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Abstract: Background: Supervision of behavior analysts seeking certification and supervision of service
delivery are key processes in the provision of quality behaviour analytic services to individuals with
developmental disabilities. Our study is the first to examine international supervisory practices within
the field of applied behaviour analysis. Method: An online survey was distributed to 92 professionals
internationally, assessing supervisory practice, supervisor support, work demands, job satisfaction,
and burnout. Results: Findings indicate high satisfaction with the supervisor and supervisory
experience. Excessive work demands positively correlate with high burnout and low job satisfaction.
Half of all professionals only worked with one or two clients before certification. Supervisor and
collegial support seem to decrease the likelihood of suffering burnout and increase job satisfaction,
although relationships were not statistically significant. Conclusions: Supervisor and collegial support
warrant further research as protective factors. Implications for an evidence-based supervisory practice
that produces ethical and competent supervisees are discussed.

Keywords: supervision; certification; job satisfaction; burnout; applied behaviour analysis

1. Introduction

Care professions have been described as those jobs in which the professional, as the giver, and
the client, as the receiver, have an asymmetrical social relationship [1,2]. This imbalanced dynamic
can elevate the risk of burnout across professions such as physicians, nurses, social workers, care
workers, and teachers. Burnout in the care professions can have direct consequences on the quality of
care and client outcomes, and as such, research on the topic is relevant to professional practice in the
various fields. As a care profession, behaviour analysis requires consideration for effects of burnout on
professionals and clients equally.

Plantiveau et al. [3] found high rates of burnout among Board Certified Behavior Analysts®

(BCBA®) and Board Certified assistant Behavior Analysts® (BCaBA®), with reports of 26% stating
high emotional exhaustion, 29% reporting high levels of depersonalisation, and 50% citing a lack of
accomplishment. Medical doctors have a similarly high rate of burnout, with figures of 59% and
45% for US and internationally-educated doctors, respectively [4]. Although the latter study did not
address the availability of support systems, the researchers found a lower rate of burnout with an
increase in the number of years of training undertaken by individuals. The former research indicates
increased social support produces lower rates of burnout and increased job satisfaction. A similar rate
of burnout was found among surgeons, for which the authors suggest ‘wellness promotion’, including
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mentoring, and a ‘non-punitive system of supports’ as mechanisms for offsetting the high incidence of
burnout across the profession [5]. Typical supports currently available to medical professionals are
underutilised because of fears that support users will be identified as unfit for duty.

Perceived supervisor support has been shown to predict lower levels of burnout, including
decreased emotional exhaustion and depersonalisation, in a study of therapists working in Applied
Behaviour Analysis (ABA) school settings [6]. Similar research in the field of nursing has confirmed
the positive effects of support systems on mitigating burnout. Garrosa et al. [7] found burnout was
negatively correlated with social supports for emotional exhaustion in a sample of nurses in Portugal.
An unpublished doctoral dissertation [8] furthered the evidence for a significant relationship between
perceived supervisor support and reduced burnout with ABA therapists working with children with
autism spectrum disorders.

Garrosa and colleagues [7] found individual traits (e.g., hardy personality, locus of control, and
viewing novel experiences as challenges) were predictors of the likelihood to seek social support.
In other words, nurses with resiliency would seek support from others when feeling stressed by
professional circumstances. Griffith et al. [9] found individuals with “wishful thinking” coping
strategies (i.e., passive, emotional-based coping, external locus of control) were subject to increased
levels of emotional exhaustion, depersonalisation, and general stress. However, this research, contrary
to others [3,6], did not indicate a positive effect on burnout from supervisor support.

Further exploration of the role of personality traits in the mitigation of burnout and its related
factors has been recently reported in the field of applied behaviour analysis. Hurt et al. [10] gathered
data on core personality traits (i.e., extroversion, agreeableness, conscientiousness, neuroticism, and
openness to experience) and their influence on burnout factors. The results support a partial mediation
of perceived personal and professional support to overall job satisfaction in the ABA therapists
surveyed. Deling [11] found emotional exhaustion, depersonalisation, and personal accomplishment
were negatively affected by neuroticism and positively affected by extraversion among participant
ABA tutors. Burnout is more likely in individuals with higher levels of neuroticism as a personality
trait, according to this research. The predisposition to burnout found in personality traits may yet be
mitigated by improved social supports for all individuals in public service fields [10,11].

The effects of support systems found among ABA therapists [3,6,8] was corroborated by research
among nursing professionals [12] in a study based in the US. These findings were developed further in
a study of nurses in Greece which found ‘perceived’ social supports to be more effective than ‘received’
social supports [13]. Similarly, research among care workers has also found social supports particularly
effective when stress levels are high, while a ‘locus of control’ is sufficient to mediate low levels of
stress [14].

Supervision in ABA

Showing competence in the application of specific procedures does not guarantee competence in
teaching these to others. For example, McGimsey et al. [15] found that students who learned how to
implement time-out could not teach this to parents until they were explicitly taught consultation skills.
Parsons and Reid [16] also found that only after being explicitly trained on feedback provision did
supervisors improve their feedback quality. These results clearly indicate that new BCBAs® who might
be competent in the application of behaviour-analytic procedures would most likely not be effective at
instructing others unless they have received training on supervision, very recently made mandatory
by the Behavior Analysts Certification Board (BACB®) (BACB, [17]). This training should focus on
how to use behavioural skills training with others, e.g., how to use feedback [18] during in vivo and
remote supervision sessions [19], or how to adopt a structured approach to supervision [20].

Evidence-based effective methods of training professionals in the use of behaviour-analytic
procedures have been well established, and should form the basis of a structured supervision
curriculum that is acceptable to staff members and includes performance- and competence-based
training delivered in didactic and real-life work settings [20–22]. This endeavour could be pursued by
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a variety of means, such as through the establishment of reading groups aiming to enhance knowledge
among human service practitioners or through the use of technology as a cost effective means of
increasing collegial support [23,24]. As supervision by certified professionals (i.e., BCBA® or Board
Certified Behavior Analyst Doctoral; BCBA-D™), as opposed to non-certified individuals, and the
years of supervisor experience have both been shown to produce significantly more positive outcomes
for children with autism, while small variations in typical supervision intensity of 20% of treatment
hours do not seem to produce significant differences in the amount of mastered skills, supervisors
should possess sufficient formal training and experience before training others [25].

Supervision practice should be primarily defined according to the function it serves. Secondarily,
supervisors should decide on the form that will best suit this function [26]. For example, the aim of
preparing well-skilled behaviour analysts who are competent in the contents covered in the BACB®

Task List [27] is best served by supervision that fulfils the BACB® Experience Standards [28]. The aim
of establishing peer networks that will serve as a source of social support and offer opportunities for
developing valuable professional skills (e.g., public speaking, collaboration with colleagues) is best
served by group supervision [29,30]. Teaching students how to best provide and receive corrective
feedback in group settings can be facilitated through the use of evidence-based training models
and instructive instruments, such as the Corrective Feedback Instrument-Revised [31,32]. Perceived
supervisor support has been shown to correlate with perceived organisational support and lead to
increased job retention [33]. As primary functions of supervision practice, social support and job
retention should also be at the heart of its focus.

Sellers et al. [34] offered an overview of the seven dimensions of the BACB® professional and
ethical compliance code [35] that relate to supervision, reflect on how the code serves as an antecedent
for supervisor and supervisee behaviour, and provide a rationale for the need to reflect upon each
element of the code. Hartley et al. [36] described an apprenticeship supervision model that meets
the needs of trainee BCBA® while proving time and cost-effective for supervisors and organisations,
while other researchers have described the evaluation of the supervisor’s effectiveness and sharing of
training materials as key components of supervision [37].

Research on existing supervision practice within our field is scarce [38,39]. The lack of information
on existing supervision practices and supervision outcomes has led to an urgent need for more
data to support the effectiveness of specific teaching strategies and guide an ethical, empowering
evidence-based supervision practice that guarantees the dissemination of scientific rigour, clinical
expertise, and values-driven decision-making to future behaviour analysts. Additionally, although
the criteria for required academic training in behaviour analysis are well established and periodically
reviewed (for a summary, see Shook and Johnston [40]), the BACB® task list [27] and BACB® experience
standards [28] provide only a basic overview of the contents for supervised practice. It is worth
noting that instructors of BACB® verified course sequences need to be certified or approved by the
BACB® and are in most cases academics with extensive experience in research and teaching, however
supervisors of practice only need to be certified and have completed 8 h of training in supervision.
In practice, this means that an entry level BCBA® with little clinical experience and virtually no
experience in supervising others can provide supervision to trainees. Data on the profile of supervisors
and how this relates to supervision outcomes are required in order to define which elements of existing
supervision practices need to be refined.

2. Method

The main aim of the present research was to capture culturally diverse supervision practices at an
international level. This was achieved through the distribution of an online survey to professionals
across the globe, through e-mail lists and social media.
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2.1. Participants

The survey was openly distributed to professionals working across the five continents in the
field of ABA at all levels of certification, i.e., Registered Behavior Technicians™ (RBT®), BCaBA®,
BCBA®, and BCBA-D®. For this purpose, an invitation was circulated through relevant professional
organisations, e-mail lists, and social media. For analytical purposes, those respondents who clicked
the survey link and engaged only with the demographic information section, providing no data on all
other sections, were removed from analysis. This study therefore reports on those respondents who
completed one or more sections of the survey.

A total of 92 individuals completed the survey. Key demographic results are presented in Table 1.
Of all participants, 95% were females and 5% males, with age ranging from 18 to 74 years. In line
with the distribution of certificants across the globe, North America was over-represented (n = 46,
50%), European professionals represented the second biggest group (n = 35, 38%), followed by five
professionals from Asia (5%), four from Oceania (4%), two from South America (2%), and none from
Africa (0%).

Table 1. Outcomes in key demographic variables (n = 92).

Variable Classification n (%)

Gender Male
Female

5 (5%)
87 (95%)

Age
18 to 34
35 to 44

45+

55 (60%)
22 (24%)
15 (16%)

Current work location

North America
Europe

South America
Asia

Oceania
Africa

46 (50%)
35 (38%)

2 (2%)
5 (5%)
4 (4%)
0 (0%)

Certification status

BCBA-D®

BCBA®

BCaBA®

RBT®

5 (5%)
64 (70%)

5 (5%)
18 (20%)

Notes. Russia has been classified in Europe, as three out of four verified course sequences in the country are delivered
in Moscow, which is located in the European Russian territory. Cyprus has also been classified in Europe.

An overwhelming proportion of participants completed a university-based verified course
sequence, either in the USA, Europe, or Oceania. BCBA® were the largest group, with 64 participants,
representing 70% of the overall sample, followed by 18 RBT® (20%), 5 BCaBA® (5%), and 5
BCBA-D® (5%).

2.2. Measures

2.2.1. Demographic Characteristics

The survey included five questions, focusing on participant demographics: gender, age, certification
status, country where participant currently works, and the provider of the course that allowed the
participant to access credential status (e.g., university where BACB® verified course sequence was
completed or provider of 40 h training for RBT®).

2.2.2. Pre-Credentialing/Pre-Certification Supervision for BCaBA, BCBA, and BCBA-D

This section collected information on numerous aspects of the supervision experience that allowed
participants to access their credential status, for example, the supervision allowing participants to sit for
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the BCBA exam. The aspects related to supervision that were examined in this section were: (a) generic
information (number of attempts before passing exam, country where fieldwork was completed, exam
to which supervision gave access); (b) supervisor data (credential, whether supervisor was responsible
for the supervisee and/or clients, years of experience, caseload, country where supervisor was based);
(c) supervised fieldwork data (modality: whether it was completed on-site and/or remotely, completion
year, whether it had an individual and/or group format, frequency, number of clients included, duration,
price, number of different supervisors until completion); (d) supervision evaluation (organisation,
contents, supervisor skills, focus on ethics and professional conduct, ending supervision); (e) perceived
supervisor support; (f) overall evaluation of supervisor; (g) overall evaluation of supervision; (h) open
ended-question allowing additional comments on any aspects not previously covered.

The section focusing on perceived supervisor support included 15 questions, with items such
as ‘my supervisor strongly considered my goals and values’ and ‘my supervisor took pride in my
accomplishments at work’. In line with previous studies (e.g., Eisenberger et al. [33]; Rhoades et al. [41]),
we adapted and included items with a factor loading between 0.70 and 0.84 from the original
Perceived Organizational Support survey that indicated the supervisor’s appreciation of contribution,
acknowledgement of needs, and care for the wellbeing of the supervisee (i.e., items 3, 4, 6, 7, 8, 9, 10, 17,
20, 21, 22, 23, 25, 27, 35) [42]. A five-point Likert scale was used for participants to rate their agreement
with the statements [33]. Six out of 15 items selected were negatively worded to avoid an agreement
response bias.

2.2.3. Job Satisfaction Survey (JSS)

This section contained all 36 items of the Job Satisfaction Survey (JSS), a survey that assesses
the nine facets of job satisfaction [43,44]. Participants expressed their degree of agreement with each
statement using a six-point Likert scale. Examples of questions were ‘I feel I am being paid a fair
amount for the work I do’, ‘I like doing the things I do at work’, ‘I have too much paperwork’,
and ‘work assignments are not fully explained’. Scores in the JSS can range between 36 and 216,
with scores between 36 and 108 showing dissatisfaction, 144 to 216 satisfaction, and 108 to 144
ambivalence. The reliability of the JSS has been shown to be very satisfactory for the total scale
(coefficient alpha = 0.91; [43]). Validity data arising from studies that compared some JSS subscales to
corresponding subscales of other job satisfaction scales have also been satisfactory, with correlations
ranging from 0.61 for the coworkers subscale to 0.80 for supervision [43]. Although we do not expect
the validity of the online survey to be different from the paper version, validity analyses of the JSS
when distributed online should be conducted in future research.

2.2.4. Excessive Work Demands

Two items were adapted from the School Organisational Health Questionnaire-Excessive Work
Demands [45,46], with participants being asked to rank their agreement with these in a six-point Likert
scale. These two items (i.e., ‘there is constant pressure for me to keep working’ and ‘I am always
overloaded with work’) were interspersed with items from the JSS and together with item 24 (‘I have
too much to do at work’) were used to compute a single variable, labelled ‘excessive work demands’.

2.2.5. Maslach Burnout Inventory for Educators

The following section included the Maslach Burnout Inventory for Educators (MBI-ES) [47,48],
with original items making reference to ‘students’ being adapted to read ‘students/clients’. The MBI-ES
includes 22 items and evaluates the three factors that compose burnout, emotional exhaustion,
depersonalisation, and lack of personal accomplishment. Participants ranked how often they experience
certain feelings in their work placement using a six-point Likert scale ranging from never to every day
to (e.g., ‘I feel emotionally drained from my work’, ‘I feel I treat some students/clients as if they were
impersonal objects’, ‘I feel very energetic’).
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A meta-analysis of reliability data reported in the literature for the MBI showed satisfactory
coefficients of 0.88, 0.71, and 0.78 for Emotional Exhaustion, Depersonalisation and Personal
Accomplishment respectively. Convergent and discriminant validity have been tested and are
reported in the manual [49].

2.3. Procedure

After receiving ethical approval, an invitation to complete an online survey was circulated to
certificants/registrants working in ABA-related settings. The first section of the survey included an
informed consent. In the second section, participants provided key demographic data and proceeded
to the completion of the pre-certification supervision section. Following this, participants proceeded
to the sections measuring job satisfaction, excessive work demands, and burnout. The survey took
approximately 20 min to complete, with most sections incorporating a feature that did not allow
progress to the next page unless all questions had been answered.

2.4. Statistical Analysis of Survey Data

Data collected from demographic information, the pre-certification supervision section, as well as
the sections measuring job satisfaction, excessive work demands, and burnout were transcribed in
Microsoft® Excel (Microsoft Corporation, Redmond, WA, USA) and IBM SPSS® (IBM Corporation,
Armonk, NY, USA) files. Some values obtained through negatively worded questions in the JSS
required transformation to the opposite values. Four binary logistic regressions were conducted to test
the significant effect of factors for job satisfaction and burnout (emotional exhaustion, depersonalisation,
and personal accomplishment). Across the binary logistic models examining job satisfaction and
burnout, the following factors were tested for statistically significant effects: excessive work demands,
supervisor support, colleague support, and satisfaction with supervisor.

In line with Plantiveau and colleagues [3], job dissatisfaction was defined as a score between 36
and 108 in JSS [43], while burnout was defined by the following scores in the MBI-ES: above 26 in
Emotional Exhaustion, above 5 in Depersonalisation, and below 34 in Personal Accomplishment [50].

2.5. Ethical Statement

This study has received ethical approval by the University Ethics Committee (Project identification
code SREC126) and has been performed in accordance with the ethical standards as laid down in the
1964 Declaration of Helsinki and its later amendments, and University ethical standards.

3. Results

3.1. Descriptive Outcomes for Pre-Certification Supervision for BCaBA, BCBA and BCBA-D

A total of 74 respondents provided information on the number of clients served during
pre-certification or pre-credentialing supervision, with four respondents reporting having worked
with five clients (5.4%), six (8.1%) with four, 26 (35.1%) with three, and 30 (40.5%) with two clients
(Table 2). Just below 11% of participants (n = 8) reported having worked with only one client during
supervision, a practice not permitted under the BACB® experience standards [28].

Table 2. Distribution of certificants across number of clients served during pre-credentialing (n = 74).

Variable Classification n (%)

Number of clients served during
supervision

1 client
2 clients
3 clients
4 clients
5 clients

8 (10.8%)
30 (40.5%)
26 (35.1%)

6 (8.1%)
4 (5.4%)
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Participants who did not obtain supervision for free had to pay up to €150 per hour, with the
range of prices shown in Table 3.

Table 3. Price per hour of pre-credentialing supervision (n = 37).

Variable Classification n (%)

Price per hour for supervision
0–€49
€50–€74
€75 or more

18 (49%)
12 (32%)
7 (8%)

The majority of the 74 respondents who provided information on the supervisory experience
reported being satisfied (87%) with their supervisor. This trend was also reflected when considering
the overall evaluation of supervision, with 80% stating they were satisfied (Table 4).

Table 4. Participants’ satisfaction with supervisor and supervision experience.

Overall Evaluation of Supervisor n (%)

Satisfied 64 (87%)
Neither satisfied nor dissatisfied 5 (7%)

Dissatisfied 5 (7%)

Overall evaluation of supervision

Satisfied 58 (80%)
Neither satisfied nor dissatisfied 9 (12%)

Dissatisfied 6 (8%)

3.2. Descriptive and Regression Outcomes for Job Satisfaction, Excessive Work Demands and Burnout

A total of 81 respondents completed the JSS section. The majority of respondents were satisfied
(89%), whilst the remaining 11% had scores reflecting dissatisfaction (Figure 1). Descriptive statistics
highlighted that those aged between 35–44 years had the highest levels of job satisfaction, with 95%
obtaining a score reflecting satisfaction. Those aged 45 years or older had the highest proportion of
dissatisfaction (15%). When considering colleague support, 87% of those receiving support indicated
job satisfaction, whilst 100% of respondents experiencing no colleague support reported having job
satisfaction. However, it should be acknowledged that only a small proportion of the 70 respondents
providing information on job satisfaction and colleague support were within the no colleague support
category (n = 7). This small sample size provides an explanation for why job satisfaction was high
amongst those receiving no colleague support. This is likely to have affected the results in both the
descriptive statistics and regression model. In addition, a total of 70 respondents provided information
on both job satisfaction and experience of supervisor support, with analysis indicating that the majority
(87%) of respondents who experienced supervisor support had scores reflecting job satisfaction.

In the logistic regression model exploring the effects of excessive work demands, supervisor
support, colleague support, and supervisor satisfaction on job satisfaction, only one statistically
significant correlation became evident. This model indicated that as the rate of excessive work demands
increased, job satisfaction decreased (B = −0.31, S.E. = 0.16, p ≤ 0.05). With supervisor support and
satisfaction, the opposite trends to those expected were reflected. This model reflected that those
receiving no supervisor support or reporting being dissatisfied with their supervisor had higher job
satisfaction than those receiving supervisor support or reporting being satisfied with their supervisor;
however, these differences were not statistically significant. It is likely that these correlations were
in the opposite direction to those expected due to the low cell counts within the no supervisor
support/dissatisfied with supervisor categories (n = 2 and n = 4, respectively). In contrast, those
receiving no colleague support had lower scores of job satisfaction compared to those who received
colleague support, although this correlation was not statistically significant. Despite colleague support
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not being statistically significant in this model, its correlation with job satisfaction is in the expected
direction, suggesting it may be worth exploring in future research with a larger sample.Int. J. Environ. Res. Public Health 2019, 16, x 10 of 15 
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Figure 1. Score distribution in the Maslach burnout inventory domains and the job satisfaction survey
(Job Satisfaction: n = 81; Burnout: n = 79).

In the MBI, 79 respondents provided information on their experience of emotional exhaustion.
A total of 63% of respondents experienced no emotional exhaustion burnout in their job, whilst 37%
obtained a score reflecting emotional exhaustion burnout (Figure 1). Descriptive analysis indicated that
those aged between 35–44 years had the highest levels of emotional exhaustion burnout (68%), whilst
those aged 45 years or older had the lowest (31%). In addition, a positive correlation was reflected
in the descriptive statistics between colleague support and experiencing no emotional exhaustion
burnout (62%). Similar trends were apparent with supervisor support. Those experiencing supervisor
support had a higher rate of no emotional exhaustion burnout when compared to those experiencing
no supervisor support (61% and 50%, respectively).

The logistic regression model exploring emotional exhaustion burnout indicates only one
statistically significant correlation, with those reporting emotional exhaustion burnout being more likely
to have higher levels of excessive work demands than those who reported no emotional exhaustion
burnout (B = 0.26, S.E. = 0.1, p≤ 0.01). Although all remaining factors in this model were not statistically
significant, the correlation with supervisor support indicates that those receiving no supervisor support
were more likely to experience emotional exhaustion burnout compared to those receiving supervisor
or colleague support. This correlation was also apparent with colleague support; however, it was not
statistically significant. Despite their statistical insignificance in this study, these support factors may
be of importance to consider in future research with a larger sample.

Moreover, 79 respondents provided information on their experience of depersonalisation in the
MBI. As reflected with emotional exhaustion, 63% of respondents experienced no burnout according
to depersonalisation, whilst 37% obtained a score reflecting depersonalisation burnout (Figure 1).
Descriptive analysis indicated similar levels of depersonalisation burnout across age categories. Of the
68 respondents who provided information on depersonalisation burnout and experience of colleague
support, only a small proportion indicated experiencing no colleague or supervisor support (n = 7
and n = 2, respectively). Overall, a positive correlation was apparent between experiencing colleague
support and no depersonalisation burnout (66%). Subsequently, the majority of respondents with no
colleague support achieved a score reflecting depersonalisation burnout (71%). Descriptive analysis
highlighted that those who experienced no supervisor support had the highest rate of depersonalisation
burnout (50%) when compared to those receiving supervisor support (39%).

The logistic regression model indicated that those reporting depersonalisation burnout were
more likely to experience higher levels of excessive work demands than those who reported no
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depersonalisation burnout (B = 0.28, S.E. = 0.11, p < 0.01). In addition, no colleague support held
a statistically significant correlation with depersonalisation burnout, however in the unexpected
direction. The model suggests that those reporting no colleague support were less likely to experience
depersonalisation burnout than those with colleague support (B = −2.1, S.E. = 1.04, p < 0.05). This may
be because only a small number indicated no colleague support, which, therefore, affected the direction
and magnitude of the presented correlation. However, as this factor is of statistical significance to
depersonalisation burnout, it is worth exploring in future studies with larger sample sizes to verify
whether the correlation direction remains the same. In contrast, those who received no supervisor
support were more likely to experience depersonalisation burnout than those receiving supervisor
support, although this factor was not statistically significant. Again, supervisor support may also be
worth considering in future research examining burnout amongst larger sample sizes.

Variation in the MBI was also evident when examining levels of burnout according to personal
accomplishment. Of the 79 respondents, 27% gained a score reflecting personal accomplishment
burnout, whilst the majority of respondents reflected no burnout (73%) (Figure 1). A negative
correlation between age and personal accomplishment burnout was indicated in the descriptive
analysis. Those aged between 18 and 34 years had the highest levels of personal accomplishment
burnout (32%), when compared to those aged 35–44 (26% experienced burnout) and 45 years or older
(8% experienced burnout). As reflected in the depersonalisation descriptive analysis, 68 respondents
provided information on their experience of colleague support and personal accomplishment burnout,
with a small proportion indicating no experience of colleague support (n = 7). Overall, the majority
of respondents experiencing colleague support achieved a score of no personal accomplishment
burnout (72%). This reflects higher rates of no burnout when compared to other MBI indicators of
emotional exhaustion and depersonalisation. In addition, when considering supervisor support, those
experiencing no support had the highest levels of personal accomplishment burnout (50%), whilst
those receiving support had the lowest rate of personal accomplishment burnout (24%). Similar to
those for colleague support, these results reflect higher rates of no burnout when compared to other
MBI indicators of emotional exhaustion and depersonalisation.

Although the correlations suggest that those with excessive work demands are more likely to
report personal accomplishment burnout, interestingly, the logistic regression model for personal
accomplishment indicated these were not statistically significant. Moreover, those receiving no
supervisor support or colleague support, respectively, were more likely to experience personal
accomplishment burnout than those experiencing supervisor or colleague support. In addition,
as expected, those satisfied with their supervisor were less likely to experience burnout according to
personal accomplishment when compared to those dissatisfied with their supervisor. Despite none
of these correlations being statistically significant, as the direction and magnitude of the presented
relationship with personal accomplishment are as expected, it is apparent that these factors may be of
importance to explaining personal accomplishment burnout and should therefore be considered in
future work with larger sample sizes.

In summary, across all logistic regression models, excessive work demands held a negative
correlation with job satisfaction and positive correlations with burnout (Table 5). Consequently,
as excessive work demands increased, the rate of burnout according to emotional exhaustion,
depersonalisation, and personal accomplishment also increased. These correlations were statistically
significant in all models, except for personal accomplishment. Despite this, excessive work demands
correlated as expected with all three dimensions of burnout. Moreover, consistency was apparent
across analyses in the direction and lack of statistical significance of correlations between burnout
and supervisor support. Analyses on job satisfaction reflected that those receiving supervisor
support had higher rates of job satisfaction. Analyses exploring the three dimensions of burnout
(emotional exhaustion, depersonalisation, and personal accomplishment) indicated that those receiving
no supervisor support presented higher levels of burnout than those receiving supervisor support.
Slight variation was evident in the direction and statistical significance of correlations when considering
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burnout rates according to colleague support. In the job satisfaction model, similarly to experience of
supervisor support, those receiving colleague support had higher rates of job satisfaction than those
receiving no support, however this was not statistically significant. In addition, in the emotional
exhaustion and personal accomplishment burnout models, those receiving no colleague support
reflected higher rates of burnout, however these correlations were not statistically significant. In contrast,
in the depersonalisation model, those receiving no colleague support had significantly lower levels
of burnout. It is likely that the low cell count amongst those receiving no colleague support and a
depersonalisation burnout score affected this correlation.

Table 5. Binary logistic regression models for Job Satisfaction, Emotional Exhaustion, Depersonalisation,
and Personal Accomplishment Burnout.

Model Independent Variable of
Statistical Significance B

Job Satisfaction Excessive work demands −0.31 *
Emotional Exhaustion Excessive work demands 0.26 **

Depersonalisation Excessive work demands
No colleague support

0.28 **
−2.1*

Personal Accomplishment none -

Note: Table 5 reports only the independent variables with statistically significant correlations. p < 0.05 * p < 0.01 **.

4. Discussion

This study replicates and expands findings of Plantiveau et al. [3], with the key outcome being
that excessive work demands positively correlate with high burnout rates and low job satisfaction.
Given the remarkably low numbers of appropriately trained professionals and the frequent lack of
funding for behavioural services, both exacerbated outside the USA [51], this outcome, albeit not
surprising, would be difficult to overcome. Due to this reality, it might be difficult to reduce actual
work demands. However, dedicating a part of supervision to training supervisees’ organisational
skills can help remediate the effect of excessive work demands.

First, descriptive results revealed that eight (10.8%) participants worked with only one client
during their pre-certification supervision, while another 30 (40.5%) worked with two different clients.
In line with the BACB® [28], supervisees must work with at least two different clients during their
pre-certification supervised practice. Our finding raises serious concerns, given that working with
only one client would not provide supervisees with the necessary skills to serve a highly diverse
population once certified. Supervisees should work with at least two, and ideally with more than
three different clients, ensuring they acquire a range of skills and generalise these across clients
with different characteristics and needs. The BACB® has very recently attempted to streamline
the supervision process by making a supervision curriculum mandatory for certificants wishing to
supervise students [17], as well as by requesting that supervisors and supervisees complete a 90-min
free online training module on supervision since 2015. The latter was then removed in March 2018 [52],
therefore an obvious way to remedy lack of compliance with minimum requirements identified in our
study might be to re-introduce this training module. Supervisors should also actively seek reassurance
that their supervisees comply with this requirement.

Results obtained through the supervision evaluation section strongly suggest that ABA supervision
is conducted, overall, in an ethical and professional manner relying on evidence-based practices,
therefore resulting in highly satisfied supervisees. Supervision holds a unique position for the
dissemination of our science, effective training of younger colleagues, and delivery of quality services
to clients. Results of the present study suggest that existing supervisory practices are welcomed by
younger professionals, who report being satisfied with their supervisor and the supervisory experience
as a whole. Ongoing reliance on evidence-based strategies for supervision will safeguard existing best
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practice and will allow our field to grow, while keeping ethical standards and professional competence
at the forefront.

The rate of burnout lying just above one third of participants for emotional exhaustion and
depersonalisation and above one fourth for personal accomplishment is in line with the rates reported
in previous studies (e.g., Maslach et al. [1]; Plantiveau et al. [3]), confirming that working in the field
of ABA can pose challenges. This outcome is understandable if read in the context of supervisees,
who often encounter challenging behaviours, work in intensive one-to-one educational programmes,
and lack a support network in countries with few certified professionals. This reality further underscores
the need for establishing a support network that bypasses geographical borders, by making use of
technology. For example, the use of online blogs that facilitate knowledge transfer, offer support, and
empower young professionals through exchange with colleagues from mixed levels of experience could
be an ideal solution. Established practices that promote wellbeing among other care professionals
could also serve as benchmarks (e.g., Balch et al. [5]).

In turn, job satisfaction appeared to be high, in line with the findings of Plantiveau and colleagues [3]
and the expectation that working in the field of ABA brings a feeling that the undertaken tasks are
worthwhile and bring good to society. The main aim of professionals working in the field of ABA is to
improve the quality of life of the people they serve, an intrinsically high value aim that explains why
satisfaction from work has been repeatedly found to be high.

Overall, despite the lack of a statistically significant relationship presented in the logistic
regression analysis of this study, the findings suggest that excessive work demands, supervisor
support, and colleague support are all important factors influencing job satisfaction and burnout in
ABA settings internationally. In line with previous studies (e.g., Gibson et al. [6]; Plantiveau et al. [3]),
the descriptive statistics of this study highlight that those receiving support from their supervisor
and colleagues were less likely to experience burnout and more likely to report high satisfaction with
their job. This outcome is expected, given social support has repeatedly been shown to prevent or
alleviate symptoms of burnout [53]. However, the correlations between burnout, job satisfaction, and
supervisor and colleague support were not statistically significant in the logistic regression models
(i.e., colleague support was only statistically significant in depersonalisation burnout), reflecting
the need for a larger sample size to investigate whether the statistical significance of the presented
correlations are affected. These findings highlight the importance of building support networks
during the course of pre-credentialing supervision that certificants will be able to rely upon after the
supervisory experience concludes.

Age, as a potential mediating factor, showed mixed effects. For example, only 12.8% of younger
supervisees (18–34-year-olds) reported job dissatisfaction, 59.6% reported emotional exhaustion
burnout, 38.3% reported depersonalisation burnout, and 31.9% reported personal accomplishment
burnout. In contrast, 4.8% of middle age supervisees (35–44-year-olds) reported job dissatisfaction,
68.4% reported emotional exhaustion burnout, 31.6% reported depersonalisation burnout, and 26.3%
reported personal accomplishment burnout. Supervisees with an age of 45 years or higher were the
ones most frequently reporting job dissatisfaction (15.4%), and less frequently experiencing emotional
exhaustion burnout (30.8%), depersonalisation burnout (38.5%), and personal accomplishment burnout
(7.7%), a result that supports the notion that with age comes experience and the skills to protect oneself.
In a previous study [3], age was a protective factor against job dissatisfaction and burnout, as older age
respondents were less likely to report job dissatisfaction or burnout. Future studies containing larger
samples should further explore how age and increasing experience might influence these variables,
allowing supervisors to use different strategies according to each group of supervisees’ needs.

5. Conclusions

In sum, these findings shed light on the potential of supervision in shaping competent supervisees
who not only act in an ethical and professional manner towards clients but also know how to protect
themselves from the effect of excessive work demands, risk of burnout, and consequent low level of
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job satisfaction. Selecting continuous education activities, planning effectively, and actively seeking
support networks are all skills that can be learned during the pre-credentialing supervisory experience
and require competent and caring supervisors who act as effective teaching agents. Technology can be
a unique tool for supervisors to establish cross-country support networks that promote evidence-based
practice and offer a rich environment for sharing ethical best practice.

Implications for Practice

As supervisors seek to train ethical and competent supervisees who will deliver quality services
to the community, it is of paramount importance that a range of evidence-based strategies and tools
are used. First and foremost, supervisors should explicitly train supervisees on time management and
prioritisation of tasks, in order to mitigate the risk of them suffering burnout as a result of excessive
work demands.

Overall, supervision training should be based on evidence-based practices, such as the use of
operationally defined expectations in terms of client outcomes and supervisee skills, specific feedback,
continuous evaluation of staff performance, frequent informal praise, individualised training as per
staff member needs, and formal recognition of exceptional performance. Supervisors should be
accessible and eager to help with specific staff queries and difficult tasks and strive to maximize the
amount of positive interactions they hold with supervisees [54,55].

The purpose of safeguarding supervision contents and minimum standards can be well served by
the re-introduction of an interactive training that both supervisors and supervisees must complete
before starting the supervision process. Although documentation provides useful details on minimum
standards, such as the requirement to work with at least two different clients, technology can
help produce more effective tools, such as animated videos, to communicate important information.
The requirement to attend continuous professional development training on evidence-based supervisory
practice is wisely included in existing regulations and supervisors should ensure that they keep their
knowledge up to date with research developments.

Finally, universally accessible support networks that make use of technology should be built,
for supervisees to seek advice as needed upon becoming certified. As supervisees are more likely to
maintain skills when these are solidly established during the supervision period, supervisors should
teach supervisees to make full use of these networks to seek and provide advice to peers, ensuring that
direct contact with the benefits of peer-led support groups is experienced early on in their career.

Author Contributions: Conceptualization, K.D.; Methodology, K.D.; Software, E.E.; Formal Analysis, E.E.;
Investigation, K.D. and B.F.; Resources, K.D.; Data Curation, E.E.; Writing-Original Draft Preparation, K.D., B.F.
and E.E.; Writing-Review & Editing, K.D.; Supervision, K.D.

Funding: This research did not receive any specific grant from funding agencies in the public, commercial,
or not-for-profit sectors.

Conflicts of Interest: The authors declare no conflict of interest.

References

1. Maslach, C.; Schaufeli, W.B.; Leiter, M.P. Job Burnout. Annu. Rev. Psychol. 2001, 52, 397–422. [CrossRef]
[PubMed]

2. Bloom, G.; Standing, H.; Lloyd, R. Markets, information asymmetry and health care: Towards new social
contracts. Soc. Sci. Med. 2008, 66, 2076–2087. [CrossRef] [PubMed]

3. Plantiveau, C.; Dounavi, K.; Virués-Ortega, J. High levels of burnout among early-career board-certified
behavior analysts with low collegial support in the work environment. Eur. J. Behav. Anal. 2018, 19, 195–207.
[CrossRef]

4. West, C.P.; Shanafelt, T.D.; Kolars, J.C. Quality of Life, Burnout, Educational Debt, and Medical Knowledge
Among Internal Medicine Residents. JAMA 2011, 306, 952–960. [CrossRef] [PubMed]

5. Balch, C.M.; Freischlag, J.A.; Shanafelt, T.D. Stress and Burnout Among Surgeons. Arch. Surg. 2009, 144, 371.
[CrossRef] [PubMed]

http://dx.doi.org/10.1146/annurev.psych.52.1.397
http://www.ncbi.nlm.nih.gov/pubmed/11148311
http://dx.doi.org/10.1016/j.socscimed.2008.01.034
http://www.ncbi.nlm.nih.gov/pubmed/18316147
http://dx.doi.org/10.1080/15021149.2018.1438339
http://dx.doi.org/10.1001/jama.2011.1247
http://www.ncbi.nlm.nih.gov/pubmed/21900135
http://dx.doi.org/10.1001/archsurg.2008.575
http://www.ncbi.nlm.nih.gov/pubmed/19380652


Int. J. Environ. Res. Public Health 2019, 16, 2098 13 of 15

6. Gibson, J.A.; Grey, I.M.; Hastings, R.P. Supervisor Support as a Predictor of Burnout and Therapeutic
Self-Efficacy in Therapists Working in ABA Schools. J. Autism Dev. Disord. 2009, 39, 1024–1030. [CrossRef]
[PubMed]

7. Garrosa, E.; Rainho, C.; Moreno-Jiménez, B.; Monteiro, M.J. The relationship between job stressors,
hardy personality, coping resources and burnout in a sample of nurses: A correlational study at two
time points. Int. J. Nurs. Stud. 2010, 47, 205–215. [CrossRef] [PubMed]

8. Langeliers, A.L. Perceived Supervisor Support, Job Satisfaction, and Burnout among ABA Therapists for
Children with Autism. Ph.D. Thesis, Alliant International University, Alhambra, CA, USA, 1 May 2013.

9. Griffith, G.M.; Barbakou, A.; Hastings, R.P. Coping as a predictor of burnout and general health in therapists
working in ABA schools. Eur. J. Spec. Needs Educ. 2014, 29, 548–558. [CrossRef]

10. Hurt, A.A.; Grist, C.L.; Malesky, L.A.; McCord, D.M. Personality Traits Associated with Occupational
‘Burnout’ in ABA Therapists. J. Appl. Res. Intellect. Disabil. 2013, 26, 299–308. [CrossRef]

11. Deling, L.A. Burnout in Applied Behavior Analysis Tutors: The Role of Personality, Stress, and Affectivity.
Ph.D. Thesis, University of North Dakota, Grand Forks, ND, USA, 1 August 2014.

12. Woodhead, E.L.; Northrop, L.; Edelstein, B. Stress, Social Support, and Burnout Among Long-Term Care
Nursing Staff. J. Appl. Gerontol. 2016, 35, 84–105. [CrossRef]

13. Fradelos, E.; Mpelegrinos, S.; Mparo, C.; Vassilopoulou, C.; Argyrou, P.; Tsironi, M.; Zyga, S.; Theofilou, P.
Burnout syndrome impacts on quality of life in nursing professionals: The contribution of perceived social
support. Prog. Health Sci. 2014, 4, 102–109.

14. Gray-Stanley, J.A.; Muramatsu, N. Work stress, burnout, and social and personal resources among direct care
workers. Res. Dev. Disabil. 2011, 32, 1065–1074. [CrossRef] [PubMed]

15. McGimsey, J.F.; Greene, B.F.; Lutzker, J.R. Competence in aspects of behavioral treatment and consultation:
Implications for service delivery and graduate training. J. Appl. Behav. Anal. 1995, 28, 301–315. [CrossRef]
[PubMed]

16. Parsons, M.B.; Reid, D.H. Training residential supervisors to provide feedback for maintaining staff teaching
skills with people who have severe disabilities. J. Appl. Behav. Anal. 1995, 28, 317–322. [CrossRef] [PubMed]

17. Behavior Analyst Certification Board. Supervision Resources. Available online: https://www.bacb.com/

supervision-resources/ (accessed on 29 May 2019).
18. Pantermuehl, R.M.; Lechago, S.A. A Comparison of Feedback Provided In Vivo Versus an Online Platform

on the Treatment Integrity of Staff Working with Children with Autism. Behav. Anal. Pract. 2015, 8, 219–222.
[CrossRef]

19. Sellers, T.P.; Valentino, A.L.; LeBlanc, L.A. Recommended Practices for Individual Supervision of Aspiring
Behavior Analysts. Behav. Anal. Pract. 2016, 9, 274–286. [CrossRef]

20. Parsons, M.B.; Rollyson, J.H.; Reid, D.H. Evidence-Based Staff Training: A Guide for Practitioners. Behav. Anal.
Pract. 2012, 5, 2–11. [CrossRef]

21. Dubuque, E.M.; Dubuque, M.L. Guidelines for the Establishment of a University-Based Practical Training
System. Behav. Anal. Pract. 2018, 11, 51–61. [CrossRef]

22. Sellers, T.P.; LeBlanc, L.A.; Valentino, A.L. Recommendations for Detecting and Addressing Barriers to
Successful Supervision. Behav. Anal. Pract. 2016, 9, 309–319. [CrossRef]

23. Parsons, M.B.; Reid, D.H. Reading groups: A practical means of enhancing professional knowledge among
human service practitioners. Behav. Anal. Pract. 2011, 4, 53–60. [CrossRef]

24. Ferguson, J.; Craig, E.A.; Dounavi, K. Telehealth as a Model for Providing Behaviour Analytic Interventions
to Individuals with Autism Spectrum Disorder: A Systematic Review; Springer: New York, NY, USA, 2018;
ISBN 1080301837245.

25. Dixon, D.R.; Linstead, E.; Granpeesheh, D.; Novack, M.N.; French, R.; Stevens, E.; Stevens, L.; Powell, A.
An Evaluation of the Impact of Supervision Intensity, Supervisor Qualifications, and Caseload on Outcomes
in the Treatment of Autism Spectrum Disorder. Behav. Anal. Pract. 2016, 9, 339–348. [CrossRef] [PubMed]

26. LeBlanc, L.A.; Luiselli, J.K. Refining Supervisory Practices in the Field of Behavior Analysis: Introduction to
the Special Section on Supervision. Behav. Anal. Pract. 2016, 9, 271–273. [CrossRef] [PubMed]

27. Behavior Analysts Certification Board. Fifth Edition Task List. 2017. Available online: https://www.bacb.
com/wp-content/uploads/2017/09/170113-BCBA-BCaBA-task-list-5th-ed-.pdf (accessed on 29 May 2019).

28. Behavior Analyst Certification Board. BACB Experience Standards. 2017. Available online: https:
//www.bacb.com/wp-content/uploads/BACB_Experience-Standards_190402.pdf (accessed on 29 May 2019).

http://dx.doi.org/10.1007/s10803-009-0709-4
http://www.ncbi.nlm.nih.gov/pubmed/19291383
http://dx.doi.org/10.1016/j.ijnurstu.2009.05.014
http://www.ncbi.nlm.nih.gov/pubmed/19596324
http://dx.doi.org/10.1080/08856257.2014.952915
http://dx.doi.org/10.1111/jar.12043
http://dx.doi.org/10.1177/0733464814542465
http://dx.doi.org/10.1016/j.ridd.2011.01.025
http://www.ncbi.nlm.nih.gov/pubmed/21316918
http://dx.doi.org/10.1901/jaba.1995.28-301
http://www.ncbi.nlm.nih.gov/pubmed/7592146
http://dx.doi.org/10.1901/jaba.1995.28-317
http://www.ncbi.nlm.nih.gov/pubmed/7592147
https://www.bacb.com/supervision-resources/
https://www.bacb.com/supervision-resources/
http://dx.doi.org/10.1007/s40617-015-0059-y
http://dx.doi.org/10.1007/s40617-016-0110-7
http://dx.doi.org/10.1007/BF03391819
http://dx.doi.org/10.1007/s40617-016-0154-8
http://dx.doi.org/10.1007/s40617-016-0142-z
http://dx.doi.org/10.1007/BF03391784
http://dx.doi.org/10.1007/s40617-016-0132-1
http://www.ncbi.nlm.nih.gov/pubmed/27920965
http://dx.doi.org/10.1007/s40617-016-0156-6
http://www.ncbi.nlm.nih.gov/pubmed/27920958
https://www.bacb.com/wp-content/uploads/2017/09/170113-BCBA-BCaBA-task-list-5th-ed-.pdf
https://www.bacb.com/wp-content/uploads/2017/09/170113-BCBA-BCaBA-task-list-5th-ed-.pdf
https://www.bacb.com/wp-content/uploads/BACB_Experience-Standards_190402.pdf
https://www.bacb.com/wp-content/uploads/BACB_Experience-Standards_190402.pdf


Int. J. Environ. Res. Public Health 2019, 16, 2098 14 of 15

29. Valentino, A.L.; LeBlanc, L.A.; Sellers, T.P. The Benefits of Group Supervision and a Recommended Structure
for Implementation. Behav. Anal. Pract. 2016, 9, 320–328. [CrossRef] [PubMed]

30. Walsh, R.; Bambacus, E.; Gibson, D. An Approach to Supervision for Doctoral and Entry-Level Group
Counseling Students. J. Spec. Gr. Work 2017, 42, 338–363. [CrossRef]

31. Hulse-Killacky, D.; Orr, J.J.; Paradise, L.V. The Corrective Feedback Instrument-Revised. J. Spec. Gr. Work
2006, 31, 263–281. [CrossRef]

32. Swank, J.M.; McCarthy, S. Effectiveness of the Counselor Feedback Training Model. J. Couns. Prep. Superv.
2015, 7, 4. [CrossRef]

33. Eisenberger, R.; Stinglhamber, F.; Vandenberghe, C.; Sucharski, I.L.; Rhoades, L. Perceived supervisor support:
Contributions to perceived organizational support and employee retention. J. Appl. Psychol. 2002, 87,
565–573. [CrossRef]

34. Sellers, T.P.; Alai-Rosales, S.; MacDonald, R.P.F. Taking Full Responsibility: The Ethics of Supervision in
Behavior Analytic Practice. Behav. Anal. Pract. 2016, 9, 299–308. [CrossRef]

35. Behavior Analyst Certification Board. Professional and Ethical Compliance Code for Behavior Analysts. 2016.
Available online: https://www.bacb.com/wp-content/uploads/BACB-Compliance-Code-english_190318.pdf
(accessed on 29 May 2019).

36. Hartley, B.K.; Courtney, W.T.; Rosswurm, M.; LaMarca, V.J. The Apprentice: An Innovative Approach to
Meet the Behavior Analysis Certification Board’s Supervision Standards. Behav. Anal. Pract. 2016, 9, 329–338.
[CrossRef]

37. Garza, K.L.; McGee, H.M.; Schenk, Y.A.; Wiskirchen, R.R. Some Tools for Carrying Out a Proposed Process
for Supervising Experience Hours for Aspiring Board Certified Behavior Analysts®. Behav. Anal. Pract. 2018,
11, 62–70. [CrossRef]

38. Turner, L.B.; Fischer, A.J.; Luiselli, J.K. Towards a Competency-Based, Ethical, and Socially Valid Approach
to the Supervision of Applied Behavior Analytic Trainees. Behav. Anal. Pract. 2016, 9, 287–298. [CrossRef]
[PubMed]

39. Reed, F.D.D.; Henley, A.J. A Survey of Staff Training and Performance Management Practices: The Good,
the Bad, and the Ugly. Behav. Anal. Pract. 2015, 8, 16–26. [CrossRef] [PubMed]

40. Shook, G.L.; Johnston, J.M. Training and Professional Certification in Applied Behavior Analysis. In Handbook
of Applied Behavior Analysis; Fisher, W., Piazza, C., Roane, H., Eds.; Guilford Press: New York, NY, USA, 2011.

41. Rhoades, L.; Eisenberger, R.; Armeli, S. Affective commitment to the organization: the contribution of
perceived organizational support. J. Appl. Psychol. 2001, 86, 825–836. [CrossRef] [PubMed]

42. Eisenberger, R.; Huntington, R.; Hutchison, S.; Sowa, D. Perceived organizational support. J. Appl. Psychol.
1986, 71, 500–507. [CrossRef]

43. Spector, P.E. Job Satisfaction: Application, Assessment, Cause, and Consequences; Sage Publications:
Thousand Oaks, CA, USA, 1997; ISBN 0761989234.

44. Dauster, M.M. Job Retention and Job Satisfaction at the Behavior Therapist Level Working in ABA Companies
in the Home Setting. Ph.D. Thesis, Brandman University, Irvine, CA, USA, March 2017.

45. Hart, P.M.; Wearing, A.J.; Conn, M.; Carter, N.L.; Dingle, R.K. Development of the school organisational
health questionnaire: A measure for assessing teacher morale and school organisational climate. Br. J.
Educ. Psychol. 2000, 70, 211–228. [CrossRef]

46. Guidetti, G.; Converso, D.; Viotti, S. The School Organisational Health Questionnaire: Contribution to the
Italian Validation. Procedia Soc. Behav. Sci. 2015, 174, 3434–3440. [CrossRef]

47. Maslach, C.; Jackson, S.E. The measurement of experienced burnout. J. Organ. Behav. 1981, 2, 99–113. [CrossRef]
48. Cappe, E.; Bolduc, M.; Poirier, N.; Popa-Roch, M.-A.; Boujut, E. Teaching students with Autism Spectrum

Disorder across various educational settings: The factors involved in burnout. Teach. Teach. Educ. 2017, 67,
498–508. [CrossRef]

49. Maslach, C.; Jackson, S.E.; Leiter, M.P. Maslach Burnout Inventory Manual, 3rd ed.; Consulting Psychologists
Press: Palo Alto, CA, USA, 1996.

50. Shanafelt, T.D.; Hasan, O.; Dyrbye, L.N.; Sinsky, C.; Satele, D.; Sloan, J.; West, C.P. Changes in Burnout and
Satisfaction with Work-Life Balance in Physicians and the General US Working Population Between 2011
and 2014. Mayo Clin. Proc. 2015, 90, 1600–1613. [CrossRef]

http://dx.doi.org/10.1007/s40617-016-0138-8
http://www.ncbi.nlm.nih.gov/pubmed/27920963
http://dx.doi.org/10.1080/01933922.2017.1350231
http://dx.doi.org/10.1080/01933920600777758
http://dx.doi.org/10.7729/71.1078
http://dx.doi.org/10.1037/0021-9010.87.3.565
http://dx.doi.org/10.1007/s40617-016-0144-x
https://www.bacb.com/wp-content/uploads/BACB-Compliance-Code-english_190318.pdf
http://dx.doi.org/10.1007/s40617-016-0136-x
http://dx.doi.org/10.1007/s40617-017-0186-8
http://dx.doi.org/10.1007/s40617-016-0121-4
http://www.ncbi.nlm.nih.gov/pubmed/27920960
http://dx.doi.org/10.1007/s40617-015-0044-5
http://www.ncbi.nlm.nih.gov/pubmed/27703877
http://dx.doi.org/10.1037/0021-9010.86.5.825
http://www.ncbi.nlm.nih.gov/pubmed/11596800
http://dx.doi.org/10.1037/0021-9010.71.3.500
http://dx.doi.org/10.1348/000709900158065
http://dx.doi.org/10.1016/j.sbspro.2015.01.1015
http://dx.doi.org/10.1002/job.4030020205
http://dx.doi.org/10.1016/j.tate.2017.07.014
http://dx.doi.org/10.1016/j.mayocp.2015.08.023


Int. J. Environ. Res. Public Health 2019, 16, 2098 15 of 15

51. Keenan, M.; Dillenburger, K.; Röttgers, H.R.; Dounavi, K.; Jónsdóttir, S.L.; Moderato, P.; Schenk, J.J.A.M.;
Virués-Ortega, J.; Roll-Pettersson, L.; Martin, N. Autism and ABA: The Gulf Between North America and
Europe. Rev. J. Autism Dev. Disord. 2015, 2, 167–183. [CrossRef]

52. Behavior Analyst Certification Board BACB Newsletter. March 2018. Available online: https://www.bacb.
com/wp-content/uploads/BACB_March2018_Newsletter.pdf (accessed on 29 May 2019).

53. Ahola, K.; Toppinen-Tanner, S.; Seppänen, J. Interventions to alleviate burnout symptoms and to support
return to work among employees with burnout: Systematic review and meta-analysis. Burn. Res. 2017, 4,
1–11. [CrossRef]

54. Reid, D.H.; Parsons, M.B.; Green, C.W. The Supervisor Training Curriculum: Evidence-Based Ways to Promote
Work Quality and Enjoyment among Support Staff ; American Association on Intellectual and Developmental
Disabilities: Washington, DC, USA, 2011.

55. Reid, D.H.; Parsons, M.B.; Green, C.W. The Supervisor’s Guidebook: Evidence-Based Strategies for Promoting Work
Quality and Enjoyment among Human Service Staff ; Professional Press: Chapel Hill, NC, USA, 2012.

© 2019 by the authors. Licensee MDPI, Basel, Switzerland. This article is an open access
article distributed under the terms and conditions of the Creative Commons Attribution
(CC BY) license (http://creativecommons.org/licenses/by/4.0/).

http://dx.doi.org/10.1007/s40489-014-0045-2
https://www.bacb.com/wp-content/uploads/BACB_March2018_Newsletter.pdf
https://www.bacb.com/wp-content/uploads/BACB_March2018_Newsletter.pdf
http://dx.doi.org/10.1016/j.burn.2017.02.001
http://creativecommons.org/
http://creativecommons.org/licenses/by/4.0/.

	Introduction 
	Method 
	Participants 
	Measures 
	Demographic Characteristics 
	Pre-Credentialing/Pre-Certification Supervision for BCaBA, BCBA, and BCBA-D 
	Job Satisfaction Survey (JSS) 
	Excessive Work Demands 
	Maslach Burnout Inventory for Educators 

	Procedure 
	Statistical Analysis of Survey Data 
	Ethical Statement 

	Results 
	Descriptive Outcomes for Pre-Certification Supervision for BCaBA, BCBA and BCBA-D 
	Descriptive and Regression Outcomes for Job Satisfaction, Excessive Work Demands and Burnout 

	Discussion 
	Conclusions 
	References

