehabilitation, a factory, or an organization. Williams (2000) has stated, “behav-
ioral consultation would be defined as bringing about socially validated solu-
tions to a) others’ problems in ways that are b) empirically defined, ¢) analyti-
cal, d) technological, ¢) conceptually systematic, f) effective, and g) that show
generality” (p. 377).

The success of any behavior analytic program is dependent on the practi-
tioner’s ability to provide effective consultation across many levels (case, staff,
and future behavior change agents). The purpose of this book is to provide an
overview and empower contingency managers or implementers (and you as a
behavior analyst) to effectively produce lasting change.

BEHAVIORAL CONSULTING
AND SUPERVISION DEFINED

In contrast to many other approaches to consulting, Behavioral Consulting seeks
to assist others in achieving their goals by using learning principles or findings
from experimental and applied research. Moreover, behavioral consulting is not
just about providing advice or teaching someone new tricks, but teaching them
how to view the situation from a behavior analytic point of view and develop-
ing and implementing jointly-selected or agreed-to evidence-based solutions.
Behavioral consulting, as we use it, is the act of conferring with contingency
manager or program implementer (e.g., teachers, parents, peers, Registered
Behavioral Technicians, [RBTs], and other staff or employees in various institu-
tions and organizations who are responsible for a person’s behavior by imple-
menting interventions to teach or change the behavior) regarding the effects
that their behavior and provided environment have on an individual’s behavior/
learning (i.e., client). Behavioral consulting involves helping implementers use
behavioral information to formulate objectives and to select behavioral proce-
dures to be used in facilitating the client’s learning and personal-social develop-
ment. Behavioral consulting also goes beyond helping or teaching implementers
about applied behavior analysis (ABA). It seeks to actively engage implementers
in a partnership from which to problem-solve from an ABA framework. And,
it frequently uses research or evidence-based strategies within the consultation
process. For example, research shows that to be maximally effective, the consul-
tant needs to provide on-going feedback and support, not just one or more infor-
mation sessions or workshops, as the implementer is learning new behavioral
skills. (Specifics of this component are described in Chapters 6 and 7.)
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Behavioral supervision includes aspects of behavioral consultation, but also
addresses case supervision (programming and monitoring behavior change) as
well as serving in a supervisory role to both staff and analysts in training. Both
consultants and supervisors use the consulting skills provided and illustrated in
following chapters to enhance their effectiveness in developing and achieving
selected goals.

Behavioral consultants and supervisors design and evaluate behavioral
change. They seek to enhance the competencies of clients and implementers to
move toward the attainment of their goals, as well as informing them of how to
evaluate environmental influences on a behavior. Consultants develop goals or
behavioral targets collaboratively. Then they approach behavior change by us-
ing the same behavioral learning principles and procedures used in changing or
teaching an individual’s behavior with the addition of interpersonal relationship
developing skills. As Mayer (1972) pointed out years ago, behavioral proce-
dures are as applicable to the consultant-teacher, consultant-parent or consul-
tant-supervisor relationship as they are to the teacher-student or parent-child, or
any interpersonal relationships, such as counselor or psychologist with teacher,
youngster, or parent, Board Certified Behavior Analysts (BCBAs) with RBTs,
or administrator/supervisor with teacher or employee. It is the specific stimuli
(i.e., objects or events) within each behavioral procedure that vary among rela-
tionships. For example, a behavioral consultant is more likely to use praise than
hugs or computer time as a reinforcer with teachers and parents, though he or she
might recommend such reinforcers with a child, but the process for achieving
the behavior change is the same (positive reinforcement). As we will illustrate,
reinforcement procedures, as well as many other behavioral procedures, are ap-
plicable to all interpersonal relationships. Basically then, a good consultant has
learned to apply the same ABA skills learned for working with clients (¢he indi-
viduals whose behavior is targeted for change, usually a child, student, subject,
patient, or employee) to the consultant-contingency manager relationship. The
same could be said for how a supervisor reinforces a staff or analyst in training.
With respect to case supervision, the supervisor must ensure high levels of rein-
forcement across clients, behavior change agents, staff, and analyst in training.
Moreover, across both behavioral consultation and behavioral supervision the
analysts must take an empirical approach to behavior change to predict and con-
trol behavior. This book is designed to help you generalize those skills from the
client to the implementer. However, before delving into the consulting relation-
ship, let’s discuss why consulting is an important professional activity.

WHY CONSULTING?

Below, we present five major reasons why consulting activities are emphasized
by behaviorists. You will note, these are not new concepts.
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The Influence of Significant Others

Significant others in the life of individuals (i.e., those who have frequent contact
with them such as parents, teachers, close friends, colleagues, and supervisors)
teach and influence behavior in a variety of positive and negative ways. Research
by pioneers in the field of Behavior Analysis, such as Gerald Patterson and Vance
Hall, have taught us that many children and youth do not pay attention or follow
directions, engage in disruptive activities, and behave in other ways that interfere
with their learning. This may be because they have been taught to behave that
way by significant others. Classmates, teachers, and parents have all been shown
to inadvertently reinforce disruptive, deviant behavior (Buehler, Patterson, & Fur-
ness, 1966). Even nursery school children have been noted to reinforce approxi-
mately 70 percent of the aggressive responses of their peers (Patterson, Littman,
& Bricker, 1967). Similarly, parental use of corporal punishment (Gershoft, 2002)
has been found to be related to: increases in child aggression, delinquency, and
antisocial behavior; the risk of becoming a victim of physical abuse; a decrease in
the child’s mental health; risk of abusing one’s own child or spouse; adult aggres-
sion; adult criminal and antisocial behavior; and a subsequent decrease in adult
mental health. Similarly, a comprehensive study points out that when parents,
teachers, coaches or other adults shout at, denigrate, or verbally threaten children,
the effect can be as damaging to their development as sexual or physical abuse
(Dube, et al., 2023). Such research findings indicate that behavioral consultation
must include informing parents, teachers, peers, and others of the effects that their
behavior and provided environments have on others; and, the consultant needs to
help them use this information effectively.

Given the generality of behavior analysis procedures and processes it is not
unfathomable to realize the effects that adults have on another adult’s behavior
as well. For example, it would be easy to think of a situation when you have “ac-
cidentally” reinforced the inappropriate behavior of a supervisor or co-worker
by reinforcing their behavior to get out of the aversiveness of a situation. Thank-
fully, research shows that when significant others have participated in behavioral
consulting as consultees, client behavior has improved considerably (e.g., Farber
& Mayer, 1980; Mayer et al., 1983; 1993; Arco, 1997; Dengerink, 2014). Be-
cause significant others are a vital part of an individual’s environment, modifying
their behavior can directly influence another person’s behavior.

Let’s look at a couple of sample studies: Although direct services with children
may sound like the best approach to changing behavior, an early study on this top-
ic by Taylor and Hoedt (1974) indicated that this is not the case. They compared
the effects of directly implementing treatment with children to training significant
adults (parents and teachers) to implement treatment. In analyzing the results of
372 elementary school children, they concluded that the significant others were
more effective in reducing behavior problems than directed services to the child,
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regardless of grade level. Dengerink (2014) found that once in-home consulta-
tion was provided to parents following workshop training, parents significantly
increased their approving statements and decreased their disapproving comments
or actions. These changes in turn, were shown to relate to significant increases in
child compliance. Consultation with teachers has shown to increase their approv-
ing statements in the classroom with resultant improvements in attention, and
reductions in school vandalism, students being off task, and students engaging in
various disruptive, antisocial behaviors (Mayer, et al., 1983). And, similar con-
sultation has been done with supervisors in the workplace to promote workers’
occupational safety (Sulzer-Azaroff, et al., 1990; Sulzer-Azaroff & Austin, 2000)
and increased quality performance (Sulzer-Azaroff & Harshbarger,1995).

The manpower it would take to change every child’s behavior or employee’s
behavior would be an enormous endeavor; however, teaching the significant oth-
ers (parent of multiple kids, teacher of a classroom with 20+ students, manager
of 50+ employees, etc.) does seem like a prudent solution. Moreover, behavioral
consultation and the utilization of interpersonal skills will not only be important
to influence significant others’ ability to effectively change behavior, they are co-
gent when supervising staff and analysts in training who are providing behavior
analytic services until the significant others can take over (more on this later in
this chapter and book on how to use the interpersonal skills in a supervisory re-
lationship). It is also the significant others who usually determine the long-term
effects of most any behavioral change program. Professionals usually control far
fewer and less powerful reinforcers than do the significant others. Thus, signifi-
cant others are in a position to have a more powerful influence on an individual’s
behavior than outside professionals, and thus usually serve as our contingency
managers.

Prevention

Behavioral consultants inform significant others of the effects that their behaviors
and environment are having on others. They follow up with helping the signifi-
cant others to use this information to formulate objectives and to select behav-
ioral procedures to facilitate the learning and personal-social development of
others. By enhancing the competencies of significant others in facilitating social,
academic, and productive growth, the consultant seeks to reduce the number of
people needing individual services. Significant others are taught strategies that
can be used not only for immediate problem situations, but also to facilitate their
own and others’ learning and personal-social development in future situations.
A number of years ago (1972), Paul Clement emphasized the preventive na-
ture of behavioral consulting by pointing out that once significant others are
trained in the use of specific aspects of the behavioral approach, their “compe-
tence and confidence to deal effectively with present and future problems are
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increased” p. 17). The ultimate outcome of training significant others is that they
learn what creates, maintains, and eliminates interfering behaviors and how to
overcome skill deficits and teach new skills effectively. Hence, the whole ap-
proach emphasizes prevention of future difficulties. Thus, teaching general and
foundational knowledge of behavior analysis promotes the potential of signifi-
cant others’ applying these strategies when reacting to the occurrence of unex-
pected behaviors that do not have a behavior protocol in place.

In addition, the use of reinforcing interventions are emphasized. Such strate-
gies promote reinforcing environments that prevent the occurrence of many in-
terfering behaviors, while punitive environments have the opposite effect (Mayer
& Wallace 2025). Punitive environments often promote aggression and other
interfering behaviors.

Stimulus Generalization

A behavior has generalized when it occurs in a situation other than the one in
which it was learned, at different times of day, and in the presence of different
people. The greater the similarity between two situations, the greater the likeli-
hood that generalization will occur in that there is a greater chance that discrimi-
native stimuli (cues, prompts) that were in the situation in which the behavior
was learned are also in the similar situation to prompt the behavior’s occur-
rence. A basic, but not always valid, assumption implicit in direct services (i.e.,
behavior therapist to client) is that a behavior or skill learned in that context will
generalize or transfer to other settings, other people, or other behaviors without
any additional effort. Yet, the therapeutic context is usually very different from
all other contexts. Therapy often occurs in an office with an adult working with
a client or a small group of clients. Such a situation is very different from what
occurs in the home, classroom, or factory. Thus, generalization training is often
necessary to help clients generalize the behavior to other settings or persons.
Behavioral consultation can be viewed as a form of generalization training in
that it teaches the consultee (behavior change agent) how to respond to similar
situations without additional training. For example, in behavioral consultation
with a parent, the parent is taught how to not only respond to Mark (her son)
but can generalize her skills and be an effective contingency manager with her
daughter, employee, and yes, even her spouse. Also, because the skills are being
taught in the natural environment, generalization of behavior from the therapy
office to the natural environment does not need to be taught. Or perhaps the
manager, who has received behavioral consultation to effectively manage their
employees’ productivity, can generalize their skills to effectively manage their
employees’ on-time arrival. So, usually, less generalization training is needed
when using behavioral consultation as compared to one-on-one direct therapy
or counseling.
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Cost and Time

Behavioral consulting is less time-consuming and costly than conducting and
implementing individualized behavior change programs. For example, if we
wanted to decrease unsafe behavior in a factory, we could implement an indi-
vidualized plan for every worker, or we could consult with management and
institute some behavior programs throughout the factory and monitor and rein-
force safe behavior. Moreover, it is best to implement interventions throughout
a client’s waking day. (One or two sessions per a week is usually insufficient.)
Because daily treatment is usually in the best interests of the client, it is much
more economical to teach significant others to augment existing resources. The
cost of a professional delivering such programs would be prohibitive in time and
money. The competencies and confidence of the significant others are enhanced
by consulting. And, as you help teachers and parents improve their skills in teach-
ing and managing behavior, they can use those skills that they learned working
with one or two youngsters on many other youngsters throughout their lives.
Similarly, managers are able to use what you have taught them throughout their
careers to deal with decreasing absences and other behaviors within the factory
(e.g., production, promptness, work satisfaction).

Treatment Integrity

It is not enough to teach behavioral interventions to implementers, but as a behav-
ioral consultant you need to help ensure that the interventions are being imple-
mented with fidelity: That is, is the intervention being implemented correctly?
Generally, given a well-designed plan of intervention, the higher the treatment
integrity, the more effective the intervention. As behavioral consultants you have
the responsibility of assuring that agreed-to interventions are being implemented
correctly. On-going behavioral consultations help to assure treatment integrity in
that consultants can observe and give feedback during their consultation visits.
(Topics we elaborate on throughout this book.)

TYPES OF CONSULTANT RELATIONSHIPS

There are three types of consultant-contingency manager relationships: Expert,
the pair-of-hands, and collaborative (Block, 1981). In the expert role, the con-
sultant is hired based upon their knowledge within a specific area (e.g., a behav-
ior analyst who specializes in feeding disorders). In the pair-of-hands role, t/e
consultant is usually hired to complete a specific task (e.g., a behavior analyst
hired to implement a safety program in a factory). In a collaborative role, the
consultant and the contingency manager work together to define the issue and
develop solutions (e.g., a behavior analyst and a classroom teacher working
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together to develop an effective classroom management program). The latter
is usually the most preferred method of consultation. The collaborative role is
argued to provide the consultant sufficient influence, and the consultee is more
likely to assume responsibility and commitment to change. There are a number
of factors that contribute to the type and effectiveness of consultation.

FACTORS INFLUENCING YOUR
EFFECTIVENESS AS A CONSULTANT

Behavioral consultants do not work in a vacuum. There are a variety of factors
at the consulting site that can affect your effectiveness. Thus, it is important for
you to assess such factors before you begin your consulting. Consultants who
accurately assess the external and internal environmental and organizational fac-
tors that can affect their ability to provide services will be in a better position
to create lasting change than those who do not assess those factors. By assess-
ing environmental barriers to services, you can often modify the environment
before implementing programs for behavior change and decrease its conflicting
and aversive effect on services. Similarly, the type of professional interpersonal
relationships you develop with implementers are critical to your effectiveness.
Rosenfield (1991) has argued that the relationship between implementer and
consultants is underestimated in its importance for successful outcomes. Thus, it
would be amiss for a book on consultation to not address such an important rela-
tionship. Below we point out some of the external and internal factors of which
you should be aware in the setting in which you might work.

External Factors

HOME. A variety of external factors affecting the home environment can
affect your consulting effectiveness. What influence does job demands or job
satisfaction have on the home environment? Are there conflicts or expectations
by relatives or neighbors that are influencing the parents’ interactions with one
another or with their children? Are drugs an issue? What sort of relationships do
the children have with other children in the neighborhood or with their cousins?
Are there conflicts or pressures associated with adult “friends?” What are the
social-economical factors affecting the family? Factors such as these can have a
major impact in your effectiveness when consulting with parents.

SCHOOL. Most schools in the United States tend to operate semi-indepen-
dently. However, there are a number of individuals, groups, and organizations

"Many of the following factors are based on those originally presented by Mayer and McGookin (1997)
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that frequently exert pressure on the school. Parent or community groups, ser-
vice clubs, central administration, school board members, and other influential
community members all provide input into the school environment, affecting its
operation. You need to become aware of their influence and goals to help you
become aware of some of the constrains within which you must work. If impor-
tant groups in the community or central administration are leery of change and
innovative programs, you will need to proceed in a more cautious fashion that
you might otherwise have chosen.

Perhaps the most important external variable is the central administration.
Does it approve of and support the use of behavioral strategies? If not, you will
find difficulty implementing programs. Sometimes the lack of support by the
central administration is due to the type of reinforcers that others have used in
the past. If so, make it clear that you will not be using those particular reinforc-
ers without permission. Also, it often is helpful to discover the school principal’s
status with the central administrator. Is the principal regarded positively or nega-
tively? If negatively, behavioral programs developed in that school are less likely
to be recommended to other schools.

comMPANY. How independent is the company? Is there a board of directors
and/or stock holders? If so, what are their goals and how do they compliment the
company’s stated goals and purpose? How does the company collaborate with
other companies? What sort of reputation does it have in the community, with
consumer advocacy organizations, and on-line review platforms (e.g., Yelp® and
Google®)? What has contributed to their reputation? What is the mission of the
company or what does the strategic plan say? All of these factors (and additional
ones not mentioned here) can influence the consultation outcomes.

Internal Factors

HOME. Understanding the situation that you will be working in can prove
very helpful to how you might approach various topics and suggestions. Factors
in the home that can be helpful to address include: How does each parent feel
about the use of behavioral interventions with their child, such as reinforcing
appropriate behavior? Are both parents on the same page, or do they disagree
as to the type of programs that should be implemented? Is there much con-
flict between the parents? Do they have specific concerns about any aspect of a
behavioral program? (If so, you will need to address them, because if they are
not aboard with the intervention, the program is not likely to be successful over
time. See Chapters 6 and 7 as to common concerns and how to address them.)
What is their approach to teaching and disciplining their children? Does any
member of the family have any psychological or medical diagnosis or drug
issues that may affect their behavior? What are their cultural beliefs about par-
enting and family?
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SCHOOL. Schools have a number of internal factors that are helpful to be
aware of, including organizational structure, the personnel, and the staff’s expec-
tations and biases.

Become aware of the organizational structure, or day-to-day running of the
school, including how and by whom are decisions made. When the principal
is not present, who has the authority to act in his or her place? What are the
relationships among teachers within a grade level and across grade levels? How
does one obtain support services and resources? How are problems identified,
strategies implemented, and results evaluated? The following example, shared
by a colleague (Roger McGookin) illustrates the importance of the consultant’s
awareness of the school’s structure:

A consultant (a school psychologist) was on a school’s campus working
with a teacher in the classroom. An urgent call came from the office request-
ing his help. A student had been sent to the office for throwing chairs at his
teacher. The secretary asked the consultant to talk to the student. He talked
to the student and helped calm him down. A call was then made to the stu-
dent’s home, but his parents could not be contacted. The consultant then
suggested that the boy spend the remainder of the day with one of the male
teachers. Later, a series of negative side effects occurred. When the teacher
who had sent the boy to the office asked what had happened to him, she was
told that he was transferred to Mr. Kee’s room. When the principal returned
to the campus the next day, the teacher complained bitterly about having
the boy suddenly removed from her classroom. The principal, assuming
that the consultant usurped his authority, became angry. The relationship
the consultant had worked for two months to develop with the school staff
and principal was almost destroyed in just a few minutes.

The difficulty above could have been avoided if the consultant had known
who was responsible in the principal’s absence, and with whom he needed to
communicate.

One of the most important variables affecting the outcome of a consultant’s
work are the personnel involved in the school activities: The principal, teachers,
secretaries, lunch and recess monitors, and parent leaders.

Learn how the principal’s orientation, administrative style, decision-making
patterns, and relations with central administration, faculty, and community af-
fect all aspects of the school. Also, determine what sort of teacher and student
behavior he reinforces and what sort he punishes, including their frequency and
what reinforcers and punishers are used (e.g., assignment of duties, student load
and student behavior issues, class materials, approval/disapproval, privileges,
schedules). If the principal tends to reinforce the behavior of certain teachers
more than others, determine if it would be possible to use them as models. It may
also be necessary to point out to the principal the effect that the punishment is
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having on behavior of students and teachers. The principal’s reliance on punish-
ment may be imitated by teachers, resulting in their using more of it on their
students’ behaviors.

Do not overlook the school secretary or administrative assistant. Frequently
this person has been at the school longer than either the principal or the ma-
jority of the teaching staff, and is aware of subtle teacher conflicts, impending
problems, and school culture. The administrative assistant often acts as a sentry
controlling both the inward and outward flow of information and people to the
principal. Be sure to get on his or her good side. This person can help you attain
access to the principal and various staff, and can help you understand the dynam-
ics within the school.

Regarding faculty, identify the formal and informal leaders on the faculty,
subgrouping, and whether these groupings are based on loyalties to the principal,
age, educational biases, grade level, seniority at the school, or professional or-
ganizations. If you find yourself trying to introduce new procedures in a school,
capitalize on the influence of prestigious members of the staff by using them to
model various behavioral procedures. You may need to select leaders from one
or more subgroups to serve as models to maximize the impact and acceptance of
various behavioral programs school-wide or even by a specific classroom teach-
er. Also, recognize that many teacher education programs still do not include
training in behavior analysis. As a result, many teachers will neither see nor
understand behavioral challenges through a behavioral lens.

In addition, be sure to check out the expectations, beliefs and biases, and
the setting in which you are consulting. Too frequently, unwritten and unspoken
beliefs determine educational policy. Economically disadvantaged or minority
students may be viewed as being incapable of making normal educational ad-
vancements. Students coming from affluent backgrounds may be viewed as be-
ing over-indulged or spoiled. Special education students are sometimes viewed
as having no place in some regular education activities. Others believe that all
children in their classroom will automatically want to learn what is taught, and
should not be given reinforcement for doing their assigned activities. Parents
and/or the principal may be viewed as threats to be avoided whenever possible.
It is important for you to ascertain what the hidden beliefs are and how you can
work within and begin to change them. We hope material in this book will help
you achieve such tasks (specifically, Chapter 3 provides some suggestions re-
garding assessing the cultural aspects).

COMPANY. As with schools, you will want to find out the organizational
structure of a company, who makes what sort of decisions, and what sort of
supervision and support the company provides. For example, will they support
continuing education activities and access to behavioral literature? What are
their practices in supervising, evaluating, and promoting their employees? Are
there any systems in place to promote ethical behavior? How are interpersonal
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problems handled between supervisors and those being supervised? How are
health records and other employee personal information managed?

It is important to ask what the company sees as its major goals and purpose
and if they anticipate any changes in the future. If so, what changes? How will
your role and activities help them accomplish their goals and purpose? Also, it is
important to find out how the company accommodates differences in the cultural
backgrounds of their employees and the customers/clients they serve.

The Behavioral Consulting Relationship—Avoid Using
Technical Terms

The relationship between the behavioral consultant and implementer often deter-
mines the degree of success achieved in solving issues. It is through this rela-
tionship that the behavioral strategy and procedures are transmitted to teachers,
parents, managers, and additional significant others. Throughout the rest of this
book we describe numerous aspects of consulting and various behavioral proce-
dures frequently used in the consulting relationship that can help promote a pro-
ductive, positive relationship. However, one key point you should be aware of
from the beginning is that it is very important to use a comprehensible language
when talking with your consultees.

When providing instructions and explanations, you must be careful with the
terms that you use. Those of us who have training in applied behavior analysis
(ABA) have had a number of technical terms drilled into us. These terms have
precise meaning, and as a result, we can communicate with one another very ef-
fectively without a lot of elaboration to clarify our meaning. However, those we
consult with usually do not have much, if any, training in ABA. As a result, the
use of terms like discriminative stimuli, negative reinforcement, shaping, chain-
ing, etc., may have not only little meaning to them, but they are likely to find
some of the technical terms confusing and frustrating. Critchfield et al. (2017)
found ““a tendency for behavior analysis terms to register as more unpleasant
than other kinds of professional terms and also as more unpleasant than English
words generally” (p. 97). We need to recognize that people’s emotional reac-
tions are critical to the program’s success, and many have a negative emotional
reaction to ABA terms. As a result, it is best to de-emphasize behavior analytic
terminology (Lerman, 2024).

You need to adjust the language you use with consultees so that it is com-
prehensible (Binder, 1994; Carr, 1996; Mayer & McGookin, 1977). The impor-
tance of using understandable language is stressed in the Ethics Code for Be-
havior Analysts: “Behavior analysts use understandable language in, and ensure
comprehension of, all communications with clients, stakeholders, contingency
managers, trainees, and research participants” (Ethics Code for Behavior Ana-
lysts, p. 11, section 2.08 by the Behavior Analyst Certification Board, 2020).
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Using understandable language only makes sense, as good teaching and shaping
have taught us to begin at the learners’ level of skill or expertise, not where you
would like them to be. Similarly, modeling research has taught us to not present
a modeled behavior that is too complex. So, at least initially, use terms that your
consultee uses (e.g., motivated, self-worth, self-concept, strokes, etc.). A good
strategy to use when in an institutional setting, such as a school, is spend some
time in the teachers’ lounge on several occasions and listen rather than talk to
identify the basic orientation and the “in” terminology. Once you have identified
the “in” terms, use them, at least initially, when they apply to a situation being
discussed. In a home, again listen to what terms the parents use and use them. In
an organization, hang out in the break or lunch room. Also, substitute lay termi-
nology for technical terms. See Table 1.1 for Everyday Terms for Technical ABA
Terminology. Also, Critchfield (2017) reports that “Visuwords® offers one means
of vetting substitute expressions that non experts might find more palatable than
jargon” (p. 319).

When communicating with non-behaviorists, Carr (1996) also has pointed
out that we should use the language of ethics rather than that of technology. We
need to emphasize how the intervention strategies can help promote personal
responsibility, freedom, dignity, equality, and justice. The key is to communicate
in a language that is not intimidating or off-putting, and that your consultees will
understand and accept. When consultees clearly understand exactly what is ex-
pected of them and why, they usually improve their performance.

It is also important to remember that some may have a different understand-
ing of specific technical language. For example, a lot of other professions who
you might find yourself consulting with believe they know what negative rein-
forcement is but, in reality, they have a complete misunderstanding of the term.
Another common term that is completely misunderstood by others is extinction.
It is not uncommon to hear in a school-based meeting that the team feels like
they have used extinction, but it hasn’t worked. They think extinction means for
the teacher to not deliver attention. What they don’t realize is that procedurally,
extinction depends on the function of the problem behavior (e.g., the function
might be to gain peer attention, not teacher attention or to get out of doing work).

1t is non-behavioral to use technical language with people who do not un-
derstand it.

WHY SUPERVISION?

Although having those that directly interact with the person whose behavior is
targeted for change is the best route to produce lasting behavior change, some-
times there are additional needs to producing that change. First and foremost,
the significant other cannot initially develop, implement, modify, and monitor
the behavior change. Thus, there is a need for a behavior analyst to provide
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TABLE 1.1

CHAPTER 1

Everyday Terms for Technical ABA Terminology”

Technical Term

Alternative Term

Plain English

Reinforcement

Stimulus
generalization

Stimulus
change

Modeling

Shaping and
Chaining

Fading

Scheduling

Extinction

Timeout

Response Cost

Satiation

Rewarding, giving

incentives

Transfer

Environmental
change

Demonstrating,
showing

Individualized
instruction,
coaching

Fostering
independent
learning

Developing
intrinsic
motivation

Appropriate
withholding of
reinforcement

Temporary
separation from
the group

Penalties

Excessive use,
consumption, or
repetition of a
behavior

Increasing the behavior by praising, attending
to, or recognizing accomplishment and
effort; providing special rewards, events, and
activities; removing nagging or criticism

Teaching clients who have learned skills under
one condition to apply them under conditions
sharing similar qualities

Teaching clients to act differently under different
conditions by changing the environment

Teaching by setting an example; demonstrating
a new task or behavior

Teaching clients by beginning at their current
level of performance and breaking down
complicated learning tasks or behaviors into
smaller parts that they can learn one portion at
atime

Enabling the client to assume increasing
independence by helping, reminding, and
suggesting less and less often

Assisting the client to increasingly perform the
behavior in the absence of rewards, which, in
turn, promotes the client’'s personal satisfaction
with accomplishments and achievements

Reducing an interfering behavior by withholding
attention or other rewards from behaviors

that interfere with constructive learning or
performance

Reducing an interfering behavior to maintain

a supportive or safe learning environment by
temporarily separating the person from the
group to allow him or her to regain self-control
and composure, or to protect others from harm

Reducing an interfering behavior by subtracting
points, losing yardage, fining

Reducing an interfering behavior by providing
excessive amounts of rewards or activities,
which brings about a reduction in the activity,
e.g., eating, shouting, lifting weights.

*The lay language is only illustrative and not representative of all possible types
of application of the term. This table was developed by Mayer, Sulzer-Azaroff, and

Wallace (2026).
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case supervision along with behavioral consultation to produce lasting behav-
ior change and systems to promote future behavior. Moreover, sometimes more
intervention is needed, and significant others might be pulled in other directions
(e.g., a child’s parents need to work full time and cannot provide the needed
behavioral services to address behavioral deficits). Based upon these barriers
or obstacles, the application of behavior analysis within a supervision context
is necessary to achieve behavior change goals. In fact, it is necessary to take
ABA principles and consultation skills and apply that knowledge to case supervi-
sion, staff supervision and analyst in training supervision as a behavior analyst
to foster lasting behavior change. One might argue that the recent increases in
knowledge requirements to be eligible to become a BCBA®, and the ethics codes
specifically, warrant a discussion on these different forms of supervision. In fact,
one could argue that the actual behavior displayed across these different super-
vision contexts differs. As such the next chapter will attempt to operationally
define case supervision, staff supervision, and analyst in training supervision and
the skills necessary to accomplish each type of supervision.

SUMMARY AND CONCLUSIONS

A behavior consultant will use the principles and procedures of behavior analysis
to change the behavior of consultees (often the significant other) so that they can
more effectively change the behavior of others (e.g., kids, parents, employees,
teachers, etc.). This behavior change will be achieved by systematically assess-
ing the environment and developing and implementing procedures to get behav-
ior change agents to implement evidence-based interventions. The outcomes of
effective behavioral consultation are far-reaching and can include great cost sav-
ings. It is important to note that there are different possible consultant-consultee
relationships and to be aware of factors, such as the language you use, that can
either positively or negatively influence these relationships. Remember, we all
can Improve our skills by the support and feedback of others. Thus, it’s important
to know how best to provide that support and feedback to help others effectively
improve their skills—the topic of subsequent chapters.

Consultation skills also are critical piece of effective supervision. Moreover,
it is necessary to utilize one’s behavior analytic skills to effectively supervise
cases, staff, and analysts in training. It is important to ensure supervision of the
program and of the personnel involved with the implementation of the program.
Thus, you need to understand how to use consultation and behavior analytic
skills to manage a case (i.e., case supervision), the personnel (i.e., staff supervi-
sion), and those seeking to become behavior analysts (i.e., analyst in training
supervision). It is important to truly focus on each individual type of supervision
to promote client progress and for the future of our field. If as behavior analysts
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we do not focus on the supervision of the application of behavior analysis, we
leave room for negative side effects as well as criticism from other professionals.

ACTIVITIES

1. Analyze an environment similar to the one you are likely to work in and
list (a) internal and (b) external factors that may influence the outcome
of your services.

2. Give example of words you will use, and explain why you selected these
words in place of specific technical terms, with one of your contingency
managers (select a parent, teacher, or supervisor, or some other person
with whom you can practice behavioral consulting while studying this
book).

3. Describe why it is important for contingency managers, as well as all
of us, to avoid or minimize the use of shouting, denigration, and verbal
threats.



