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Title: Diversity, Equity, Justice, and Inclusion Competencies for Preservice Behavior Analysts: 
A Modified Delphi Study 

  

Applied Behavior Analysis (ABA) is a systematic approach that utilizes human learning 

and behavioral principles to assist individuals and groups in achieving their objectives. Despite the 

increasing diversity of the US population, the ABA field is predominantly represented by White 

cisgender women. Existing literature stresses the importance of addressing diversity, equity, 

justice, and inclusion (DEJI) for marginalized individuals, yet most of it remains at a conceptual 

level. In a recently modified Delphi study, 90% of the suggested DEJI competencies reached 

consensus among ABA experts, being deemed important for incorporation into preservice behavior 

analytic training. The study highlights the necessity to raise awareness among preservice behavior 

analysts about the impact of oppression on marginalized clients and provides explicit training to 

challenge inequitable systems. The findings underscore the need for DEJI-focused curricula in 

preservice ABA programs, paving the way for future research and measurement tools in this vital 

area.  
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CHAPTER I: INTRODUCTION 

Problem Statement 

The majority of certified behavior analysts at the master’s and doctoral level identify as 

White (70.05%) cisgender females (86.4%), with autism as the leading area of professional 

emphasis (71.40%; BACB, 2022). When compared with the general population growth trend that 

indicates, by 2050, 19% of the population will be individuals born outside the United States 

(Pew Research Center, 2008), these data point to a critical gap between the cultural background 

of applied behavior analysis (ABA) providers and their clients. With the diversification of the 

United States, the field of ABA should aspire to train practitioners that will meet the needs of a 

diverse, multicultural clientele. In 2021, 37.4 of counties in the United States lacked BCBAs to 

provide much needed services for students and individuals with disabilities (Yingling et al., 

2022). A recent study of ABA professionals revealed, however, that most respondents perceived 

their training and fieldwork to be inadequate in multiculturism, suggesting a need for formal 

standards and improved training (Conners et al., 2019).  The current Task List (5, a task list that 

specifies the benchmark of clinical skills preservice behavior analyst need to meet as eligibility 

criteria to take the certification exam) for professionals seeking certification as a BCBA does not 

explicitly address diversity, equity, justice, and inclusion (DEJI) competencies and does not 

provide sufficient guidance to ABA preservice training programs (Najdowski et al., 2021). This 

research-to-practice gap contributes to clinicians graduating from their program without the 

relevant skills to serve an increasingly diverse population (Conners et al., 2019). A systematic 

approach is needed to better prepare preservice ABA students to navigate interactions between 

their personal and professional identity while interacting with diverse clients. Najdowski et al. 

(2021) provided a framework for addressing these issues and recommended a comprehensive list 

of actions which included curricular revision to ensure that ABA graduate programs design 
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curriculum and programmatic requirements to establish the awareness, knowledge, skills, and 

application of best practices in diversity, equity, and inclusion (DEI) areas by preservice 

practitioners; however, this framework does not include proactive justice actions and is missing 

actionable, measurable outcomes that would function as a roadmap for embedding DEJI 

competencies throughout the theoretical and practical training.  

Background of Diversity, Justice, Equity, and Inclusion in Applied Behavior Analysis 

The ABA field has failed to systematically address DEJI since its introduction as a field 

of research (Matsuda et al., 2020; Skinner, 1972). Researchers in ABA have leveled criticism at 

the field’s lack of research and practice guidelines explicitly addressing racism and systemic 

oppression of individuals from historically marginalized groups (Levy et al., 2021). A 

comparison of the current Behavior Analyst Certification Board (BACB) code of ethics for 

board-certified behavior analysts (BACB, 2022) with ethical codes and guidelines in other health 

professions (i.e., National Association of School Psychologists, 2021) suggests that the field of 

ABA has room to grow in addressing these issues (Kelly et al., 2021). For example, until 

recently, the BACB ethical standards only addressed race/ethnicity under the categories of 

discrimination, conflict of interest, and cultural competency (Fong & Tanaka, 2013). In the face 

of the brutal murders of Breonna Taylor and George Floyd in the spring and early summer of 

2020, the field experienced additional scrutiny regarding a failure to incorporate tools that 

support for practitioners in their obligation to identify, prevent, eliminate, account for, White 

Supremacy and 1racism in their roles (Ghezzi et al., 2021) and many scholars reexamined the 

definition of socially valid goals (Heward et al., 2022). New professional groups have been 

 
1 White supremacy is defined in this paper as the racial aspects of a worldwide power structure that incorporates an 

ideology promoting white (in a broad sense) racial superiority and its associated practices (Beliso‐De Jesús, & 

Pierre, 2020).  
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formed to address B.F. Skinner’s call to “change the world,” and many special issues and 

published articles wrestled with the research to practice gap and the complexity of addressing 

racism in research and practices of ABA (Ghezzi et al., 2021; Levy et al., 2021; Machalicek et 

al., 2021; Pavlacic et al., 2021; Pritchett et al., 2021).  

In the updated code of ethics published in January 2022, an additional standard was 

issued as follows: 

Cultural Responsiveness and Diversity – Behavior analysts actively engage in 

professional development activities to acquire knowledge and skills related to cultural 

responsiveness and diversity. They evaluate their own biases and ability to address the 

needs of individuals with diverse needs/ backgrounds (e.g., age, disability, ethnicity, 

gender expression/identity, immigration status, marital/relationship status, national 

origin, race, religion, sexual orientation, socioeconomic status). Behavior analysts also 

evaluate biases of their supervisees and trainees, as well as their supervisees and trainees’ 

ability to address the needs of individuals with diverse needs/backgrounds. (BACB, 2022, 

p. 9) 

Although these standards are an important and overdue action by the BACB, the 

standards are still lacking explicit guidance pertaining to justice, equity, and inclusion in addition 

to diversity (Najdowski et al., 2021). In addition, these items do not yet include observable and 

measurable competencies linked to these published standards of practice. Observable and 

measurable competencies linked to these standards and other needs as defined by practitioners in 

ABA are sorely needed (Donovan et al., 2022). In their newsletter published in March 2022, the 

BACB reported that the BACB DEI committee reported on a shared agreement that DEI should 

be included in course verified sequence courses by 2027 (BACB, 2022, p. 3). Furthermore, they 
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agreed that the DEI content should be embedded through the coursework and not via a 

standalone course. While this report is also a step on the right direction, it does not yet include 

specific definition of what constitutes DEI, how these will be translated to competencies, and 

what will be the benchmarks for mastery. It is also unclear how this call will be translated to the 

task list that governs the licensure procedure. A recent survey of ABA professionals revealed 

that the majority of respondents perceived their training and fieldwork inadequate in the area of 

multiculturism, suggesting a need for formal standards and improved training in the 

aforementioned areas (Conners et al., 2019). 

DEJI in ABA Higher Education Training  

Najdowski et al. (2021) suggested a multifaceted approach for ABA graduate programs 

that included addressing DEI and anti-racism. At the organizational infrastructure level, the 

authors stressed the critical importance of achieving a consensus among faculty and staff about 

the organizational values such that a supportive cultural climate is made explicit and publicly 

available (i.e., explicit policies and organizational mission statements) and enacted in the daily 

actions of faculty and staff. They further suggested assessing the cultural climate at baseline and 

creating a strategic plan to guide ongoing progress monitoring. At the curricular level, 

Najdowski et al. (2021) defined the essential roles of curricular modification of courses to ensure 

cultural responsivity and focus on developing instructors’ self-awareness and reflection in 

addressing racism and issues pertaining to DEI (Arango & Lustig, 2023; Dennison et al., 2019; 

Miller et al., 2019). Additionally, these authors advocated for the inclusion of courses specific to 

DEI and anti-racism to deliver content-specific knowledge, as well as planned embedded 

opportunities to apply the knowledge and use self-reflection skills throughout the academic 

program. To support these efforts, Najdowski et al. (2021) recommended ongoing training for 

faculty on multicultural responsivity and encouraged the recruitment of BIPOC students and 
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faculty to critically evaluate current policies and implementation. This seminal work needs to be 

translated to specific goals and develop competencies for preservice ABA practitioners to be 

implemented and sustained overtime.  

Hilton et al. (2021) described a process of an ABA department in which a task force 

engaged in a dynamic process of identifying goals, implementing change, and evaluating 

outcomes. This process began by conducting a needs assessment survey with 445 ABA students. 

Their results revealed the need to adjust the language in the syllabi to be inclusive of preferred 

pronouns. The findings suggested the need to identify how to incorporate DEI specifics in core 

courses such as ethics, working in collaboration, assessment, and functional analysis. In addition, 

faculty were advised to diversify the course readings, case studies and the use of names. 

Communication was another growth area identified by the survey. Finally, the task force 

implemented a series of surveys to be regularly administered to students to create a safe 

environment in which students are encouraged to provide ongoing feedback to improve the 

climate of the curriculum and department. This process is admirable, yet it is more focused on 

culturally responsive delivery by faculty to students at the higher education level, and it does not 

focus on DEJI training standards for preservice ABA providers.  

In order to adequately apply standards, the standards must first be defined. Recently, the 

four components of DEJI were defined by several authors in the field of ABA (Najdowski et al., 

2021). See Table 1 below. 
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Table 1  

Definition of DEJI Components 

DEJI Components   Current Definition  

Commitment to diversity Representation in research and clinical settings of 

different race, ethnicities, culture, gender, (dis) 

abilities, socio-economic status, sexual orientation, and 

intersectionality (Najdowski et al., 2021). 

 

DEJI Components   Current Definition  

  

Biases  Behavior analysts are expected to examine their own 

history and culture and evaluate how it impacts their 

overt and covert behavior (Najdowski et al., 2021). 

Social justice  Aligns with the value that “all human life is to be 

universally cherished” (Pritchett et al., 2021, p.1) 

Diversity Behavior analysts shall understand how history impacts 

current opportunities and providing opportunities that 

will help individuals overcome past barriers and 

inclusion as the commitment to addressing any barriers 

for an individual to participate to their full potential. 

(Najdowski et al., 2021) 

 

Najdowski et al. (2021) provided a framework for addressing these issues and 

recommended a comprehensive list of actions, which included curricular revision to ensure that 

ABA graduate programs design curriculum and programmatic requirements to establish the 

awareness, knowledge, skills, and application of best practices in DEJI areas by preservice 

practitioners. More recently, Ortiz et al. (2022) presented preliminary results of a study that 

explored the impact of culturally responsive service delivery (CRSD) supplements to master’s 

level course syllabi. These authors provided supplemental resources to six faculty members 

teaching ABA coursework which resulted in an increase of CRSD content across eight syllabi. 

This work suggests that targeting ABA training programs as a natural change agent can instigate 

the desired outcome of increasing CRSD content for preservice ABA practitioners. In order to 

stipulate a systematic approach for training, there is a need to first identify what should be the 

guiding competencies that would allow for continually measuring progress and outcomes.  
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Gatzunis et al. (2022) described a process of using the culturally responsive supervision 

self-assessment (CRSS) tool to increase supervisors’ emphasis of culturally responsive training. 

These authors provided a definition of the DEI components that should be addressed by 

supervisors, including (a) cultural competency, (b) cultural humility, (c) cultural awareness, (d) 

cultural sensitivity, (e) intersectionality, and (f) culturally responsive teaching. Informed by 

CRSS from other clinical fields (i.e., ASHA), the authors examined the utility and social validity 

of CRSS for ABA supervision. One limitation mentioned in the study is the lack of benchmarks 

to determine the mastery level of these cultural responsiveness skills among supervisees. To 

address this limitation, future training efforts could incorporate standardized benchmarks or 

criteria for evaluating and assessing the proficiency of preservice behavior analysts in these DEI 

components.  

In their recent publication, Hollins et al. (2023) conducted a literature review to suggest 

readings that address issues of DEI in the field of ABA. These authors identified 31 readings 

across six domains: (a) philosophical underpinnings/concepts and principles; (b) measurement, 

data display, and interpretation/experimental design; (c) BACB compliance code and 

disciplinary systems/professionalism; (d) behavior assessment; (e) behavior-change 

procedures/selecting and implementing interventions; and (f) personnel supervision and 

management. These resources, while critical, are missing the discussion of BCBAs taking on an 

active role in the disruption of inequitable systems. They also have a limited impact on setting 

competency goals and measuring students’ mastery level of these. 

What is needed to prepare compassionate and culturally responsive, humble, behavior 

analysts and affect positive change in the practice of ABA is a systematic approach to teach 

students the impact of interactions between their personal and professional identities. The BACB 
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ethical code, practices of cultural awareness and cultural humility, and behavior analytic 

practices can be explored to achieve greater cultural awareness and implementation of culturally 

sensitive practices (Arango & Lustig, 2023). Curricular efforts in preservice behavior analyst 

programs need to cover content and skill development in the areas of ethics and values guiding 

practice (Arango & Lustig, 2023; Sullivan-Kirby, 2019), cultural awareness and reflective 

practices (Alai-Rosales et al., 2022), developing knowledge of other cultures and establishing 

cultural humility (Kolb et al., 2022), cross-cultural application (Bermudez & Rios, 2020), and 

activism to disrupt inequitable systems (Donovan et al., 2022). Guiding practitioners through the 

development of moving from knowledge of ethics and values to self-awareness requires creating 

opportunities within training and supervision for reflection and skill applications (Fong, 2020; 

Gatzunis et al., 2022; Melroe & Robbins, 2020). These practices would likely support 

generalization of practitioners’ skills to new clients and within organizations.  

The emergence of the current study examining literature and approached to DEI in the 

process of training preservice behavior analyst emphasized the need for systematic approach 

addressing these skills (Najdowski et al., 2021). Curricula advancements should aspire to train 

preservice behavior analyst to work with clients from all populations and nurture the ability to 

train supervisees in anti-racist and anti-White Supremacy tenets (Gatzunis et al., 2022; Levy et 

al., 2021). The competencies proposed in this study could serve as an initial measure to address 

existing gaps. Validated through this research, these competencies offer the potential to train 

professionals in enhancing access to services for clients and families from diverse populations. If 

consistently integrated, these competencies can enable future practitioners to recognize both 

overt and covert elements of White Supremacy in professional environments and actively 

confront racism when it arises (Levy et al., 2021). 
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This study served as a first step by identifying DEJI competencies that could provide a 

road map to facilitate the transition from knowledge of the ethical code to culturally diverse, 

compassionate practices. The following review of extant literature on the DEJI topic in ABA and 

relevant fields is provided along with an overview of recommended preservice education and 

training within each DEJI category. At the end of each of each section, the researcher describes 

the Competencies as envisioned.  

Ethics and Values Guiding Practice 

The BACB ethical code was developed to protect consumers and hold behavior analysts 

to high standards of practice and ethical, moral behavior (Kelly et al., 2019). The current ethical 

code covers four main tenants: (a) benefits others; (b) treats others with compassion; (c) dignity, 

and (d) respect, behave with integrity, and ensure their competence (BACB, 2022). The first 

code was published in 2001, the first revisions occurred in 2016, and the most recent version of 

the code was published in January of 2022. Prior to the most recent version (BACB, 2023) items 

related to diversity, equity, and inclusion (DEI) were found under the professional and scientific 

relationships code 1.c:  

Where differences of age, gender, race, culture, ethnicity, national origin, religion, sexual 

orientation, disability, language, or socioeconomic status significantly affect behavior 

analysts’ work concerning particular individuals or groups, behavior analysts obtain the 

training, experience, consultation, and/or supervision necessary to ensure the competence 

of their services, or they make appropriate referrals. (BACB, 2014, p. 5) 

In the updated version of the code (BACB, 2022), DEI is covered under code 1.07 cultural 

responsiveness and diversity and adds: 

…They (behavior analysts) evaluate their own biases and ability to address the needs of 

individuals with diverse needs/ backgrounds (e.g., age, disability, ethnicity, gender 
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expression/identity, immigration status, marital/relationship status, national origin, race, 

religion, sexual orientation, socioeconomic status). Behavior analysts also evaluate biases 

of their supervisees and trainees, as well as their supervisees and trainees’ ability to 

address the needs of individuals with diverse needs/backgrounds. (p. 9) 

The addition calls for behavior analysts to examine their own biases, which reflect trends in 

current literature (Rosenberg & Schwartz, 2019). While the addition might be pivotal to the ABA 

field, this addition to the ethical code has not yet been translated to guidelines included in the 

Task List 5 (BACB, 2023) and it is unclear whether and when this next step will be undertaken. 

Much has changed in the field of ABA since the first code of ethics was published by the 

BACB in 2001. In 2001, the BACB issued the Guidelines for Responsible Conduct for Behavior 

Analysts (BACB, 2001) as its first official conduct for ethical behavior. It was published as a set 

of guidelines for behavior analysts’ ethical behavior. In 2016, the board revised the code and 

titled it Professional and Ethical Compliance Code for Behavior Analysts. Rosenberg and 

Schwartz (2019) suggested that removing the word guideline transitioned the guidelines from a 

set of directions to a set of enforceable rules. In the latest version published in January 2022, 

Ethical Code for Behavior Analysts (BACB, 2023), the word “compliance” was removed. Still, 

the current version of the BACB ethical code reflects an emphasis on ethical behavior decision-

making rather than enforceable rules (BACB, 2022; Rosenberg & Schwartz, 2019).  

Kelly et al. (2021) discussed the process of ensuring that the BACB ethical code was 

contextualized to fit the programs’ culture and ideals and to apply these to daily decision-

making. Ethical rules do not provide sufficient guidelines for decision-making on their own 

(Arango & Lustig, 2023). Applying rules without contextualized fit may result in a mechanical 

approach that can oversimplify complex situations (Kelly et al., 2021). Ethical guidelines are 
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broad statements that help transform conceptual beliefs into concrete ethical behavior. Kelly et 

al. emphasized that no ethical code could address all possible ethical dilemmas. Thus, when there 

is a novel situation or misalignment between rules, guiding principles must ameliorate the 

situation. Establishing the guiding principles included a task force that reviewed the literature on 

ethical guidelines in ABA and then consulted with a group of experts in the ABA field to 

validate their findings. The five guidelines that came to a consensus include: (a) beneficence, in 

which the focus is on the beneficiary of the client in case of an ethical dispute; (b) inclusion, in 

which behavior analysts are responsible for providing services to clients from diverse 

backgrounds; (c) professional excellence, which refers to ongoing professional development and 

collaboration with other professions; (d) self-determination, indicating that behavior analysts are 

committed to promoting cliental independence; and (e) social justice, or commitment to acting 

upon inequities for clients.  

How Ethical Conduct Overlaps with DEJI 

The trend of contemporary ethics suggests that culture (i.e., age, gender, race, culture, 

ethnicity, national origin, religion, sexual orientation, gender identity, ability status, language, or 

socioeconomic status) is at the heart of the ethical compass (Brodhead, 2019; Miller et al., 2019; 

Rosenberg & Schwartz, 2019)—and, as such, overlaps with the construct of diversity: “the 

practice or quality of including or involving people from a range of different social and ethnic 

backgrounds and of different genders, sexual orientations, etc.” (Oxford English Dictionary, 

2022). The ethical code 1.07 Cultural Responsiveness and Diversity (BACB, 2023) calls for 

practitioners to examine their biases to assure nondiscriminatory practices that promote equity 

and inclusion (Arango & Lustig, 2023). Experts from the field have repeatedly discussed the 

centrality of working in collaboration with all relevant stakeholders to obtain cultural knowledge 

and identify potential contrasts between clients’ culture and items from the ethical code (Castro-
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Hostetler et al., 2021; Čolić et al., 2021; Dennison et al., 2019; Fong et al., 2017). Justice is 

currently not explicitly addressed in the ethical code, yet voices from the field are emerging 

calling for the field to take actions to disrupt injustices (Deochand & Costello, 2022; Donovan et 

al., 2022; Levy et al., 2021; Miller et al., 2019; Pritchett et al., 2021; Zarcone et al., 2019). 

According to Miller et al. (2019), some authors have shown how cultural competency, 

responsiveness, and cultural humility promote social justice (Deochand & Costello, 2022).  

Cultural competency, responsiveness, and cultural humility offer social justice as a framework 

working with cultural and linguistic diverse (CLD) families and Ghezzi et al. (2021) describes 

how to apply ABA principles to stop police brutality.  

Suggestions for Preservice Preparation on Ethics and Values  

Similar to Kelly et al. (2021), Rosenberg and Schwartz (2019) emphasized that no code 

could ever cover all ethical dilemmas, and adhering rigidly to any code may result in an 

insensitive cultural response. Rule governed ethical behavior does not take context into account 

(Rosenberg & Schwartz, 2019). In fact, Rosenberg and Schwartz coined the construct culture 

always matters. In doing so the authors challenge the field and call for further research to 

establish best practices for training that display how culture shapes ethical behavior (Brodhead, 

2019). Hence the importance of teaching professionals a solution-focused process. Rosenberg 

and Schwartz suggested decision-making process that facilitates critical thinking about the 

potential ethical gaps, identify behaviors’ triggers that impacts our ethical process and implement 

ongoing reflection on suggested solutions, in particular its cultural fit.  

Indeed, the new ethical code responded to voices from the field, explicitly guides 

practitioners to consider all aspects that affect the situation (i.e., race, ethnicity, socioeconomic 

and immigration status, ability, gender identification, sexual orientations, marital status), and 

addresses the process of ethical decision-making (BACB, 2023). Their model offers a process of 
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11 steps that includes: (a) identification of the ethical concern, (b) examining all individuals 

affected by the issue, (c) gathering information to verify the ethical concern, (d) considering 

one’s learning history and biases, (e) identification of the relevant standards in the ethical code, 

(f) consulting existing resources that can help the process, (g) brainstorming solutions, (h) 

evaluating the solutions in adherence with the ethical code, (i) selecting the solution that solves 

the ethical dilemma so it can be applied in future similar situation, (j) implementing the solution 

documenting its impact on individuals affected by it, and (k) evaluating the outcomes of the 

decision. While this is an enormous step toward assuring a contextual fit of ethical choices, it is 

missing components of social justice such as advocacy and actively removing systemic barriers, 

and these guidelines are not yet included in the Task List 5 and do not translate to the current 

ABA training curricula.  

Behavior analysts should first and foremost be fluent in the current BACB ethical code. 

Ethical consideration as described thus is grounded in cultural context. In the ongoing political 

contexts in which oppression is still rising it is critical that preservice behavior analysts are 

equipped with the knowledge and skills to carefully navigate the ethical code. Teaching problem-

solving skills and decision making to identify potential conflicts would best serve practitioners as 

they go out to the field. Below are suggested competencies in ethics and values related to DEJI 

that could be embedded in training programs.  

Ethics and Values Suggested Competencies  

Knowledge 

• Preservice behavior analysts are knowledgeable about the values, ethics, and standards of 

the profession. 

• Preservice behavior analysts demonstrate knowledge of community-based participatory 

research (CBPR) practices. 
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Application 

• Preservice behavior analysts demonstrate applications of community-based participatory 

research (CBPR) practices in behavior analytic research that prevent exploitation and 

harm to vulnerable populations. 

Understanding 

• Preservice behavior analysts demonstrate understanding of the ways in which their 

personal and professional values may conflict with or accommodate the needs of diverse 

clients. 

Awareness 

• Preservice behavior analysts are aware of their personal and professional limitations in 

working with diverse clients. 

Cultural Awareness and Reflective Practices 

Personal and Professional Identity 

Individuals' personal and professional identity forms by inner interactions with their 

values, decision-making, and community expectations (Fitzgerald, 2020). These interactions 

include dimensions of race, ethnicity, ability status, sexual orientation, gender identity, and 

religion and shape one’s perception and behavior (Donovan et al., 2022). Environmental 

contingencies such as reinforcement of behavior, values, and beliefs also play a major role in the 

process of forming identity (Donovan et al., 2022). Private events (e.g., thoughts, emotions) also 

play an important role in one’s awareness and actions. Understanding one’s own identity allows 

a person to understand the motivational operation in place that will temporarily alter both the 

value of a consequence and frequency of responding (Catagnus et al., 2021). A professional’s 

identity and awareness of their own familial culture play essential roles in mitigating bias in 
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perceptions about clients, their culture, and decision-making (Fong et al., 2016; Rohrer et al., 

2021).  

For example, a behavior analyst working with a family that values co-sleeping notices the 

judgment that this elicits for them. Therefore, preservice programs in behavior analysis have a 

pivotal, early role in assisting a professional in uncovering awareness of their unique upbringing, 

the places they have lived, experiences with others, culture, and critical thinking (Dennison et al., 

2019). Beaulieu and Jimenez‐Gomez (2022) defined awareness as a process of reflect ion on “(a) 

our own histories of reinforcement and the groups to which we belong, (b) the cultural variables 

that impact our behaviors, and (c) the differences between ourselves and others on these 

variables” (Beaulieu & Jimenez‐Gomez, 2022, p. 5). Beulieu and Jimenez-Gomez offered an 

operational definition of self-awareness as the ability to tact (i.e., label) and discriminate between 

cultural values.  

Self-Awareness and Reflective Practices  

The first step to developing cultural awareness is for an individual to become aware of 

their own cultural backgrounds (Cirincione-Ulezi, 2020). Self-awareness is established by the 

individual talking with others about their own behavior. This can be done by attending 

professional communities, supervision, and self-reflection (Fong & Tanaka, 2013; Fong et al., 

2022; Konrad & De Souza, 2021; Wright, 2019). Another form of self-awareness can be 

achieved by being mindful of one’s reactions during interactions with a diverse population, 

noticing the private events (i.e., thoughts, feelings) and how they may impact overt behaviors 

(Catagnus et al., 2021; Fong et al., 2016). An additional tool for self-awareness is to develop and 

use a self-assessment checklist. Self-assessment can systematically evaluate cultural values and 

assess how one’s values may impact one’s perception, contingencies, and service delivery 

(Beaulieu & Jimenez‐Gomez, 2022). Developing self-awareness can help behavior analysts 
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mitigate personal biases while interpreting the information gathered in the initial stage (Konrad 

& De Souza, 2021). Self-awareness is not only necessary to identify cultural gaps; it helps 

practitioners to understand how clients establish trust, what their help-seeking behaviors are, 

what contingencies may be in place, and which behaviors are socially acceptable and socially 

desired behaviors (Olsen & Kelly, 2020). By investigating the client’s values as a part of 

establishing awareness, a behavior analyst can learn about client’s perception of health services 

and ABA in particular. Understanding one’s own bias is essential for the field to move forward 

(Beaulieu & Jimenez‐Gomez, 2022; Fong et al., 2016; Levy et al., 2021). In addition to 

understanding and mitigating bias, practitioners should develop cultural awareness of others 

(Olsen & Kelly, 2020). 

Completion of self-awareness requires self- determination. Self-determination refers to an 

individual's ability to make choices, set goals, and take actions that lead to the fulfillment of their 

desires and aspirations. It is a fundamental aspect of human autonomy and involves being in 

control of one's own life, making independent decisions, and taking responsibility for the 

consequences of those decisions. The connection between self-determination and awareness of 

others lies in their complementary nature. When individuals have a strong sense of self-

determination, they are more likely to be emotionally and mentally balanced, which enables 

them to be more receptive to the experiences of others (Shogren, 2011). 

Suggestions for Preservice Preparation in Cultural Awareness and Reflective Practices 

Preservice preparation provides a plethora of opportunities to gain cultural awareness and 

reflective practice skills. Explicit teaching of reflective listening and self-reflection could be 

embedded in courses such as ethics, behavior assessment, behavior change, and supervised 

experiences. The current investigator suggests the following competencies:  
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Awareness 

• Preservice behavior analysts demonstrate self-awareness of their own personal, cultural 

values and beliefs as one way of appreciating the importance of multicultural, 

intersectional identities in the lives of people. 

 Reflective Practices 

• Preservice behavior analysts acknowledge and reflect on the sources of implicit and 

explicit bias, and practice ways to counter these biases. 

• Preservice behavior analysts acknowledge and reflect on the historical and cultural 

context different clients and colleagues bring to the team, particularly those 

systematically excluded from research and intervention. 

• Preservice behavior analysts self-identify their own personal experiences and background 

that may influence their beliefs, values, and practices and demonstrate practices that 

minimize their imposition of these beliefs, values, and practices onto their clients. 

• Preservice behavior analysts self-identify their own personal experiences and background 

that may influence their beliefs, values, and practices and demonstrate practices that 

minimize their imposition of these beliefs, values, and practices onto their clients. 

Cultural Knowledge, Cultural Awareness of Other Cultures, and Cultural Humility 

Behavior analysts work with a variety of clients in various contexts and support a variety 

of natural change agents to implement interventions (Martinez & Mahoney, 2022; Rohrer et al., 

2021). Prediction of population growth indicates that by 2050 foreign borne population will 

increase from 13.6% to 19% of the U.S. population (Pew Research Center, 2008). The Hispanic 

population is expected to increase from 14% of the U.S. population to 29% by 2050. Asian 

decent is expected to increase by 4% by 2025 (Pew Research Center, 2008). With such 

predictions, behavior analysts will increasingly encounter diversity of clients they work with 

https://uoregon-my.sharepoint.com/personal/dcohenl2_uoregon_edu/Documents/Documents/JEDI/Delphi/indicates
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requiring a working knowledge of various cultures other than their own (Heward et al., 2022). 

Behavior analysts need to expand their cultural knowledge to cultural awareness of others and 

develop cultural humility to become culturally responsive practitioners that meet the needs of 

increasingly diverse multicultural and multiracial society in the United States (Conners, 2020; 

Martinez & Mahoney, 2022).  

Cultural Knowledge 

Cultural knowledge is defined as the mental aspects of a particular culture, including the 

values, rules, and attitudes (Beaulieu & Jimenez‐Gomez, 2022; Fong et al., 2016; Levy et al., 

2021). It includes intentional learning about a specific group and actively seeking opportunities 

to learn about the unique contingency of the group (Beaulieu & Jimenez‐Gomez, 2022; Danso, 

2018; Gatzunis et al., 2022). The first step of becoming a compassioned caring practitioner is 

acquiring cultural knowledge about cultures different from the culture of the practitioners. 

Cultural knowledge in the current climate in the United States needs to include education about 

the history of exclusion and oppression, as well as its expression in current systems and its 

present impact on marginalized groups (Capell & Sevon, 2020).  

Ethically, behavior analysts are required to identify their biases towards clients from 

cultures other than their own (Arango & Lustig, 2023; BACB, 2022). This process cannot be 

fulfilled without a deep understanding of and identifying current practices that are perpetuating 

systemic racism, resulting in lack of timely comprehensive access to services (Burkett et al., 

2015; Capell & Sevon, 2020; Castro-Hostetler et al., 2021; Čolić et al., 2021). Examples include 

developing topographies of behaviors, defining socially significant behaviors (Capell & Sevon, 

2020), adapting assessments to non-English-speaking clients (Dennison et al., 20219), and 

identifying the contingencies in place (Donovan et al., 2022). Addressing the mistrust expressed 
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by minoritized and linguistically diverse clients should be prioritized to move the field forward 

(Banerjee et al., 2022).  

Cultural Awareness of Other Cultures  

Cultural knowledge involves research and factual knowledge about your culture and the 

culture of others'. Cultural awareness is a broader based, more meta evaluation of the role culture 

plays in your perspective and the perspective of others. This can range from an initial concept of 

awareness that there will be a distinction between cultures and/or a cultural variable present in 

your professional activities, to a comprehensive and intentional evaluation of the differences that 

are known to exist between cultures as well as those perceived by the individuals you are serving 

professionally Čolić et al., 2021; Deochand & Costello, 2022; Jaramillo & Nohelty, 2021). 

Developing cultural awareness of others requires an intentional and systematic inquiry of the 

client’s culture (Čolić et al., 2021; Deochand & Costello, 2022; Jaramillo & Nohelty, 2021). This 

process may allow behavior analysts to identify potential barriers to selecting socially significant 

behavior (Deochand & Costello, 2022; Kolb et al., 2022) set reasonable expectations from the 

client, identify differences in emotional expression and ways of communication, and allow for 

appropriate modification to the assessment and intervention process (Fong et al., 2016). Relevant 

informants are determined by the client and/or the client’s family, and these informants should 

be involved in the entire process, particularly during the assessment and intervention design 

development (Deochand & Costello, 2022; Rohrer et al., 2021).  

Developing deeper cultural awareness beyond one’s own culture or beyond the dominant 

culture requires the practitioner to listen carefully to clients’ input (Capell & Sevon, 2020; Kolb 

et al., 2022). When the practitioner takes the role of the listener, it is a critical component of 

communication. The listener is expected to mediate the reinforcement to the speaker holding 

different histories, prejudices, and stereotypes (Hugh-Pennie et al., 2021). Behavior analysts 
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must recognize their role as listeners and work hard to dismantle their biases while overcoming 

their private events to stay focused on the speaker’s voice. It is best practice for the listener to 

refrain from making cultural assumptions and right versus wrong paradigm during 

communication with others (Baires et al., 2021). 

Cultural Humility  

Cultural humility is defined as a lifelong process of systemic learning in which an 

individual recognizes the need to learn about one’s culture, rather than making assumptions 

(Beaulieu & Jimenez‐Gomez, 2022; Wright, 2019). No program can effectively teach preservice 

professionals about each and every culture and this approach of a “culture a week” can easily 

lead to overgeneralization, bias, and maintenance of stereotypes (Beaulieu & Jimenez‐Gomez, 

2022; Fong et al., 2016, 2017). To avoid these harms and inadequate preparation, behavior 

analytic programs have advocated for assisting professionals in developing a practice of cultural 

humility instead (Fisher-Borne et al., 2015; Wright, 2019).  

Cultural humility emphasizes that cultural awareness and sensitivity are lifelong 

processes; one cannot master knowledge about all existing cultures (Foronda, 2020). Thus, 

behavior analysts are encouraged to constantly inquire about each of their client’s cultures and 

not assume anything based on prior knowledge, as that may be missing the nuances of that client 

(Fong et al., 2016; Wright, 2019). Fisher-Borne et al. (2015) made the distinction between the 

goal of cultural competency for the practitioner to become comfortable with the “other,” whereas 

the goal of cultural humility is for the practitioner to become self-aware of the existing power 

imbalances between the provider and the client and how those shape one’s biases towards them 

(Bermudez & Rios, 2020; Foronda, 2020). They further emphasized that many cultural 

competency models fail to account for the impact of systemic racism on current social 

inequalities, impacting one’s values, desires, emotional capacity, and behaviors. These authors 



37 

stated that some cultural competency models focus on race and ethnicity and ignore the 

intersectionality of each individual and the impact of these on one’s culture. Lastly, Fisher-Borne 

et al. offered a model that includes both the individual and systemic level for cultural humility 

(Gatzunis et al., 2022). They made the distinction between essential critical self-reflection 

questions such as “What are my cultural identities?” and essential questions to address power 

imbalances such as “What social and economic barriers affect a client’s ability to receive 

effective care?” (Fisher-Borne et al., 2015, p. 176). Wright (2019) discussed how to use Fisher-

Borne et al. as a self-management tool. Using the principles of “(a) a clear definition, (b) data 

collection and analysis, and (c) delivery of consequences” (Wright, 2019 p. 806), the author 

suggested that ABA as a field can and should adapt cultural humility in both practice and 

research (Kolb et al., 2022; Wright, 2019). In their concept analysis, Foronda et al. (2016) 

depicted the attributes of cultural humility: (a) openness, or willing to explore new concepts; (b) 

self-awareness, or being aware of one’s culture and biases; (c) being egoless; (d) supportive 

interactions-creating connections to result in positive exchange; and (e) self-reflection and 

critical thinking, or one’s ability to self-identify values, beliefs, or biases and find ways to 

mitigate these by critical thinking (Kolb et al., 2022) . These traits were identified across all 

occupants in the field of healthcare. Leaders in the field of ABA may consider reviewing how 

these traits can be applied to ABA research and find ways to embed them in ABA training.  

Another fundamental ingredient for developing knowledge and cultural humility is 

developing interpersonal, compassioned skills. Engaging caregivers and actively listening to 

them is a cornerstone of compassion, and these actions have been proven to increase treatment 

adherence (Rohrer et al., 2021; Taylor et al., 2019). Compassionate care is compromised from 

perspective taking (i.e., empathy) and compassion, which entails an action (i.e., sympathy) to 
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elevate suffering (Rohrer et al., 2021). Taylor et al. (2019) surveyed caregivers on three scales 

composing compassion; listening and collaboration, empathy and compassion, and “negative” 

behaviors of the behavior analysts that could hinder the therapeutic relationship (LeBlanc et al., 

2020). These authors found that caregivers agreed with competencies such as role clarification 

and inquiring about caregivers’ satisfaction. Low scores (i.e., disagreement) were found 

regarding caring about the family as a unit, acknowledgment in case of a mistake or a failure, 

and demonstrating patience and comfort. Barriers presented by the behavior analyst were 

categorized as having a rigid agenda, defaming caregivers in the process of programing, and 

misjudging their child’s ability. Thus, there is room for embedding skills’ training in preservice 

training. Explicit training of cultural humility and compassionate care would allow future 

practitioners to work successfully and empathetically with clients and families from all 

backgrounds, races, and ethnicities with awareness of the individual, structural, systemic, and 

institutional contributors to racism and other exclusionary practices that serve to detract from the 

services practitioners are intending to provide (LeBlanc et al., 2020; Taylor et al., 2019). 

Suggestions for Preservice Preparation in Cultural Knowledge, Cultural Awareness of 

Other Cultures, and Cultural Humility 

The key to cultural knowledge of others is to actively learn the experience of their clients, 

their values, what constitutes social significant goals, and corresponding behaviors. Based on this 

review, as well as on emerging knowledge about the need to intentionally embed awareness of 

diversity, equity, justice, and inclusion into preservice training for human service providers in all 

professions, preservice ABA programs might.  
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Cultural Knowledge 

Factual knowledge of the cultures and histories of cultures associated with the communities 

served.  

• Preservice behavior analysts demonstrate knowledge about White supremacy and the 

structural violence of racism that Black, Indigenous, and other people of color experience 

in the United States. 

• Preservice behavior analysts demonstrate knowledge of systemic oppression of 

individuals with disabilities, especially at the intersection of disability and race/ethnicity. 

• Preservice behavior analysts document knowledge of social determinants of health and 

behavior, including racism and poverty. 

• Preservice behavior analysts demonstrate knowledge of anti-racist and anti-bias actions 

associated with various identities and cultures. 

Cultural Awareness of Other Cultures 

Awareness of how cultural variables, and other identity variables may show up in a given setting. 

• Preservice behavior analysts demonstrate knowledge about the history of measurement 

development and how it has been historically used to harm people with disabilities (IQ, 

adaptive behavior, mental health) and people of color. 

• Preservice behavior analysts demonstrate understanding of acculturation processes, 

intergenerational dynamics, and the challenges faced by recent immigrants to a culture 

different than their home culture. 

Cultural Humility 

• Preservice behavior analysts recognize the great diversity among groups (e.g., there is 

great diversity among African Americans) and demonstrate cultural humility in 

determining their client’s values and preferences and worldview. 
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• Preservice behavior analysts use authentic engagement and active listening, self -

reflection practices and an approach of cultural humility when working with clients, and 

supervisees to disrupt potential power imbalances and identify shared values. 

Cross-Cultural Application 

As the U.S. non-White population continues to grow (Beaulieu et al., 2019), the field of 

ABA needs to train preservice behavior analysts in working with individuals from different 

races, ethnicities, cultures, socioeconomic classes, religious and spiritual backgrounds, with 

varying ability statuses, gender identities, and sexual orientations (Beaulieu et al., 2019; Ortiz et 

al., 2022). Because the majority of behavior analysts are White, cisgender females serving 

diverse populations (Beaulieu & Jimenez‐Gomez, 2022; Levy et al., 2021; Miller et al., 2019), it 

is fundamental that preservice and practicing behavior analysts gain knowledge and demonstrate 

competence in working with cultural humility with these diverse populations (Beaulieu & 

Jimenez‐Gomez, 2022; Dennison et al., 2019; Miller et al., 2019). The results of a recent survey 

study indicated that 40% of graduates from an ABA program reported they had received 

adequate multiculturism training (Conners et al., 2019). Similarly, 50% reported receiving 

adequate multiculturalism training from their supervisor. These percentages were even lower 

when broken down to adequacy in working with clients from different religious and spiritual 

backgrounds and clients with a different sexual orientation. Only 21% of respondents reported 

having the opportunity to work with gender and sexual minority individuals (Conners et al., 

2019). Supporting this evidence, Beaulieu et al. (2019) found that most of their sample reported 

little to no training in cultural variables and competency. Thus, graduate behavior analysts have a 

long way to go to become culturally responsive (Najdowski et al., 2021; Ortiz et al., 2022). 

Cross-cultural application refers to the ability to apply sensitive methods to reflect one’s 
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understating of a specific culture. It is imperative for service providers to have cross-cultural 

application, as no one culture is similar to another (Fong & Tanaka, 2013; Gatzunis et al., 2022).  

Cross-Cultural Applications with Clients and Their Families of Different Racial and Ethnic 

Backgrounds  

The need for preservice training is amplified by the reality that currently, the majority of 

behavior analysts are White and much of the research done is on the White population, mainly 

including children with autism and developmental disabilities (Banerjee et al., 2022; Beaulieu et 

al., 2019; Conners et al., 2019; Dennison et al., 2019; Miller et al., 2019). Pritchett et al. (2021) 

reviewed all intervention studies published in the Journal of Applied Behavior Analysis across 50 

years (i.e., 1986–2018). They found a very low rate (10 articles) of studies reporting race and 

none that reported sexual orientation demographics. The trend that Pritchett et al. uncovered was 

colonialism rather than collaboration: “These data suggest that protections are either limited or 

underreported. Such patterns in the data suggest that we are contributing to a structure that is 

oppressive, commodified, and restrictive of the voices and participation of large segments of 

society” (Pritchett et al., 2021, p. 7). The lack of participant characteristics is disturbing as this 

perpetuates the current biases of the most vulnerable populations (Dennison et al., 2019). The 

authors call for “a common value system based on love, compassion, human rights, and 

advancement of the well-being of humanity requires a realignment of and collective agreement 

on values” (Pritchett et al., 2021, p.16). Supporting these findings, Dennison et al. (2019) called 

for the intentional recruitment of a diverse population and an analysis that inquiries about 

participants’ experience in regard to their language. 

The lack of reporting demographics of race is not unique to ABA (Pritchett et al., 2021). 

Literature on the trend in special education points to a similar challenge. A systematic review 
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(Sinclair et al., 2018) reporting across 12 special education journals between 2000–2016 revealed 

that only 50% of intervention research reported demographic of race. Similar to Pritchett et al. 

(2021), Sinclair et al. (2018) reported that none of the studies included participants’ sexual 

orientation. These gaps in the bodies of research informing evidence-based practice have 

significant implication for professionals including behavior analysts.  

Black and Latinx children are at a higher risk of receiving a delayed autism diagnosis and 

often are misdiagnosed with intellectual disability, a form of institutional racism (Beaulieu & 

Jimenez‐Gomez, 2022; Castro-Hostetler et al., 2021; Čolić et al., 2021). As such, these 

populations have difficulties accessing needed early intervention and behavioral health services, 

ABA included (Dennison et al., 2019; Rivard et al., 2021). One important aspect that is 

repeatedly emphasized is that behavior analysts should acquire cultural knowledge, yet at the 

same time are advised to avoid over generalization of groups as individuals within each group 

and may hold different experiences, beliefs, and attitudes than the broad common aspects of a 

specific group (Capell & Sevon, 2020). 

Cumulative research confirms that there are still significant racial and socioeconomic 

disparities in early diagnosis of autism and early intervention among children from minoritized 

groups (Stevens Smith et al., 2020). In their systematic literature review, Stevens Smith et al. 

confirmed that children of color at the intervention of low SES are at higher risk for delayed 

diagnosis and limited access to healthcare and related services. Language barriers more common 

among Latino/Latinx population present an additional challenge positioning Latino/Latinx 

children at even higher risk for this trajectory. Given the consistency of this trend , behavior 

analysts are urged to take actions, to educate themselves about the systemic barriers faced by 

Latino/Latinx clients, and to genuinely learn what are the impacts of limited language, different 
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places of origin, and spiritual believes on their clients’ experience and needs (Bermudez & Rios, 

2020; Castro-Hostetler et al., 2021; Kornack et al., 2019). Alai-Rosales et al. (2022) further 

reported that 88% of parents of children diagnosed with autism who identify as Latina/Latinx in 

their sample reported that their child is on the waitlist for ABA services, followed by 63% who 

reported they were not able to find an appointment to match their schedule. Service in the local 

area was the third major barrier reported by parents in this study. In addition, 38% of parents 

reported that by the time their child was diagnosed, they did not meet criteria for services and 

that they could not find a therapist speaking their language. These results support the need for 

training that examines the structural aspect of these barriers and addressing these systemically. 

ABA training is situated to ingrain the necessary skills to train future practitioners with the 

necessary skills to change the current trend (Ortiz et al., 2022). 

In their book chapter, Capell and Sevon (2020) discussed the impact of racial trauma on 

African Americans in modern society. The authors reported a lack of awareness and knowledge 

about ABA among families of color as a root that maintains racial disparities. The lack of 

knowledge about ABA contributes to the perception that ABA is intrusive—which, in turn, result 

in limited outreach by African American families. This attribute suggests the need for better 

dissemination and increased accessibility to services. Čolić et al. (2021) conducted a literature 

review that describe the dimensions of systemic racism on Black families. Overall, they 

described Black parents’ mistrust of behavior and health providers based on previous interactions 

they may have experienced with providers. Some parents reported discontinuing services if they 

felt their child was not welcomed or because the provider had low expectations for their child. 

Black parents reported feeling being treated without adequate respect based on practitioners’ 

prejudice. Parents reported being disregarded in the diagnosis process and needing multiple visits 
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to obtain a diagnosis (Čolić et al., 2021). Other elements described in the review include lack of 

access to information from the provider regarding the diagnosis of ASD and the related rights 

and services (Bermudez & Rios, 2020). The authors concluded with a call for practitioners to 

actively learn about Black culture and values, strive for strong partnerships, employ cultural 

relevant practices, and engage in ongoing exploration of one’s own culture and prejudice 

(Bermudez & Rios, 2020; Machado & Lugo, 2021).  

Cultural Applications with Clients and Their Families who Speak Nondominant Languages 

Language is reported as a primary barrier to accessing services among non-English-

speaking and immigrant families which is amplified by the fact that most behavior analysts are 

monolingual (Castro-Hostetler et al., 2021). Often, non-English-speaking families present some 

unique barriers including lack of insurance, financial hardship, and limited knowledge how to 

navigate the health care system (Castro-Hostetler et al., 2021; Kornack et al., 2019). Limited 

English proficiency (LEP) may be perceived as a lack of engagement or as being associated with 

race, culture, or ethnicity prejudice (Castro-Hostetler et al., 2021; Kornack et al., 2019). For 

example, behavior analysts unknowingly may incline to take on English speaking families over 

non-English-speaking families (Kornack et al., 2019). Language is the vehicle for timely 

diagnosis, accurate assessment, and treatment precision (Deochand & Costello, 2022). It is also a 

fundamental ingredient in creating a strong therapeutic relationship which has a critical impact 

on treatment outcomes. Another challenge for LEP families is communication of information 

during the process. Simplifying professional jargon presents an additional barrier to accessing 

services (Castro-Hostetler et al., 2021; Critchfield et al., 2017; Deochand & Costello, 2022).  

In addition to the above barriers, Dennison et al. (2019) identified several barriers for 

Latinx families to access ABA services. These barriers include (a) lack of reporting and  lack of 

diversity in racial representation in research, (b) lack of diversity among ABA practitioners, (c) 
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the impact of attitudes and bias towards certain cultures, (d) mismatch between practitioner and 

client language, and (e) lack of practitioner cultural awareness training. In particular, Dennison et 

al. (2019) stressed the need for training on the impact of bilingualism on treatment outcomes. 

According to Dennison et al., practitioners need to learn how to self-reflect and analyze the 

impact of their own culture on the ability to serve culturally and linguistically diverse 

(CLD)families (Fong et al., 2022). In a discussion of the implications of their study, Dennison et 

al (2019) discussed the significance of including families in the process of identification and 

treatment as parents of children receiving service often function as funds of knowledge. 

Additionally, delayed diagnosis, age limitation for services, and language proficiency were also 

reported as barriers by Joseph (2021) in an investigation of access to ABA services among CDL 

and immigrant families. Immigration status increases the levels of parental stress which presents 

additional barriers to access services. The first step towards supporting immigrant families is to 

acknowledge their unique experience to establish trust and therapeutic alliance (Baier et al., 

2020). 

When providing services to non-English-speaking clients, the use of interpreters can 

ameliorate language barriers and assure that assessment results are delivered appropriately 

(BACB, 2022; Dowdy et al., 2021). Dowdy et al. described the challenges related to the 

collaboration between a behavior analyst and an interpreter that should be considered. 

Interpreters may not be familiar with the context of the specific family and most likely will not 

be familiar with ABA. In addition, behavior analysts may have no experience working with 

interpreters and little understanding of the interpreters’ role as a cultural clarifier. This unique 

alliance requires competency, strong communication and partnership skills. Considering the 

limited access behavior analysts have to practice working with interpreters during field work, the 
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authors suggested that programs explicitly teach best practices for successful collaboration 

(Dowdy et al., 2021). 

Culture and cultural acculturation are yet another systemic element that impacts access to 

services, as well as treatment outcomes. Cultural values define what is discipline, what behaviors 

are perceived as a socially significant, socially acceptable reinforcements, and intervention 

components (Castro-Hostetler et al., 2021). Establishing alliance with CDL and immigrant 

families require an intentional understanding of the client culture and acculturation status and 

other systemic barriers that prevent proper access to services (Deochand & Costello, 2022). For 

example, current functional behavior assessment (FBA) guidelines are missing explicit 

instruction for cultural adaptations, leading educators and practitioners to potentially miss 

significant information regarding the interaction between clients’ culture and environmental 

arrangements (Deochand & Costello, 2022). Similar to Dennison et al. (2019), Deochand and 

Costello (2022) called for behavior analysts to engage families starting with forming the 

hypothesis for the functional based assessment (FBA), continued by common definition of 

socially significant behaviors and the corresponding contingencies. These authors advocated for 

the inclusion of families and all relevant stakeholders throughout the process.  

Beaulieu et al. (2019) found that only a few of the participants in their study reported 

having formal training about how to work with diverse clients. Furthermore, they reported 

lacking access to ongoing training, and most of them educate themselves when working with an 

immigrant family. These authors compared cultural competency care to any other skill that is 

explicitly taught (i.e., discrete trial training) and cited that most participants reported training 

themselves is parallel to programs to allow practitioners in the field to conduct a functional 

assessment with no training.  
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Cultural Application with Clients from Different Religious and Spiritual Backgrounds 

A person’s religious and spiritual background is central to one’s identity and 

psychological well-being as these influential experiences center around specific values and sets 

of believes that shape individuals’ behaviors (Pearce et al., 2019; Vieten & Lukoff, 2022). 

Religious and spiritual practices may also carry a history of discrimination and oppression that 

shapes learning history and contingencies in place (Vieten et al., 2013). Similar to race, ethnicity, 

gender identity, sexual orientation, age, ability status, religion and spirituality are another layer 

of multiculturalism (Crabtree et al., 2021; Vieten & Lukoff, 2022). Unfortunately, literature in 

ABA on the topic of religious and spiritual backgrounds of clients and the intersection with 

services is sparse. 

Practitioners serving clients from different religious or spirituality backgrounds than their 

own must have the skills to reflect on their own background and to identify potential biases and 

barriers that may arise from these differences prior to and during the delivery of ABA services 

(Bermudez & Rios, 2020; Capell & Sevon, 2020; Melroe & Robbins, 2020). Behavior analysts 

must also approach clients with cultural humility and intentionality in learning (Kolb et al., 2022) 

about each client and their expression of religion and spirituality as practices are diverse across 

people within a particular religious or spiritual tradition and often change over the individual’s 

life span (Evans & Nelson, 2021; Vieten & Lukoff, 2022; Vieten et al., 2013).  

In addition to presumed barriers to access ABA services, people with different religions 

and spiritualities encounter prejudice (Matsuda et al., 2020; Olsen & Kelly, 2020). In ABA, 

prejudice is conceptualized as a form of overgeneralization. It is formed by indirect contact with 

a stimulus (Arhin & Thyer, 2004; Dixon et al., 2006). For example, after the terrorist attacks on 

9/11, people developed feelings and negative opinions about individuals of Middle Eastern 

Muslim descent. Although not directly impacted by the attack, many have developed a prejudice 
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about this particular group (Dixon et al., 2006; Goodwyn, 2021). This is an example of prejudice 

that a behavior analyst may convey. Similarly, prejudices about Black and Latinx are formed 

unconsciously and may affect the process of assessment and forming relationships with clients 

(Castro-Hostetler et al., 2021; Čolić et al., 2021).  

Cross-Cultural Application with Clients Who Identify as a Sexual or Gender Minority 

Sexual and gender minorities refer to individuals who identify as lesbian, gay, bisexual, 

transgender, queer, intersex or asexual/aromantic (LGBTQIA+). Individuals that identify with 

this group face high rates of stigmatization, abuse, domestic violence, discrimination, and 

incarceration (James et al., 2016; Leland & Stockwell, 2019, 2021; Meerwijk & Sevelius, 2017; 

Peitzmeier et al., 2020), and also report higher rates of suicide attempts (Green et al., 2022; 

James et al., 2016). This vulnerable group has historically been pathologized and dehumanized 

by helping professions in the United States (Leland & Stockwell, 2021; Ramsey et al., 2022). To 

date, individuals identified as LGBTQIA+ report experiencing ongoing discrimination and 

barriers to healthcare access (Ramsey et al., 2022; Sabin et al., 2015). Similar to the healthcare 

profession, ABA has historically treated sexual and gender minorities as a pathology that needed 

to be converted in treatment (Capriotti & Donaldson, 2022; Morris et al., 2021).  

In their literature review, Morris et al. (2021) identified only 12 articles in behavior 

analytic journals that pertain individuals who identify as LGBTQIA+. Of the 12 articles, most 

were conceptual, providing a behavioral analytic explanation for sexual preference, survey 

studies examined variables correlated with sexual orientation. The two empirical studies 

identified through the search process did not include conversion therapy but did focus on 

intervention that aimed to change individuals’ sexual preference. The authors emphasized recent 

call to actions papers that urge the field to alter interventions to provide gender affirming 

practices and to become aware of the history of the field as a first  step for behavioral change. 
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One recent conceptual paper discussed the historical focus on intervention and involvement in 

ABA intervention for LGBTQAI+, which included conversion therapy (Capriotti & Donaldson, 

2022). Although current ABA professional organizations have spoken against conversion 

therapy due to harms and it is not accepted practice as a behavior analyst (ABAI, 2022; Leland & 

Stockwell, 2021), researchers have provided little attention to the development and evaluation of 

affirmative interventions or appropriate service delivery with sexual and gender minority (i.e., 

LGBTQAI+) clients (Capriotti & Donaldson, 2022). Capriotti and Donaldson suggested several 

pathways to engage behavior analysts in this area. First, they indicate that the professional 

organizations (i.e., the Association of Behavior Analysis International [ABAI] and the 

Association of Professional Behavior Analysis [APBA]) can issue specific guidelines for helping 

practitioners and researchers engage with clients that identify as sexual and gender minority. 

Additionally, they suggested that professional organizations increase the topic's visibility in their 

national conferences. The authors also indicated that professional organizations increase research 

funding for sexual and gender minorities. Lastly, they encouraged researchers to publish their 

work in this area and increase the volume of this work in the literature base.  

In their call to action, Leland and Stockwell (2019) described a self-assessment tool to 

cultivate affirming practices with transgender and gender nonconforming individuals. These 

authors emphasized three aeras that make up affirmation: ethics, environment arrangement, and 

behavioral arrangement with this tool. Under ethics, the authors provided a set of questions for 

self-assessment based on the BACB ethical code. Environmental arrangement helps examine the 

intake process and to examine one’s behavior toward transgender and gender nonconforming 

individuals. This tool is a good starting point, yet there is much more to be done both in research 

and in practice to validate its use.  
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Conducting a multiple probe, single case design examined behavior self-monitoring 

(BSM), Petronelli and Ferguson (2022) demonstrated a functional relation between the use of 

BSM and the correct use of pronouns for two graduate students. These authors discussed the 

need to establish awareness of one’s learning history and use of proper pronouns. After baseline, 

they introduced a condition of a subtle cue that prompted participants to pay attention to various 

cultural background information. This condition did not result in the proper use of pronouns. 

Next, they introduced the BSM, in which participants were instructed to tally their use of proper 

pronouns. Following the BSM, both participants responded immediately and increased their 

proper use of pronouns to 100% of opportunities. These results were maintained after the 

intervention ended. While the contribution of this study is laudable, more studies are needed to 

affirm these findings and address other inclusive behaviors. In related fields, emergent work has 

been done to address LGBTQAI+-affirming practices. For example, in a qualitative study, Abreu 

et al. (2020) discuss the sample findings that included 111 counselors. The majority of the 

sample self-identified as heterosexual, and the remainder self-identified as lesbian, bisexual, or 

queer. These authors revealed that half of the sample reported inadequate preparedness for 

working with transgender students by utilizing an open-ended questionnaire. Their findings 

suggest that preservice programs do not adequately train preservice school counselors. Thus, 

preservice training is critical for practitioners’ preparedness for affirming practices.  

Suggestions for Preservice Preparation in Cross-Cultural Application  

Due to the relative lack of research with diverse populations, preservice and in-service 

practitioners in ABA do not have the opportunity to be exposed to ABA-centric research 

addressing assessment and intervention with individuals from minoritized race, religion, gender, 

and sexual orientations. Systematic change requires deliberate efforts toward participatory 

research through empowering those who have historically been marginalized (Pritchett et al., 
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2021). Best practices in the formulation of treatment/intervention plans in ABA includes a client-

centered approach (Deochand & Costello, 2022; Miller & Rollnick, 2014) that takes into account 

client culture, preference, and personal goals, as well as contextual factors that support and 

hinder progress towards achieving intervention goals (Deochand & Costello, 2022; Jaramillo & 

Nohelty, 2021; Kornack et al., 2019). Behavior analysts should be prepared to implement client 

centered assessment, intervention and progress monitoring practices with clients and their 

families from different races/ethnicities, spoken languages, religions and then their own. Due to 

the overwhelming proportion of BCBAs who White European American and cisgender 

heteronormative females are, preservice preparation must focus on explicit instruction of 

behavior analysts in knowledge and applications related to specific nondominant cultures, 

race/ethnicities, nondominant languages, and religious or spiritual practices and LGBTQAI+ and 

gender minorities as well as neurodiversity in relation to disability (Abreu et al., 2020; Castro-

Hostetler et al., 2021; Čolić et al., 2021; Jaramillo & Nohelty, 2021; Miller et al., 2019; 

Petronelli & Ferguson, 2022; Rivard et al., 2021). In efforts to prepare behavior analysts who are 

culturally responsive, rather than rigid in cross-cultural applications, the use of decision-making, 

and ethical frameworks will play an essential role in preservice preparation programs (Kelly et 

al., 2021; Miller et al., 2019; Rosenberg & Schwartz, 2019).  

Research in ABA and other fields such as counseling and school psychology has resulted 

in numerous instructional practices and experiences that can assist preservice programs in 

addressing competence of cross-cultural applications. For example, school psychology training 

suggests a specific multiculturalism course for preservice providers that aim at teaching 

knowledge, history, and exploring beliefs and attitudes. Such courses are foundational to the 
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application of knowledge into practice with different cultural groups and sustaining outcomes 

over time (Fisher, 2020; Newell et al., 2010). 

Other researchers have described strategies for broaching behaviors that facilitate explicit 

discussion about race, ethnicity, and culture during intake, assessment, and the counseling 

process (Evans & Nelson, 2021). Therefore, enhancing racial self-awareness is fundamental for 

providing cross-cultural application across service providers (Gatzunis et al., 2022). Day-Vines 

et al. (2018) emphasized the importance of identifying personal biases and potential barriers as a 

part of counseling training, a process that is essential for creating a strategic and self-monitoring 

plan. Next, these authors stressed the significance of multicultural case conceptualization. Case 

conceptualization requires the trainees to identify cultural dimensions that may impact the 

manifestation of clients’ problems and potential impact on the counseling process (Evans & 

Nelson, 2021). Case conceptualization is particularly important when the racial composition of 

the counselor client dyad is different. Case studies are described as a tool for counseling trainees 

to explore their attitudes and biases and conceptualize the multicultural aspects of the case study. 

Case studies allow students to translate the specific cultural identification into sensitive and 

effective communication behaviors. Day-Vines et al. recommended the use of media to analyze 

complex scenarios and depict the impact of stereotypes as they are presented in much of modern 

media. Mock interviews are another strategy for counseling psychology training described by the 

authors. Recording a mock interview allows for detailed transcription that provides an 

opportunity to examine biases and practice multicultural conceptualization. 

Petronelli and Ferguson (2022) demonstrated the impact of behavior self-monitoring on 

the proper use of pronounce among behavior analysts. Using self-assessment is also described as 

a mechanism to enhance cultural responsiveness among ABA practitioners (Beaulieu & Jimenez‐
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Gomez, 2022). Self-evaluation has also shown positive impact on ABA practitioners to assess 

their implicit bias and mitigating judgment of clients (Jaramillo & Nohelty, 2021; Machado & 

Lugo, 2021). Additionally, Leland and Stockwell (2019) described the use of self-evaluation to 

cultivate affirming practices with transgender and gender nonconforming individuals. Based on 

the extant literature and professional practices in ABA or related fields (e.g., school psychology 

and counseling psychology), the following competencies might be valuable and important to be 

included in ABA preservice training: 

Cross-Cultural Applications with Clients and Their Families of Different Racial and Ethnic 

Backgrounds Suggested Competencies 

• Preservice behavior analysts use appropriate culturally sensitive methodological 

approaches, skills, and techniques that reflect the professionals’ understanding of the role 

of culture in the life of the client. 

• Preservice behavior analysts can identify potentially problematic items on commonly 

used standardized assessment tools in ABA for culturally diverse clients. 

• Preservice behavior analysts demonstrate effective use of noncolonial strategies in the 

practice of applied behavior analysis, including the use of active participation in the 

development of treatment goals and services by clients and interested parties. 

• Preservice behavior analysts demonstrate the ability to effectively convey assessment 

results to families from different cultural backgrounds. 

• Preservice behavior analysts demonstrate the use of instructional/intervention materials 

that validate and consider students’ cultural, linguistic, and racial identities. 

• Preservice behavior analysts demonstrate the ability to construct culturally relevant 

intervention goals in collaboration with clients from nondominant cultures or cultures 

different than their own. 
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• Preservice behavior analysts recognize the great diversity among groups (e.g., there is 

great diversity among African Americans) and demonstrate cultural humility in 

determining their client’s values and preferences and worldview. 

• When providing behavior analytic services to a client from a cultural background 

different than their own, the preservice behavior analyst recognizes that the client’s 

concept of the contributions to human behavior and learning might differ from their own. 

• When providing behavior analytic services to a client from a cultural background 

different than their own, the preservice behavior analyst can identify when 

misunderstandings occur due to intercultural communication breakdown. 

• Preservice behavior analyst understands that a client from a cultural background different 

than their own may perceive the use of language differently and understands the role of 

this different in socio-pragmatic rules in communication breakdown. Examples include 

requests or topics that are culturally inappropriate for one of the parties given the context 

or use of personal address, bodily distance, nonverbal communication seen as 

disrespectful or nonengaged by one of the parties. 

• Preservice behavior analyst understands the practice and role of cultural brokerage in 

easing culturally based misunderstandings and improving communication when the 

behavior analyst is from a cultural background different from their client. 

• Preservice behavior analyst is attentive to the values, beliefs, and fears of diverse clients 

and colleagues that could affect participation in intervention. 

• Preservice behavior analysts demonstrate how to plan for and effectively communicate 

during situations related to differences in opinions, values, agendas, histories, etc. 
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• Preservice behavior analysts are aware of potential power dynamics and information 

inequities that may be present when clients and colleagues are from different 

backgrounds and identities than their own. 

• Preservice behavior analysts incorporate two-way communication and feedback loops 

during intervention and research activities. 

Cross-Cultural Applications with Clients and Their Families who Speak Nondominant 

Languages Suggested Competencies  

• Preservice behavior analysts understand practices that can provide or advocate for the 

provision of information, referrals, and services in the language appropriate to the client, 

which may include use of interpreters. 

• Preservice behavior analysts can select culturally/linguistically appropriate assessments 

and screeners for clients from CLD backgrounds. 

• Preservice behavior analysts demonstrate knowledge of how to extend ABA interventions 

to bilingual clients. 

• Preservice behavior analysts know how to identify and address communication errors that 

may occur when working with clients and colleagues who speak nondominant languages. 

• Preservice behavior analysts demonstrate awareness of the legal, ethical, and practical 

issues related to language translation and the appropriate use of interpreters in assessment 

and intervention for non-English-speaking clients. 

Cross-Cultural Application with Clients Who Identify as a Sexual or Gender Minority 

Suggested Competencies  

• Preservice behavior analysts demonstrate use of identity affirming practices with 

transgender and gender nonconforming (TGNC) clients, supervisees, and colleagues. 
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• Preservice behavior analysts demonstrate understanding that people have diverse sexual 

orientations, gender identities, and gender expressions that intersect with other identities 

and contexts. 

• Preservice behavior analysts can discuss the history of conversion therapy in relation to 

sexual orientation, the harms caused by attempting to change sexual orientation, and 

current ethical guidelines for behavior analysts that are against conversion therapy. 

• Preservice behavior analysts examine their own bias, attitudes about, and knowledge of 

sexual orientation, gender identity, and gender expression may impact their practices in 

ABA, particularly the services they provide to LGBTQAI+ clients. 

• Preservice behavior analysts can list best practices for outreach to LGBTQAI+ 

communities including representation in outreach materials (e.g., brochures and 

websites). 

• Preservice behavior analysts self-identify their own personal experiences and identity 

related to LGBTQAI+ and/or TGNC that may influence their beliefs, values, and 

practices and demonstrate cultural humility when working with clients, supervisees, and 

colleagues who have a different gender, sexual orientation, or identity. 

• Preservice behavior analysts demonstrate understanding that gender is nonbinary with a 

range of gender identities and expressions and that gender identity may not align with 

assigned sex at birth. 

• Preservice behavior analysts know how to adapt interventions and use culturally 

responsive teaching and training strategies when working with clients and families who 

identify as a sexual or gender minority. 
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• Preservice behavior analysts know how to identify and address communication errors that 

may occur when working with clients and colleagues who identify as a sexual or gender 

minority. 

• Preservice behavior analysts recognize the great diversity and strengths among 

LGBTQAI+ groups and demonstrate cultural humility in determining their client’s values 

and preferences and worldview. 

• Preservice behavior analysts can list practices to affirm the identity and inclusion of 

sexual minority clients and communities during all aspects of research (e.g., providing a 

range of demographic options in surveys). 

• Preservice behavior analysts can identify resources for educating clients, supervisees, and  

colleagues about inclusive behaviors towards LGBTQAI+ communities. 

• Preservice behavior analysts can identify resources for connecting LGBTQAI+ clients to 

affirmative social support. 

Cultural Application with Clients from Different Religious and Spiritual Backgrounds and 

Collaborating with Other Professionals Suggested Competencies  

• Preservice behavior analysts demonstrate the use of identity affirming practices with 

clients, supervisees, and colleagues from different religious and spiritual backgrounds. 

• Preservice behavior analysts self-identify their own personal background and affiliations 

related to spiritual, religious, or secular beliefs that may influence their beliefs, values, 

and practices and they demonstrate cultural humility when working with clients, 

supervisees, and colleagues who have a different background or affiliation. 

• Preservice behavior analysts demonstrate understanding that people have diverse 

spiritual, religious, and secular beliefs and affiliations that intersect with other identities 

and contexts. 
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• Preservice behavior analysts understand that clients may have spiritual, religious, or 

secular beliefs and affiliations that might not align with the philosophy and worldview 

underlying ABA practices. 

• Preservice behavior analysts understand the role of conversations with clients about their 

spiritual, religious, and secular beliefs and affiliations in understanding their values and 

beliefs. 

• Preservice behavior analysts partner with clients and families when incorporating 

religious and spiritual beliefs in treatment goals and interventions. 

• Preservice behavior analysts understand when to appropriately seek cultural brokerage, 

professional development, or referrals to other behavior analysts when providing ABA 

services to clients with different spiritual, religious, and secular beliefs and affiliations 

than their own. 

Activism to Disrupt Inequitable Systems  

While the most updated ethical code addresses awareness of one’s biases and challenges, 

culturally responsiveness, diversity, and nondiscrimination, several tenants are missing. First, 

Levy et al. (2021) argued that the ethical code uses vague language, leaving the interpretation up 

to the individual. This is problematic because most ABA practitioners are White—and, thus, may 

have limited awareness of their biases and the impact of these biases on their behavior (Alai-

Rosales et al., 2022; Arango & Lustig, 2023; Machado & Lugo, 2021). Second, the current code 

does not overtly call for dismantling current systemic inequities (Levy et al., 2021). Another 

challenge the BACB faces is that the Task List version 5 still focuses on the technical aspect of 

ABA and has yet to explicitly address DEI, and anti-racism (Fong et al., 2016). Levy et al. 

(2021) stressed the importance of including specific language about anti-racism in an ethical 
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code and acknowledge that anti-racism is present in all aspects of behavior. Levy et al. further 

called for the BACB to change their continuing education (CE) requirements to require DEI CEs 

similar to the requirement for ethical CEs. This call was supported by the BACB newsletter in 

March of 2022 that recommends required CEs in DEI (BACB, 2022). 

The accreditation process for ABA was developed to address issues as they rose in the 

field. Each task list was created using a job analysis tool, a tool that examined current issues that 

needed to be addressed and included in the competency lists (Johnston et al., 2017). Published in 

January 2017, Task List 5 (BACB, 2022) does not explicitly identify social activism as an area in 

need of development. Although diversity and multiculturalism have already been discussed by 

ABA scholars and practitioners (Beaulieu et al., 2019; Donovan et al., 2022; Fong et al., 2016, 

2017; Levy et al., 2021; Matsuda et al., 2020), the call for a strong social stance against racism 

(Deochand & Costello, 2022; Donovan et al., 2022; Levy et al., 2021; Matsuda et al., 2020) 

emerged after the brutal murders during 2020 of Breonna Taylor (March 13, 2020; Martin, 2021) 

and Gorge Floyd (May 31, 2020; Hill et al., 2020). The landmark case of Brown vs. the Board of 

Education of Topeka and civil rights movement of the 1960s served as major catalysts for social 

activism in the United States (Jenkins, 2022). Most recently, the Black Lives Matter movement 

has spurred a broader conversation towards identifying, acknowledging, and addressing both 

modern and historical elements of systemic racism across many fields, such as medicine, mental 

health, education, and law enforcement (Black Lives Matter, 2022; Chase, 2018). The belated 

reflection and actions addressing systemic racism in the field of ABA could be explained by the 

absence of language addressing social activism from the BACB Task List 5. Another 

contributing factor to the late uptake of social justice stems from the fact that the ABA field is 

still primarily comprised of White practitioners. White assumptions and the lack of anti-racist 
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orientation and action need addressing. Therefore, obtaining expert consensus about the DEJI 

competencies could lead the field towards meaningful and practical change (Ortiz et al., 2022).  

The ABA field has failed to systematically address DEJI since its introduction as a field 

of research (Matsuda et al., 2020; Miller et al., 2019). Researchers in ABA have leveled criticism 

at the field’s lack of research and practice guidelines explicitly addressing racism and systemic 

oppression of individuals from historically marginalized groups (Levy et al., 2021). It is time for 

leaders within higher education and professional organizations and behavior analysts within the 

field to actively consider at its assumptions and practices and shift away from reinforcing the 

status quo and join others in the work of dismantling systemic racism (Deochand & Costello, 

2022). Modern systemic oppression is also affected by White supremacy, which is still pervasive 

in modern society across all fields, and behavior analysis is no exception (Goodwyn, 2021). 

Behavior analysts have been delayed in their response and have much work ahead moving from 

observers to social activists, a fundamental transition to demolishing White supremacy from the 

practices in these fields (Donovan et al., 2022).  

The origin of ABA is Eurocentric, and to this day, the field is dominated by White 

practitioners; thus, practices and systems are rooted in White assumptions about behavior and 

contingencies (Miller et al., 2019). Therefore, current accepted practices may not account for the 

contingencies and learning history of marginalized groups (Beaulieu & Jimenez‐Gomez, 2022; 

Levy et al., 2021; Pritchett et al., 2021). Understanding how procedures impact those of 

marginalized groups requires examination of the setting events, motivating operations, and 

interwoven contingencies that have resulted in oppressive practices. Oppression can be 

operationally defined as the lack of access to contingencies and reinforcement obtained by the 

dominant group (Donovan et al., 2022; Goodwyn, 2021). “To properly address inequity, one 
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must consider the unique ways that a population is affected by different contexts in which 

children are learning, by not only providing resources but eliminating barriers to achieving 

favorable academic outcomes” (Levy et al., 2021, p. 2). 

The terms oppression and systemic racism are sparse in the behavior analysis literature, 

and much of the literature is conceptual, rather than experimental (Dennis, 2021; Levy et al., 

2021), suggesting the relative newness of these lines of scholarship. Donovan et al. (2022) noted 

that diversity, equity, and inclusion are more common keywords found in the literature. 

Recently, the Applied Behavior Analysis International (ABAI) issued a DEI statement and task 

force in an effort to address the topic comprehensively and encourage practitioners and scholars 

to work towards increasing its visibility (Ortiz et al., 2022). Donovan et al. (2022) cautioned that 

these efforts do not yet include observable, measurable criteria for evaluation of their 

effectiveness of these efforts. Without observable measurable goals, the validity of these efforts 

should be questioned. It is unclear whether these efforts will result in meaningful change in 

outcomes for minoritized individuals. These authors argued that any DEI initiative is additive 

and as such these movements are limited in their capacity to get to the root of systemic 

oppression. They called for a change in the focus from DEI to justice and equity, urging the field 

to take a social justice stance against racism. 

Miller et al. (2019) explained how cultural competency, responsiveness and cultural 

humility employed by ABA are dimensions of social justice. These authors displayed how these 

traits demonstrate social justice. They argued that cultural competency, the ability to provide 

culturally relevant intervention, naturally lends itself to social justice as it makes services more 

accessible to individuals who do not belong to the dominant group. Cultural responsiveness is 

described next as the ability to incorporate cultural values and interests to curricula—which, in 
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turn, decreases educational disparities. Last, Miller et al. reflected that cultural humility calls for 

examination of oppression and power imbalances, actions that represent social justice (Foronda, 

2020). These authors encouraged leaders in ABA to immerse themselves in social justice and 

strive for contribution of societal change. 

Recently, Deochand and Costello (2022) offered a social justice framework for cultural 

and linguistic diversity in ABA. They similarly recommended that justice should be added to the 

DEI initiative. These authors stressed that clients have the right for nondiscriminatory services 

which requires the behavior analyst to fully understand the interaction between their culture and 

their clients and requires advocacy to remove systemic barriers. Deochand and Costello 

emphasized that failing to tailor intervention to the individuals’ culture not only is unethical it 

damages the ABA reputation. Furthermore, insisting on social justice is expected to attract 

diverse practitioners and promote research on historically minoritized and oppressed groups. 

Henry et al. (2021) carried out a survey with 111 school professionals, including behavior 

analysts, who examined perceptions of exclusionary discipline in schools implementing the Zero 

Tolerance policy. The survey findings suggest that behavior analysts and other school 

professionals (i.e., teachers, occupational therapy, school psychology, RBTs, and school 

administrators) are still uncomfortable talking about racism and are unlikely to take action to 

provide alternatives to the exclusionary practices in schools that follow the zero-tolerance policy. 

Furthermore, their findings suggest that only 10% of the professionals indicated collecting data 

on racial inequities, and only 9% reported implementing behavior interventions addressing these 

inequities. The zero-tolerance policy is a punishment-based intervention and does not provide 

skill-building opportunities. ABA offers a proactive approach focusing on antecedent, 

preventative interventions (Henry et al., 2021). Additionally, the core principles of positive 
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reinforcement, teaching skills, and alternative behaviors can replace the exclusionary practices 

that discriminate against individuals of color.  

As a result of their survey findings, Henry et al. (2021) called for action, arguing that the 

field of behavior analysis must understand racism and racist behavior as the first step toward 

becoming anti-racist. These authors discussed the term “accompliceship” (Indigenous Action, 

2014), which is established through continued supportive efforts and involves being “explicit,” 

“accountable,” and “responsible” in taking direct actions of togetherness right beside individuals 

facing cultural injustices (Henry et al., 2021, p. 2). 

Pritchett et al. (2021) have also called for action related to social justice in ABA. These 

authors called to dismantle the structures that have pulled the field away from its applied science, 

which will require examining the colonialism and power roots (Pritchett et al., 2021) struggle of 

current practices. Radical change can only occur when a thoughtful reflective process includes 

insights of those who have been oppressed (Miller et al., 2019). This movement to incorporate 

social justice into preservice programs will require intentional training (Deochand & Costello, 

2022; Miller et al., 2019). 

Beene (2019) shared from her own experience being a woman of color in the field of 

ABA. She called for practitioners to be intentional creating conversation about other cultural, be 

curios of others experience, ask clarifying questions, challenge rule governed behaviors, actively 

participate in special interests’ groups, and create safe space where employees and clients can 

share experiences and allow for peer learning. This author cited that “actions speak louder than 

words,” advocating for behavior analysts to take accountability of current disparities by taking 

actions to disrupt the current status quo. In her letter to the editor, Beene argued that change will 

only be possible if the collective proceeds with distinct actionable steps. 
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Suggestions for Preservice Preparation to Disrupt Inequitable Systems 

Disruption to inequitable systems necessitates the intentional learning of the history of 

the history of oppression and the various ways oppression can manifest itself within our current 

social structures and its ongoing impact on clients. It also requires an understanding of 

decolonization and the power dynamic that may impact desirable outcomes. The following 

competencies are suggested to help the field move towards social justice stance. 

• Preservice behavior analysts can operationally define justice, equity, diversity, and 

inclusion. 

• Preservice behavior analysts demonstrate knowledge of the underrepresentation of clients 

from Black, Indigenous, and other nondominant, non-White backgrounds in applied 

behavior analysis.  

• Preservice behavior analysts can discuss how to actively use culturally responsive 

practices and procedures at all levels of the organizational structure. 

• Preservice behavior analysts actively promote a culture of accountability to the mission 

and vision statements of the organization using measurable goals with realistic timelines. 

• Preservice behavior analysts can discuss how to arrange environmental contingencies and 

meta-contingencies to shape the behavior of themselves, their colleagues, and their 

organizations. 

• Preservice behavior analysts can list effective strategies to support and advocate for 

recruitment, admissions and hiring, supervision, and retention efforts in behavior analytic 

programs and agencies that increase visibility and representation from diverse groups and 

identities within the organization. 
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• Preservice behavior analysts can list effective strategies to advocate for improved the 

diversity of advisory boards, vendors, and collaborators of the organization. 

• Preservice behavior analysts can discuss strategies to improve the diversity of 

organizational leadership (e.g., at least one third of leadership from diverse backgrounds 

and identities) using strategies derived from organizational behavior management. 

• Preservice behavior analysts can discuss practices and advocacy strategies for disrupting 

health and education disparities affecting access to applied behavior analysis for clients 

from Black, Indigenous, and other nondominant, non-White backgrounds. 

• Preservice behavior analysts understand the behavioral approach for addressing bias and 

racism (e.g., behavior assessment, intervention, monitoring).  

• Preservice behavior analysts can list best practices for improving access to research 

participation for underserved populations (Black, Indigenous, people of color, 

nondominant gender, sexual orientation, and religious groups, disabilities other than 

autism/intellectual and developmental disability). 

• Preservice behavior analysts can list ways to effectively advocate for change related to 

diversity, equity, and inclusion within organizations. 

• Preservice behavior analysts understand the importance of collaborating with 

organizational leadership on identifying why diverse staff and clients leave the 

organization and reflect on ways to improve retention and growth within the 

organization. 

Purpose of the Present Study 

Current evidence indicates that many behavior analysts believe they lack the skills to 

practice culturally relevant ways and lack DEJI competency (Beaulieu et al., 2019; Conners et 
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al., 2019; Ortiz et al., 2022). Much of the literature suggests that targeting preservice programs 

could maximize the efforts of moving the field towards anti-racism (Najdowski et al., 2021; 

Pavlacic et al., 2021). While there is a growing body of literature that conceptualizes DEJI, there 

is a dearth of empirical studies examining how DEJI can be put into practice (Dennis, 2021). Due 

to the lack of research, preservice programs may struggle to translate the conceptual framework 

into action. The first step towards implementation is to identify and validate potential DEJI 

competencies.  

Similar to ABA, other fields have struggled to address DEJI competencies. For example, 

school counselors have been debating the position of anti-racism and social justice competencies 

for preservice school counselors. In a first attempt to address this issue, Stickl Haugen et al. 

(2021) performed a Delphi study with 21 specialists panel that included three rounds to verify 

anti racism and social justice competencies for training. Their results indicated that the panel of 

specialties agreed on 180 competencies across five categories: (a) awareness, (b) knowledge, (c) 

attitudes, (d) characteristics, and (e) behaviors. These findings can guide a similar process of 

obtaining consensus on DEJI competencies for preservice behavior analysts (see Figure 1). 
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Figure 1  

Logic Model-Integration of the Transtheoretical and Social Learning Model for Behavioral 

Change (Bandura, 1971; Norcross et al., 2011) 

 

 
 

Theoretical Framework 

The Transtheoretical Model 

The transtheoretical model for behavioral change was initially developed to examine the 

stages of behavioral change of complex health behaviors. Its underlying assumption suggests that 

behavior change does not occur within a vacuum; thus, there is a need to account for an 

individual’s awareness of the problem, readiness, and willingness to change (Norcross et al., 

2011).  This decision-making model is divided into stages and process of change. The stages 

include:  
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1. Precontemplation: At this stage, the individual is typically not aware of the need to 

change a behavior, and there no recognition of the problem or no willingness to address 

it, In the case of preservice behavior analyst, in this stage, the practitioner does not 

recognize the impact of White supremacy on their client and thus does not acknowledge 

the presence of oppression in the field (Donovan et al., 2022). 

2. Contemplation: In this stage, individuals reflect some awareness; yet there is no 

indication to take action immediately, but rather an indication to take action in the near 

future (i.e., 6 months). The preservice behavior analyst may acknowledge the presence of 

systemic racism at this stage yet does not express the commitment to take actions (Levy 

et al., 2021). 

3. Preparation or determination: At this stage, preservice behavior analysts indicate 

intention for immediate action (i.e., within the next month) such as acquiring knowledge 

(Fong et al., 2017). 

4. The action stage indicates that individuals have been engaged in action and signify an 

intention to continuously engage in the process. Preservice behavior analysts at this stage 

may actively identify opportunities to engage in DEJI competencies and make a 

commitment to continuously engage in this these skills (Beaulieu & Jimenez‐Gomez, 

2022). 

5. At the maintenance stage, individuals sustain behavioral change over time and express 

the intention to maintain the change (i.e., prevention of relapse). Preservice behavior 

analysts in this stage are expected to provide compassionate care and engage with 

cultural humility (Foronda, 2020). 
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6. Finally, is the termination stage, at which individuals express certainty of the 

maintenance of gains and avoidance of relapse. Individual behavior analyst preservice 

practitioners’ express commitment to become disrupters and take actions to dismantle 

systemic racism from ABA services (Pritchett et al., 2021).  

The process of change includes 10 mechanisms that help the individual transition 

between the different stages (Casey et al., 2005; Norcross et al., 2011; Petrocelli, 2002). These 

ten mechanisms of change map onto anticipated change in perceptions and behavior for 

preservice behavior analysts as they move through a preservice training program with embedded 

DEJI competencies. The first category is defined as experiential and includes: (a) the 

consciousness raising process, which focuses on increasing individuals’ awareness about racism 

and systemic oppression in ABA; (b) dramatic relief, which refers to the process of eliciting 

emotional arousal about the need to affect change related to DEJI competencies in ABA; (c) self-

reevaluation, which indicates self-reflection as to whether a preservice behavior analyst 

perceives the need to affect change related to DEJI competencies in ABA as a part of their 

professional identity; (d) environmental reevaluation, or the process of understanding that by 

disengaging with DEJI competencies behavior analysts inflict negative effects on their clients; 

and (e) social liberation, which examines environmental opportunities that show clinicians who 

choose behavior change towards dismantling racism in ABA is supported by society (Norcross et 

al., 2011; Petrocelli, 2002).  

The second category is defined as behavioral. It includes: (f) self-liberation, which is the 

belief that preservice clinicians can become anti-racist, compassionate behavior analysts and 

making a commitment to the process; (g) helping relationships, which refer to the process of 

identifying supportive relationships for the intended progression of becoming an anti-racist, 
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compassionate behavior analyst; (h) counter conditioning, defined as the process of replacing 

disengagement with engagement behaviors for dismantling systemic oppression in ABA 

services; (i) reinforcement management, which calls for establishing a reinforcement system in 

which engaging in DEJI competencies is reworded while disengagement is no longer rewarded, 

and; (j) stimulus control, suggesting that making environmental arrangements that would serve 

as reminder cues for preservice ABA clinicians to engaging in DEJI competencies and remove 

any environmental cues that could potentially encourage disengagement (Norcross et al., 2011; 

Petrocelli, 2002). 

Social Learning Theory 

As presented by Albert Bandura (1971), the social cognitive theory centers around the 

reciprocal relationships between the individual and environment interaction. This theory posits 

that human behavior is determined by the ongoing interaction between ones’ personal factors and 

environmental variables (Rumjaun & Narod, 2020). The foundation of this theory is 

acknowledging the impact of environmental factors while simultaneously describing the 

individual’s potential to alter their environments (Lee et al., 2018). Bandura coined the concept 

of triadic reciprocal determination in which personal factors impact environmental factors and 

the behavior within all pathways are reciprocal (Rumjaun & Narod, 2020). Personal factors, also 

called cognitive factors, are referred to as knowledge, expectation, and attitudes (Bandura, 1971). 

In this model, relevant personal factors include preservice behavior analysts’ current knowledge 

and attitudes about their role of being an active disruptor and their corresponding expectations of 

their training. Environmental factors refer to social norms, access to community, and influence 

on others (Bandura, 1971). Social norms for preservice behavior analysts are set by their 

community (i.e., their training), their access to community, faculty, and peers, and their ability to 

influence their training to gain the necessary skills to become anti-racist disruptors. The 
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behavioral factors refer to one’s sense of self efficacy, skills, and practices (Bandura, 1971, 

1997). The principal investigator expected that the acquisition of knowledge, skills, and 

reflection on attitudes and belonging to a community that is dedicated to social activism will 

increase the sense of oneself efficacy of taking on the role to become a member who takes 

actions to disrupt the inequality in the field of ABA. The cornerstone of this framework is that 

while learning happens through direct experience, it also happens through observation and 

modeling of contingencies others encounter (Bandura, 1972, 1985). These include verbal 

instruction, live, and symbolic modeling. Thus, preservice behavior analysts can learn how to 

become anti racist by observing their leaders engaging in such activities (i.e., faculty members). 

These three elements (personal/cognitive, environmental, and behavioral factors) of behavioral 

determinism overlap with the mechanism of change suggested by the transtheoretical model for 

change. The following mechanisms can be categorized as personal/cognitive factors: (a) 

consciousness raising, (b) dramatic relief, (c) self-revaluation, (d) environmental reevaluation, 

(e) social liberation, and (f) self-liberation. These mechanisms can be categorized as behavioral 

factors: (g) helping relationships, (h) counter conditioning, (i) reinforcement management, and  

(j) stimulus control. The environmental factors in this combined model are the social norms of 

the program, which may foster a community that examines DEJI and actively teaches the skills 

necessary for compassionate, culturally humble behavior analysts by identifying the DEJI 

competencies needed for this process.  

Prior Pilot Work 

The dissertation chair (Dr. Machalicek) and the principal investigator, a board-certified 

behavior analyst (BCBA) enrolled in a doctoral program in special education, conducted a 

selective literature review and article selection of ABA literature related to racism during 

summer of 2020. This non exhaustive literature review yielded 74 conceptual, philosophical, and 
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intervention articles focused on racism, White supremacy, behavior analytic practices to counter 

bias, and activism among behavioral analysts. An ancestral search resulted in 35 additional 

articles. An additional search was conducted during the summer of 2022 to identify additional 

articles for potential inclusion; this search resulted in four more articles.  

In alignment with the identified literature and recent suggestions raised in the ABA 

literature, doctoral students in Special Education and dissertation chair Dr. Machalicek 

participated in a regularly meeting workgroup in the fall of 2021 with the aim of using the 

literature to develop a list of DEJI competencies relevant to the field of ABA and online course 

material examples. The development group consisted of doctoral candidate Dana Cohen 

Lissman, dissertation chair Dr. Machalicek, and six additional doctoral level students in special 

education. The three doctoral students with certification as a BCBA had 21 cumulative years’ 

experience as a BCBA. The dissertation chair had 15 years of experience as a BCBA. 

First, the non-exhaustive literature review was supplemented with electronic database 

searches and special issue searches to identify relevant articles published between 2020 and the 

present. The titles and abstracts of articles were screened for potential contribution to standards 

and curricular objectives related to DEJI in ABA. This selection was comprised of articles 

addressing the gaps, needs, and recommended practices published mainly since the summer of 

2020, when the field experienced an increase in call to action and position papers related to DEJI 

issues. Second, the principal investigator reviewed several exiting professional standards from 

related fields to inform conception of competencies. These included the National Association of 

School Psychologists (NASP), the National Association of Social Workers (NASW), the APA 

Multicultural Guidelines executive summary: Ecological approach to context, identity, and 
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intersectionality (Clauss-Ehlers et al., 2019) the American Speech-Language-Hearing 

Association (ASHA, 2008). and the standards provided by Fong and Tanaka in 2013.  

The resultant drafted competencies were developed with the goal of providing the 

foundation for the development of a curriculum interwoven throughout the academic courses and 

programmatic requirements (i.e., professional colloquia, supervised experience, applied research 

experience) to ensure ongoing, meaningful opportunities for preservice behavior analysts to 

reflect on their attitudes and personal experiences, gain knowledge and cultural humility, and 

practice and build fluency before becoming independent professionals (Conners et al., 2019; 

Miller et al., 2019; Najdowski et al., 2021). As such, the competency list was broadened beyond 

addressing racism and anti-racism ally knowledge and behavior to include: (a) ethics and values; 

(b) cultural awareness and reflective practices; (c) cross-cultural applications with clients and 

their families when the clients are from different racial and ethnic backgrounds than the behavior 

analyst, speak nondominant languages, identify as a sexual or gender minority, or have different 

religious and spiritual backgrounds than the behavior analyst, (d) collaborating with other 

professionals and supervising implementation of ABA by others in regards to cross-cultural 

application; and (e) activism to disrupt inequitable systems. Following a draft of the list of 

competencies provided by dissertation chair Dr. Machalicek and Special Education doctoral 

student Cohen Lissman, the Special Education students met twice during the Fall 2021 academic 

term for a total of 3 hours to discuss each item in an effort to reach consensus on whether 

additional competencies should be included in the drafted list. Thirty-eight competencies were 

added, 44 competencies were revised, and two competencies were discarded following this 

discussion. An additional revision supported by the prior literature review and discussion with 
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workgroup members took place during the summer and fall of 2022. The drafted checklist with 

72competenciesis provided in Appendix A. 

The Present Study 

Through the present study, the researcher aimed to obtain expert consensus on a 

comprehensive checklist of DEJI competencies that can be used in future curricular 

revision and development in ABA master’s degree programs to ensure adequate 

preparation of behavior analysts of behavior analysts to successfully serve clients from 

each and every culture, to prevent disproportionate services and to contribute to the 

development of meaningful instructional materials. The checklist of DEJI competencies 

previously developed requires validation by a panel of experts in ABA and DEJI to 

ensure adequate coverage of core competencies linked to DEJI issues and to ensure the 

competencies are clearly stated and easily understood by experts in ABA who would 

themselves be leading curricular changes in higher education. To validate the ABA DEJI 

competency list with experts in ABA, the principal investigator conducted an online 

modified closed Delphi study (Jiménez-Rodríguez et al., 2020) with three rounds to 

develop DEJI competencies relevant to ABA.  

Research Questions 

1. Which DEJI competencies do practicing board certified behavior analysts (BCBAs) in 

the ABA field value as important to embed in ABA master’s level preservice training 

programs? 

a. Which DEJI competencies do practicing BCBAs in the ABA field agree should be 

included in the final list? 

2. How do practicing BCBAs in the ABA field rank order the importance of the 

competencies they identified as important? 
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Overview of the Delphi Method 

The Delphi method was first adopted in the 1950s by the U.S. RAND Corporation. In its 

original form, the researcher developed a structured survey to estimate the future of different 

questions at that time (Heiko, 2012). Contemporary Delphi procedures produce collective 

judgment, collaborative structure, or knowledge structure (Barnes & Mattsson, 2016). This 

method employs a systematic, iterative comparative assessment of experts in the field until a 

predetermined consensus is reached. Unanimity is measured using qualitative, quantitative, or 

mixed measures (Linstone & Turoff, 2011). Typically, the first phase of a Delphi study is 

comprised of two to five broad questions that intend to elicit as many responses as possible from 

the expert panel, which are then used in subsequent phases (Barnes & Mattsson, 2016). In the 

second phase, the competencies are typically paired to compare their significance. Phase 3 

usually consists of a Likert assessment, and Phase 4 entails ranking the objectives screened 

previously. In the conclusion of the process, the competencies in the agreement are those chosen 

for inferences (Barnes & Mattsson, 2016; Heiko, 2012; Linstone & Turoff, 2011). The intended 

product of the Delphi process was a validated DEJI competency-based curriculum for master’s-

level ABA programs.  

Since the introduction of the Delphi methodology, several modifications have appeared 

(Strear et al., 2018). For instance, a closed Delphi study replaces the focus group (i.e., the first 

round) used to generate competencies for the survey with a list of competencies generated by a 

researcher implemented literature review (Boulkedid et al., 2011; Jiménez-Rodríguez et al., 

2020; Keeney et al., 2011). The flexible characteristic of the Delphi method can present a 

challenge regarding setting criteria for best practice (Strear et al., 2018); however, this 

methodology is often used when there is limited research or consensus on a topic (Boulkedid et 

al., 2011; Izaryk & Skarakis-Doyle, 2017; Strear et al., 2018). Thus far, Delphi studies have been 
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used to (a) forecast future directions of a profession (Strear et al., 2018), (b) determine training 

methods (Strear et al., 2018), (c) identify detailed practices for a specific population (Izaryk & 

Skarakis-Doyle, 2017; Jiménez-Rodríguez et al., 2020), and (d) generate professional standards 

and or practices (Stickl Haugen et al., 2021).  
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CHAPTER II: METHOD 

This section contains a description of the process of conducting the current study, 

beginning with a discussion about the panel selection, including inclusion and exclusion criteria, 

the rating process of each panelist, the consent process, the potential for attrition, and strategies 

for mitigation see Figure 2. A discussion of the materials is next, followed by a consideration of 

the experimental design and illustrations of the Delphi process, with an outline of the data 

analysis procedures concluding the chapter.  

Figure 2  

Abbreviation of the Methodology Steps  
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Panel Selection 

Sampling Strategy 

The principal investigator aimed to recruit at least 50 BCBAs as the sample of this study. 

In the context of this study, BCBAs described those possessing terminal degree of a master’s and 

professional or scholarly experience in DEJI who graduated from verified course sequence in the 

past 3 years (or more) practicing ABA with individuals in the United States. The principal 

investigator targeted BCBAs at the master’s level as the majority of verified course sequences 

train students, whether at the undergraduate or master’s level, over approximately 2 years. This 

characteristic of training results in less demand for undergraduate level training, as within a 

program that trains across 2 years, it was suspected to be more beneficial to acquire a master’s 

degree. Thus, there is less demand for programs at the undergraduate level. In addition, the scope 

and practice of undergraduate level is different, as behavior analysts at this level cannot practice 

independently and are under constant supervision of a master’s level BCBA (Najdowski et al., 

2021). Graduate students demonstrate the ability to reflect on their profession preparation and 

identify the missing areas needed for training (Beaulieu et al., 2019; Conners et al., 2019). 

BCBAs at the master’s level are best positioned to reflect on their training and current needs of 

DEJI competencies by having more direct frequent contact with clients and their families in the 

field.  

Nonprobability sampling strategy combining convenience sampling and snowballing 

(Strear et al., 2018; Tracy, 2019). Potential panelists were identified through social media of 

different behavior analysts’ groups (i.e., Black in ABA, the ABA task force, Social justice 

behavior ABA, Research in ABA, Latino association for behavior analyst) and through states’ 

Association of Behavior Analysis International (ABAI) chapters (e.g., Oregon Association for 

Behavior Analysis) The principal investigator provided included panelists with a written 
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description of the minimum and preferred qualifications for inclusion in the study and asked the 

panelist to identify other BCBAs potentially meeting these criteria who may wish to serve as 

panelists. Program directors of BACB course verified sequences were also contacted to help 

disseminate the information about the study to their past graduates. Recruitment continued until 

at least 50 individuals consented to full participation in the study.  

Inclusion and Exclusion Criteria 

The eligible participants satisfied the following minimum criteria: (a) possessing a 

terminal degree of master’s degree in ABA, education or special education, psychology, 

counseling, or related fields; (b) holding a current certification as a board-certified behavior 

analyst BCBA and having been certified as a BCBA for at least 3 years; and (c) currently 

practicing ABA with any human population in the United States in good standing. Potential 

panelists were excluded from further consideration if they did not meet these minimum criteria.  

Preferred criteria included the following: (a) identifying as Black, Indigenous, person of 

color, or other minority groups (i.e., as a sexual or gender minority), and (b) having documented 

professional or scholarly experience with DEJI work in the field of ABA consisting of at least 

one product (e.g., professional presentations or trainings, peer-reviewed articles, book chapters, 

or textbooks). Professional or scholarly experience was confirmed by an online search of 

available documentation (e.g., curriculum vitae on professional website, Research Gate, Web of 

Science citations, professional development sites) and a search of presentations accepted for the 

ABAI Annual Conference in Boston May 2022 or BCBA leadership positions (i.e., a member of 

University DEI task force, ABAI State Chapter leadership role, intramural or extramural grants 

with a focus that includes DEI). 

Rating Potential Panelists. Prior to the invitation to participate in the study, the 

principal investigator and dissertation co-chair (Machalicek) independently reviewed potential 
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panelists meeting minimum qualifications for inclusion. Each potential panelist was rated on the 

aforementioned preferred criteria using assigning a score of 0 (i.e., does not meet criteria), 1 (i.e., 

meets criteria), or 2 (i.e., exceeds criteria) using an 8-item Excel rating sheet developed by the 

principal investigator with BIPOC BCBAs receiving 2 priority points (see Appendix C). All 

potential panelists meeting minimum qualifications for inclusion were ranked from highest to 

lowest score on the preferred qualifications for inclusion. The principal investigator and 

dissertation chair (Machalicek) discussed disagreements and reached consensus on which 50 

panel members to invite first to participate in the study.  

Consent. This study employed a dual consent process. First potential panelists consented 

to participate in a screening process that determined whether they met inclusion and preferred 

criteria. Eligible individuals were asked to consent to participate in the modified Delphi study. 

Panelists were informed of the general study procedures, the potential benefits, and the limited 

risk anticipated for participation in this process. They were informed that they could withdraw 

their consent to participate at any point during the study. Each identified panelist indicated 

willingness to participate as a part of the recruitment process. Once screened for meeting the 

inclusion criteria, a link to the consent form was sent along with the Delphi survey. Completed 

informed consent forms are stored on Qualtrics. As there was a time gap between the initial 

consent and the first round of the Delphi study, participants were reminded of their rights as a 

research participant prior to starting the first round.  

Attrition 

Keeney et al. (2011) recommended a 70% response rate across each round of the Delphi 

study to minimize response bias. Previous work done with similar populations, was 78% 

(McCafferty, 2022). Based on the anticipation of a high rate of attrition (78%) for the proposed 

sample size, a 20% response rate would require recruiting 50 experts to meet the minimum 
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criteria of 15 (Birko et al., 2015; Keeney et al., 2011) panelists for each round. Accordingly, 

efforts were made to minimize attrition of panelists, but due to the iterative nature of the design, 

additional panelists would not have been recruited if the response rate fell below 50 panelists. 

First, a closed survey was used to minimize time allocation demands on participants. 

Expectations and the importance of participation to minimize response bias was communicated 

clearly in the recruitment process to the panelists. The panelists had 4 weeks to complete the 

survey to allow for sufficient time to fit their schedule. Frequent email communication and 

reminders were also used to assist in preventing attrition (Strear et al., 2018). A $10 gift card was 

issued for the completion of Rounds 1 and 2, a $50 gift card was offered to participants who 

completed the third round, and an additional $100 gift card was raffled among participants who 

completed the third round. Lastly, at the conclusion of the final round, panelists had the 

opportunity to review the finalized competency list and to request or decline public 

acknowledgement of their contribution to development. Those panelists who asked for public 

acknowledgement are named in the dissertation and will be in any subsequent professional 

presentations or publications. For panelists who declined the offer of acknowledgement by name, 

only their basic demographic data (i.e., terminal degree, position title, years’ experience as 

BCBA, primary and secondary human populations, number of publications related to DEJI) are 

reported in the dissertation, professional presentations, and publications. In each round, the 

principal investigator aimed for an 90% response rate; reminders and reinforcing messages were 

used to increase the likelihood of meeting this stringent criterion; however, no additional 

recruitment occurred after the disbursement of the round 1 survey. Attrition is reported as a 

limitation of the study. 
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Panelists  

 A total of 592 responses were recorded for the screener. Three hundred and thirty-two 

responses were eliminated based on repeated IP addresses, incomplete information or lack of 

verification of their certification number. One hundred and twenty of the responses were BCBAs 

at the Ph.D. level, and 150 responses met the eligibility criteria. Out of the 150 eligible responses 

seventy-nine participants were invited to complete the Delphi survey based on the budget 

available for compensation; of those who consented to participate and agreed to the timeline for 

completion, 30 (38.3%) completed the first survey round between January and February 2023. 

Fifteen of the panelists identified as White and 15 of the panelists identified as a person of color; 

four identified as mixed race, five identified as Latino, two identified as Asian, three identified as 

Black, one identified as Native/Pacific Islander, and one marked “not listed.” Most participants 

identified as cisgender women (n = 26 panelists; 87%) with an average age of 28 years old 

(Range = 26–47 years of age). Panelists reported experience as a BCBA representing a range of 

years of experience from 3–14. Panelists represented five regions across the United States: (a) 

East Coast, (b) Midwest, (c) South, (d) Southeast, and (e) Pacific Northwest. Seven of the 30 

participants reported having past experience in a DEJI related leadership role (e.g., member of 

the ABAI DEI committee, a member of University DEI task force, ABAI State Chapter 

leadership role, intramural or extramural grants with a focus that includes DEI) or having 

published scholarly work about DEJI issues. For more details, see Table 2.  
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Table 2   

Demographic Characteristics of the Panelists   

 n % 

Race   

 African American or Black 4 13.3 

 Asian 4 13.3 

 White 17 56.7 

 Hispanic and Latinx/Latina 3 10.0 

 Native Hawaiian and Pacific Islander 1 3.3 

 Not Listed 1 3.3 

Gender identity   

 Female 26 92.9 

 Male 2 7.1 

 Nonbinary  0 0 

 Not listed  2 7 

Years of Experience – Mean [Standard Deviation] 7.121 [3.802] 

Age in Years – Mean [Standard Deviation] 36.41 {5.179} 

Graduate level   

 Master’s 30 100.0 

Specialization   

 All disabilities (school based) 1 2.5 

 ASD/Autism 24 80.00 

 Developmental Disabilities 8 20.0 

 Disadvantaged Youth 1 2.5 

 Emotional and Behavioral Disorders 3 10.00 

 OHI 1 2.5 

 Special Education 2 5.0 

Geographic area   

 California 6 21% 
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Table 2 Continued 

 Central 1 3.6 

 Colorado 2 7.1 

 Georgia 1 3.6 

 Indiana  1 3.6 

 Midwest 8 28.6 

 Missouri 1 3.6 

 North Carlina  1 3.6 

 Nevada 1 3.6 

 Seattle 1 3.6 

 Southeast 1 3.6 

 Southwest 2 7.1 

 Texas 1 3.6 

 Virginia 1 3.6 

DEI experience   

 No 21 75.0 

 Yes 7 25.0 

Years of DEI experience   

 2 and counting 1 50.0 

 less than 1 year 1 50.0 

DEI peer review   

 N/A – no publications on this topic 27 96.4 

 One specific to DEI in ABA, and several others focused on 
underrepresented minorities in disability research and 
international 

1 3.6 

Materials 

Demographic Screening Questionnaire 

Participants were asked to complete a 9-item online demographic questionnaire through 

Qualtrics, consisting of both closed- and open-ended questions. The purpose of this questionnaire 
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was to allow panel members to report on their race, ethnicity, age, gender identification, terminal 

degree, number of years of experience as a BCBA, DEI activities, and region of service. The 

participants’ completion of this questionnaire preceded the consent to participation as a panelist 

for the subsequent modified Delphi study. 

Delphi Survey  

The 72-item survey was developed to examine the perceived importance, clarity, and 

feasibility of each competency on the drafted DEJI competency list (see Appendix A). The 

survey was piloted with one Ph.D. candidate and five Ph.D. faculty members in the Special 

Education Department at the University of Oregon and judged to take approximately 45–60 

minutes to complete. Initially, the survey contained 82 competencies; after a round of feedback 

from committee members and two additional faculty, competencies were folded into cross-

culture application to address some redundancies targeting cross-cultural application with clients 

and families from different races, ethnicities, or spiritual and religious backgrounds, those who 

speak nondominant language, and those who identify as sexual and gender minorities. Panelists 

were asked to answer the following questions for each competency (i.e., survey item): (a) Please 

rate the importance of the competency for preservice BCBAs) on a scale of 1–9 (Birko et al., 

2015; Keeney et al., 2011; Vogel et al., 2019); (b) Would you recommend inclusion or exclusion 

of this competency on a preservice competency list? (Inclusion or Exclusion choice); and (c) Do 

you have any suggestions for improving the clarity of the description of this competency? (Open 

text); At the end of each section of the survey, panelists were asked, “Is there any competency in 

this section (named section) that we have not described but you believe should be considered?” 

(Open text). In addition, at the end of each section panelists were asked to rank order the 

importance all the competencies in each section. Panelists were not allowed to skip any survey 

item. At the end of the survey, panelists were thanked for their time and contribution and 
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provided with an expectation of when they would hear from the principal investigator next. The 

survey was created and stored using Qualtrics survey software. The complete survey is included 

in Table 4. 

Experimental Design  

Modified Closed Delphi 

This investigation was a modified Delphi study (Boulkedid et al., 2011; Jiménez-

Rodríguez et al., 2020; Keeney et al., 11) with three rounds to refine the DEJI standards. As the 

researcher selected a closed Delphi procedure, an initial standard list was distributed to a panel of 

identified experts in the field of ABA who preferably have expertise and publications in the areas 

pertaining to DEJI standards and application in ABA. The modified Delphi study mainly used 

rating scales and limited the use of open-ended questions. Survey rounds were designed to take 

approximately 45–60 minutes to complete. The first round was expected to take longer than 

subsequent rounds as participants reviewed the entire standard list for the first time.  

Development of Initial Competencies  

During the summer of 2020, the dissertation chair (Dr. Machalicek) and the principal 

investigator, a doctoral-level board-certified behavior analyst student, undertook a selective 

review of the literature and article selection of ABA literature linked to racism (Machalicek et 

al., 2021). This non-exhaustive examination of the literature revealed 74 papers on racism, White 

supremacy, and behavior analytic approaches to challenge bias and activism. An ancestral search 

was also conducted, yielding 10 additional articles. An additional search was carried out 

throughout the summer of 2022 to update the articles and yielded four additional articles. See 

Appendix D for a complete list of the articles included.  

As a result, the competency list was expanded beyond addressing racism and anti-racism 

ally knowledge and behavior to include: (a) ethics and values; (b) cultural awareness and 
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reflective practices; (c) cross-cultural application with clients and their families; (d) collaborating 

with other professionals and supervising implementation of ABA by others in terms of cross-

cultural application; and (e) activism to disrupt racism. During the summer and fall of 2022, 

additional revisions based on the preceding literature research and discussions with work group 

members were completed, and the drafted checklist of 72 competencies was finished and agreed 

upon. 

General Procedures 

After the panel members were identified, the researcher individually emailed each 

panelist with a reminder of their rights (i.e., informed consent) and the link to the first Qualtrics 

survey. This email was sent on Monday morning to minimize the chance that the email would be 

missed. Four weeks were provided to the panelist for completion of the survey during each 

implemented round (i.e., deployment of survey). To increase the likelihood of completion, 

several reminders were provided via email: 1 week prior to the due date, 3 days prior to the due 

date, 1 day prior to the due date, and the day the survey was due for completion. Completions 

after the due date were not included in the final analysis. 

Round One. Each panel member was provided with a survey that included all 72 

competencies (i.e., competencies) for individual ratings. The survey comprised a 9-point Likert 

scale (Finstad, 2010; Sullivan & Artino Jr., 2013) and an open-ended question after each 

competency regarding its clarity. The first-round online survey was expected to take 

approximately 45–60 minutes for the panelists to complete. This format was used to minimize 

the length of the survey and reduce the time burden on participants. Participants were asked to 

rate each item on: (a) Rate the importance of the competency for preservice behavior analysts; 

(b) Should the item be included in the final preservice competency list? (Inclusion or Exclusion 

choice); and (c) do you have any suggestions for improving the clarity of the description of this 
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competency? (Open text). At the end of each section of the survey, panelists were asked, (d) “Is 

there any competency in this section (named section) that we have not described but you believe 

should be considered?” (Open text box). At the end of each section, panelists were asked to rank 

the order of the importance all the competencies in each section. The open-ended question 

allowed for the panel members to add or describe standards based on each panelists’ experience 

and expertise.  

Rounds Two and Three. In Round 2, the survey included only competencies that did not 

reach consensus in Round 1. Round 3 followed the same protocol as the previous round. 

Participants were asked to re-rate the competencies that did not reach consensus in Round 1 

(Stickl Haugen et al., 2021) considering: (a) their original rating; (b) their colleagues’ ratings; (c) 

the descriptive data central tendency (i.e., mean and mode) and level dispersion (i.e., standard 

deviation and inter-quartile range IQRs), and (d) the additional competencies identified by open-

ended questions. Round 2 aimed to refine the selection, and this was done by providing each 

member with their individual scores compared to the overall group score for each item. For 

example, “On item number 2, ‘behavior analyst shall be knowledgeable about White supremacy 

and the structural violence of racism that BIPOC clients experience in the United States’, your 

score rated this item as a 5, the groups’ mean was 6, the median was 6 and the mode was 5, 

would you like to reconsider the rating once compared to the groups’ overall rating?” Each 

participant was provided with their rating of each item and the whole group mean, mode, and 

standard in the form of a histogram with bullet points of their peers rating. This was done to help 

each panel member consider their rating compared to their colleagues to potentially reach 

consensus for each item. Additionally, the wording of competencies was revised based on 

feedback regarding clarity of the description. 
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Analysis 

Thematic Analysis  

The open-ended questions at the end of each section were analyzed using thematic 

analysis (Barnes & Mattsson, 2016; Izaryk & Skarakis-Doyle, 2017; Moynihan et al., 2015). The 

principal investigator then identified new themes that draft additional new competencies that 

were included in subsequent round. Similarly, the principal investigator identified repeated 

themes of responses feedback and suggestions for clarity of the competencies and suggested 

rewording accordingly.   

Consensus 

Interquartile Range (IQR) 

 Birko et al. (2015) described an evaluation of the nine strategies to determine census in 

Delphi studies. The De Moivre index (DM) determines unanimous agreement on a rating for a 

survey question using a score of 0–1. It has no range of agreement therefore does not meet the 

needs of this study. Pairwise agreement (PWA) all panelists have a pair, and they must agree 

with each other. Then, the proportion of the pairs who agreed with each other, the average 

proportion of all question would be the PWA. Clustered pairwise agreement (CPWA) is the 

average over all questions of the proportions of pairs of panelists in each consensus cluster over 

all possible pairs of panelists. Extremities version of the clustered pairwise agreement (XCPWA) 

is described next, it looks at the frequency of ratings falling within either the lower or upper 

extreme ranges of points on the scale. These four strategies all use pairing of panelists. This 

study examined consensus across all panelists. Fleiss’ Kappa (FK) ranges 0–1, measures the 

percentage all questions. This study examines consensus per item. Conger’s Kappa (CK) chooses 

random number of raters, multirater indices of consensus measure agreement between panelists 

over that which would be expected by chance. Here too, the principal investigator sought to 
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examine the agreement across all panelists. The next two strategies described is the mode, M, 

defined as the proportion of panelists who chose the score most popular in rating that object. 

Clustered Mode (CM) calculates the proportion of panelists who chose the cluster of scores most 

popular in rating the object. The mode by itself does not inform about the distribution around it ; 

therefore, it is missing critical information to determine consensus for this study. The IQR, 

which provides the spread of the middle 50% of the data, is the measure of dispersion for the 

median. This measure provides the distribution of the scores around the mode, an aspect critical 

for defining consensus. The IQR offers the most stable results when the item numbers and 

number of participants vary; it is commonly used in Delphi studies (Boulkedid et al., 2011; 

Jiménez-Rodríguez et al., 2020; Keeney et al., 2011; Vogel et al., 2019). 

Mode, Interquartile Range, and Percentage of Agreement  

  For each round of the Delphi survey, panelists’ survey responses were imported into SPSS 

and analyzed. A predetermined median of 6 or higher on the importance Likert scale was used 

to indicate agreement that the panelists believe the DEJI competency to be important for 

inclusion. For each round, panelist scores were aggregated, and central tendency measures were 

used to determine which competencies were included in the next survey round. competencies 

with an IQR greater than 1 were included if the percentage of agreement on the question 

“Should this item be included in the final list? Yes/no” was higher the 80% (yes). Outlier 

responses and opinions were discussed between the principal investigator and dissertation chair 

to gain consensus on the inclusion or exclusion of the item or consider its wording for the next 

survey round. Next, the survey was revised based on the responses of the panel and the 

measures of central tendency for each item for distribution in Round 2 and Round 3.  
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CHAPTER III: RESULTS 

Introduction 

Through this study, the principal investigators sought panelist agreement on a 

comprehensive checklist of DEJI competencies that could be used in future curricular revision 

and development in ABA master's degree programs to ensure adequate preparation of behavior 

analysts and to contribute to the development of meaningful instructional materials. The 

previously developed checklist of DEJI competencies required validation by a panel of ABA and 

DEJI panelists to ensure adequate coverage of core competencies related to DEJI issues and to 

ensure that the competencies were clearly stated and easily understood by ABA experts who 

would be leading curricular changes in higher education. The principal investigators conducted 

an online modified closed Delphi study (Khodyakov et al., 2020) to establish DEJI skills relevant 

to ABA with a minimum of two rounds and a maximum of three rounds to validate the ABA 

DEJI competency list with ABA panelists (i.e., practicing BCBAs). The study was guided by the 

following two research questions: 

1.Which DEJI competencies do practicing board certified behavior analysts (BCBAs) in 

the ABA field value as important to embed in ABA master’s level preservice training 

programs? 

a. Which DEJI competencies do practicing BCBAs in the ABA field deem to be 

included in the final list? 

2. How do practicing BCBAs in the ABA field rank order the importance of the 

competencies they identified as important? 

Three survey rounds were utilized to develop consensus using the Delphi approach. A 72-

item survey was designed to assess the perceived importance, clarity, and feasibility of every 

competence on the DEJI competency list. Panelists were asked to rank each competency's 
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importance for preservice BCBAs on a scale of 1–9 and whether they would propose including 

or excluding it from a preservice competency list. Furthermore, they were asked in an open text 

response whether they had any suggestions to improve the clarity of the description of this 

competence. At the end of each section, they indicated there was no competency that was not 

stated but that they thought should be addressed. Panelists were eventually asked to rank in order 

the importance of every issue addressed in every section at the end of each section. Panelists 

were not permitted to skip any of the survey competencies. 

As panelists studied the whole competencies list for the first time, the first round was 

expected to take longer than subsequent rounds. In Round 1, each panel member was given a 

survey with all the 72 competencies for individual rating, which took roughly 45–60 minutes to 

complete. Only competencies that did not reach consensus in Round 1 were included in Round 2. 

Through the second round, the principal investigators refined the choices by comparing each 

member's individual scores to the aggregate group score for each competency. The third round 

followed the same format as the previous one. Each participant was given a rating for each 

competency, as well as the mean, median, and standard deviation for the entire group. This was 

done to assist each panel member in considering their rating in relation to their colleagues in 

order to establish consensus on each issue. Furthermore, the wording of competencies was 

altered in response to feedback regarding the clarity of the description. The study results are 

presented later in this chapter, followed by a summary of the findings. 

Data Collection 

This study's panelists were BCBAs with a master's degree. A nonprobability sampling 

strategy combining convenience sampling and snowballing was used to identify and recruit  

panelists via social media of various behavior analyst groups (e.g., Black in ABA, the ABA task 

force, social justice behavior ABA, research in ABA, Latino association for behavior analyst) 



93 

and state ABA organizations (e.g., Oregon Association for Behavior Analysis (ORABA), etc.). 

The following were the preferred eligibility criteria: (a) identifying as Black, Indigenous, Person 

of Color, or other minority groups; (b) having documented professional or scholarly experience 

with DEJI work in the field of ABA, including at least one scholarly documentation; (c) being 

employed in a leadership position; and (d) having served in an underrepresented region of the 

country. The following section presents results grouped by each research question followed by 

detailed results of each round.  

Results 

Which DEJI competencies do practicing board certified behavior analysts (BCBAs) in the 

ABA field value as important to embed in ABA master’s level preservice training programs? 

 By the end of round three there was an overall consensus about 89% of the suggested 

competencies with 93% competencies reached consensus under ethics and values, 100% of the 

competencies reached consensus under cultural awareness and reflective practices, 94% of the 

competencies reached consensus under awareness of others and cultural humility,  94% of the 

competencies reached consensus under cross cultural application and 90% of the competencies 

reached consensus under disrupting inequitable system.  The Delphi competencies for each of the 

six domains are summarized in Table 3. The number of competencies where consensus was 

achieved improved for each domain from Round 1 to Round 3. The descriptive statistics of 

mean, median, SD, and IQR for each competency for all three rounds are summarized in Tables 

5, 9, and 10. Furthermore, the tables include consensus on the inclusion question, denoted by a 

binary yes/no. Table 12 provides a summary analysis for rounds one, two and three of inclusion 

of competency using binary responses.  
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Table 3 

Summary of Consensus of Grouped Competencies by Domain 

Competency Domains Number of Competencies 

Presented in Each 

Domain 

Proportion of 

Competencies Where 

Consensus Was Achieved 

Round 

1 

Round 

2 

Round 

3 

Round 

1 

Round 

2 

Round 

3 

Ethics and values 

 
14 3 1 

11 

(78.6) 

2  

(66.7) 
_ 

Cross-cultural application 
19 3 1 

14 

(73.6) 

2  

(66.7) 

1 

(100.0) 
Cultural awareness and 
reflective practices 

5 1 2 
  

(75) 
1  

(100.0) 
_ 

Cross-Cultural application with 
gender minority clients 

9 3 3 
6 

(66.6) 
0(0.00) 

1  
(33.3) 

Cultural application with clients 
from different religious and 
spiritual backgrounds 

4 4 0 
1  

(25.0) 
2 

(50.0) 
_ 

Disrupting inequitable systems 
 

11 3 2 
9  

(18.2) 
1 

 (33.3) 
1  

(50.0) 

       
Total 

72 17 9 
28 

(38.9) 
8  

(47.1) 
6  

(66.7) 

 

Which DEJI competencies do practicing BCBAs in the ABA field deem to be included in the 

final list? 

 Table 4 presents the top scored competencies for each domain in terms of the means of 

the Likert scores given by the panelists. The competencies with the highest means were in the 

ethics and values domain. Cultural application with clients from various religious and spiritual 

backgrounds received the lowest mean score of 7.97 among the top ranked competencies in each 

domain. Table 7 provides the ranking, means and standard deviation of the Likert scores of each 

of the competencies.  
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Table 4 

Top Scored Competencies per Domain (Based on Means) 

Domain 
Competency 

 
Mean 

Standard 

Deviation 

    

    

Domain 
Competency 

 
Mean 

Standard 

Deviation 

Ethics and Values Preservice behavior analysts are 
knowledgeable about the profession's values, 
ethics, and standards 

8.452 1.767 

Cross-Culture 
application 

Preservice behavior analysts effectively 
convey assessment results to families from 

different cultural backgrounds. 

8.161 2.035 

Cultural Awareness 
and Reflective 

Practices 

Preservice behavior analysts acknowledge 
and reflect on the sources of implicit and 

explicit bias, and practice ways to counter 
these biases. 

8.161 1.846 

Awareness of Other 
Cultures and Cultural 
Humility 

Preservice behavior analysts demonstrate 
knowledge of systemic oppression of 
individuals with a disability, especially at the 

intersection of disability and race/ethnicity. 

8.387 1.801 

Cross-Cultural 

Application with 
Clients Who Identify 
as a Sexual or Gender 

Minority 

Preservice behavior analysts examine their 

own bias, attitudes about, and knowledge of 
sexual orientation, gender identity, and 
gender expression may impact their practices 

in ABA, particularly the services they 
provide to LGBTQAI+ clients. 

8.194 1.887 

Cultural Application 
with Clients from 
Different Religious 

and Spiritual 
Backgrounds 

Preservice behavior analysts understand that 
clients may have spiritual, religious, or 
secular beliefs and affiliations that might not 

align well with the philosophy and 
worldview underlying ABA practices. 

7.968 1.923 

Disrupting 
Inequitable Systems 

Preservice behavior analysts understand the 
behavioral approach for addressing bias and 
racism (e.g., behavior assessment, 

intervention, monitoring). 

8.290 1.774 
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Round One 

Consensus was judged to have been established for inclusion in the final competencies 

list for each competency item with a median of 6 or greater and an IQR of 1 or lower and 

competencies that gained 80% consensus on the question of inclusion as indicated by a binary 

yes/no. For this round, competencies that were considered to have achieved consensus for 

inclusion in the final competencies list included competencies with a median of 6 or greater and 

an IQR of 1 or less and competencies that reached 80% consensus on the question of inclusion as 

indicated by a dichotomous yes/no. Based on the criteria of a median of 6 with an IQR of 1 or 

less, 26 competencies (36%) met criteria (i.e., panelists agreed these 26 competencies (see Table 

5) were necessary for training preservice behavior analysts. Based on the percentage of 

agreement of median of 6 or higher with minimum of 80% yes rating, 31 additional 

competencies (42%) of the competencies were marked for inclusion in the final competency list 

while 16 (22%) of the competencies were selected to remain in the survey for the second round 

(see Table 5). The distributions of the number of competencies receiving consensus for the 

categories were as follows: Ethics and values received 9 out of 14, cross-cultural application 

received 14 out of 19, cultural awareness and reflective practices received 4 out of 5, awareness 

of other cultures and cultural humility received 7 out of 10, cross-cultural application with 

gender minority clients received 6 out of 9, cultural application with clients from different 

religious and spiritual backgrounds received 3 out of 4, and disrupting inequitable systems 

received 9 out of 11. 

Thematic Analysis. All panelists were able to provide qualitative responses to the open-

ended questions “Do you have any suggestions for improving the clarity of the description of this 

competency?” Using thematic analysis, the researcher examined the suggestions for rewording 

competencies, of which yielded 15 reworded competencies (see Table 6). The principal 
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investigator examined themes that were repeated at least by two different responses. The 

suggested reworded competencies were corroborated in round 2 by presenting those to 

participants followed by a question “does this change improve the clarity of the proposed 

competency?” (yes/no). 

Thematic analysis of the open-ended question at the end of each section (i.e., “Is there 

any competency in this section (named section) that we have not described but you believe 

should be considered?”) yielded two new competencies: one under ethics and values (“Preservice 

behavior analysts seek education and continue professional development related to cultural 

responsiveness and cultural humility”) and one under disrupting inequitable systems (“Preservice 

behavior analysts identify social and economic barriers that impact access to care and work to 

limit these barriers in clinical practice”).  

 Table 7 summarizes the panelists’ ratings of the individual categories in terms of their 

most essential components to include. “Preservice behavior analysts can identify ethical 

dilemmas that arise in collaboration with clients from nondominant cultures or cultures different 

than their own” (M = 10.8, SD = 2.797) was the competency with the highest score scores in the 

ethics and values category. Following that was an item titled “Preservice behavior analysts 

demonstrate applications of community-based participatory research (research that equitably 

involves community members, organizational representatives, and academic researchers in all 

aspects of the research process) practices in behavior analytic research that prevent exploitation 

and harm to vulnerable populations” (M = 10.0, SD = 3.842). With a mean of 7.03 (SD = 1.866), 

the most ranked competencies in the domain of cross-cultural application with clients who 

identify as a sexual or gender minority were about “Preservice behavior analysts can list best 

practices for outreach to LGBTQAI+ communities including representation in outreach materials 



98 

(i.e., brochures and websites).” “Preservice behavior analysts understand the role of 

conversations with clients about their spiritual, religious, and secular beliefs and affiliations in 

understanding their values and beliefs” (M = 2.73, SD = 0.944) was the highest ranked 

competency under the domain of cultural application with clients from different religious and 

spiritual backgrounds. Cross-cultural applications domain, which had 19 competencies under it, 

had this item receiving the highest-ranking score; “Preservice behavior analysts understand when 

to appropriately seek cultural brokerage (bridging, linking, or mediating between groups or 

persons of differing cultural backgrounds to reduce conflict or produce change), professional 

development, or when to refer to other behavior analysts when providing ABA services to clients 

with different spiritual, religious, and secular.  
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Table 5 

Round One Descriptive Statistics of the Suggested Competencies, Ascending Order of the IQR consensus and the Binary Response  
Domain Competency Description Mean Median SD IQR Yes/No 

Ethics and Values      

 Preservice behavior analysts are knowledgeable about the profession's values, ethics, and standards.  8.452 9 1.767 0 97 

 

Preservice behavior analysts demonstrate practices allowing client assent and consent (where relevant) to 

assessment and intervention for populations with limited language proficiency. 
8.387 9 1.764 0 93 

 

Preservice behavior analysts demonstrate culturally responsive ethical decision -making skills during clinical 

practice and research.  
8.226 9 1.875 1 97 

 

Preservice behavior analysts demonstrate the use of client-centered practices to increase client engagement 

during an assessment, intervention, and progress monitoring. 
8.161 9 1.809 1 97 

 

Preservice behavior analysts are aware of their personal and professional limitations in working with diverse 

clients. 
8.194 9 1.887 1 93 

 

Preservice behavior analysts demonstrate incorporating client voice in social validity measures (e.g., 

questionnaires, interviews, behavioral observation measures including assessment of client affect and indices of 

happiness) used in clinical practice and research. 

8.129 9 1.928 1 93 

 

Preservice behavior analysts demonstrate how to plan for and effectively communicate during ethical dilemmas 

related to differences in opinions, values, agendas, histories, etc. 
7.871 9 1.893 1 87 

 

Based on their self-identified personal and professional limitations, preservice behavior analysts demonstrate 

when and how to make appropriate referrals to other behavior analysts or professionals with relevant 

experience and specialized knowledge of the client’s culture. 

8.065 9 1.788 1 83 

 Preservice behavior analysts prioritize client outcomes and wellbeing over personal and/or professional gains.  7.968 9 2.121 1 80 

 

Preservice behavior analysts can identify ethical dilemmas that arise in collaboration with clients from 

nondominant cultures or cultures different than their own. 
7 8 1.807 1 73 

 

Preservice behavior analysts can list ways to effectively advocate for change related to diversity, equity, and 

inclusion within organizations. 
7.516 8 2.204 2 73 

 

Preservice behavior analysts demonstrate applications of community-based participatory research (research that 

equitably involves community members, organizational representatives, and academic researchers in all aspects 

of the research process) practices in behavior analytic research that prevent exploitation and harm to vulnerable 

populations. 

6.968 8 2.456 3 83 

 

Preservice behavior analysts can discuss the Behavior Analyst Certification Board (BACB) ethical code and 

identify the gaps related to diversity, equity, justice, and inclusion that still need to be addressed.  
6.71 7 1.829 2 78 

 

Preservice behavior analysts demonstrate knowledge of community-based participatory research practices 

(research that equitably involves community members, organizational representatives, and academic 

researchers in all aspects of the research process) 

6.807 7 1.973 2 70 

Cross-Culture Application      

 

Preservice behavior analysts will be attentive to diverse clients' and colleagues' values, beliefs, and fears that 

could affect intervention participation. 
8.032 9 1.853 1 93 
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Cross-Culture Application      

 

Preservice behavior analysts effectively convey assessment results to families from different cultural 

backgrounds. 
8.161 9 2.035 1 90 

 

Preservice behavior analysts demonstrate the use of instructional/intervention materials that validate and 

consider clients' cultural, linguistic, spiritual, racial, and gender identities. 
7.903 9 1.972 1 90 

 

Preservice behavior analysts demonstrate the ability to construct culturally relevant intervention goals in 

collaboration with clients from nondominant cultures or cultures different than their own. 
7.968 9 1.991 1 90 

 

When providing behavior analytic services to a client from a cultural background different than their own, the 

preservice behavior analyst recognizes that the client’s beliefs about the variables of human behavior and 

learning might differ from their own. 

8.032 9 2.057 1 90 

 

Preservice behavior analysts use appropriate culturally sensitive methodological approaches, skills, and 

techniques that reflect the professionals' understanding of the role of culture, spirituality, and gender identity in 

the life of the client. 

7.968 9 1.835 1 87 

 

Preservice behavior analysts recognize the great diversity among groups (e.g., there is great diversity among 

Asian Americans, LQBTQAI+) and demonstrate cultural humility in determining their client’s values and 

preferences and worldview. Cultural humility is defined as self-reflection and self-critique whereby the 

individual learns about another's culture, but one starts with an examination of her/his own beliefs and cultural 

identities.  

8.032 9 1.923 1 80 

 

Preservice behavior analysts are aware of potential power dynamics and information inequities that may be 

present when clients and colleagues are from different backgrounds and identities than their own. 
7.839 9 1.899 2 93 

 

Preservice behavior analysts incorporate two-way communication and feedback loops during the intervention 

and research activities. 
7.613 9 2.231 2 83 

 

Preservice behavior analysts recognize the great diversity among groups (e.g., there is great diversity among 

Asian Americans, LQBTQAI+) and demonstrate cultural humility in determining their client’s values and 

preferences and worldview. Cultural humility is defined as self-reflection and self-critique whereby the 

individual learns about another's culture, but one starts with an examination of her/his own beliefs and cultural 

identities. 

7.903 9 1.868 2 80 

 

Preservice behavior analyst understands that a client from a different cultural background may perceive the use 

of language differently and understands the role of this difference in socio-pragmatic rules in communication 

breakdown. Examples include requests or topics that are culturally inappropriate for one of the parties, given 

the context or use of personal address, bodily distance, and nonverbal communication seen as disrespectful or 

nonengaged by one of the parties. 

7.71 9 2.239 2 77 
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Table 5 Continued 

Cross-Culture Application 

 

Preservice behavior analysts understand when to appropriately seek cultural brokerage professional 

development, or when to refer to other behavior analysts when providing ABA services to clients with different 

spiritual, religious, and secular beliefs and affiliations, different race, and ethnicity, different gender identity, 

than their own. Cultural brokerage is defined as bridging, linking, or mediating between groups or persons of 

differing cultural backgrounds to reduce conflict or produce change. 

7.645 9 1.992 2 73 

 

Preservice behavior analysts demonstrate how to plan for and effectively communicate during situations related 

to differences in opinions, values, agendas, histories, etc. 
7.774 8 1.159 2 93 

 

Preservice behavior analysts can identify potentially problematic items on commonly used standardized 

assessment tools in ABA for culturally diverse clients.  
7.903 8 1.739 2 90 

 

Preservice behavior analysts demonstrate knowledge of how to extend ABA interventions to bilingual clients 

from different cultural backgrounds other than their own. 
7.484 8 1.998 2 80 

 

Preservice behavior analysts can identify resources for educating clients, supervisees, and colleagues about 

inclusive behaviors towards historically marginalized communities (i.e., BIPOC, special education and 

LGBTQAI+ communities). 

7.677 8 1.887 2 77 

 

When providing behavior analytic services to a client from a cultural background different than their own, the 

preservice behavior analyst can identify when misunderstandings occur due to intercultural communication 

breakdown. 

7.581 8 2.013 2 70 

 

Preservice behavior analysts demonstrate effective use of noncolonial strategies in applied behavior analysis, 

including active participation in developing treatment goals and services by clients and interested parties.  
7.258 8 2.19 3 80 

 

Preservice behavior analyst understands the practice and role of cultural brokerage in easing culturally based 

misunderstandings and improving communication when the behavior analyst is from a cultural background 

different from their client. Cultural brokerage is defined as bridging, linking, or mediating between groups or 

persons of differing cultural backgrounds to reduce conflict or producing change. 

7.032 7 2.025 3 60 

Cultural Awareness and Reflective Practices      

 

Preservice behavior analysts acknowledge and reflect on the sources of implicit and explicit bias, and practice 

ways to counter these biases. 
8.161 9 1.846 1 90 

 

Preservice behavior analysts acknowledge and reflect on the historical and cultural context different clients and 

colleagues bring to the team, particularly those systematically excluded from research and intervention.  
7.613 8 1.944 2 87 

 

Preservice behavior analysts self-identify their own personal experiences and background that may influence 

their beliefs, values, and practices and demonstrate practices that minimize their imposition of these beliefs, 

values, and practices onto their clients. 

7.774 8 1.892 2 83 

 

Preservice behavior analysts demonstrate self-awareness of their own personal, and cultural values and beliefs 

as one way of appreciating the importance of multicultural, intersectional identities in the lives of people.  
7.419 8 1.911 3 73 

Cultural Awareness and Reflective Practices      
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Table 5 Continued 

 

Preservice behavior analysts self-identify their own personal experiences and background that may influence 

their beliefs, values and practices and demonstrate practices that minimize their imposition of these beliefs, 

values and practices onto their clients. 

6.871 7 1.628 2 80 

Awareness of Other Cultures and Cultural Humility      

 

Preservice behavior analysts demonstrate knowledge of systemic oppression of individuals with a disability, 

especially at the intersection of disability and race/ethnicity. 
8.387 9 1.801 0 93 

 

Preservice behavior analysts use authentic engagement and active listening, self-reflection practices and an 

approach of cultural humility when working with clients and supervisees with different cultural or sexual 

identities other than their own to disrupt potential power imbalances and identify shared values. 

8.129 9 2.061 1 97 

 

Preservice behavior analysts understand practices that can provide or advocate for the provision of information, 

referrals, and services in the language appropriate to the client, which may include the use of interpreters. 
8.097 9 1.938 1 97 

 

Preservice behavior analysts demonstrate awareness of the legal, ethical, and practical issues related to 

language translation and the appropriate use of interpreters in assessment and intervention for non-English-

speaking clients. 

7.807 9 1.957 2 90 

 

Preservice behavior analysts recognize the great diversity among groups (e.g., there is great diversity among 

African Americans, individuals who identify as sexual and gender minority) and demonstrate cultural humility 

in determining their client’s values and preferences and worldview. 

7.839 9 2.083 2 87 

 

Preservice behavior analysts demonstrate knowledge about White supremacy and the structural violence of 

racism that Black, Indigenous, and other people of color experience in the United States. 
7.936 9 1.931 2 80 

 

Preservice behavior analysts demonstrate knowledge of anti-racist and anti-bias actions with various identities 

and cultures. 
7.807 9 2.024 2 77 

 

Preservice behavior analysts document knowledge of social determinants of health and behavior including 

racism and poverty. 
7.807 8 1.869 2 83 

 

Preservice behavior analysts demonstrate knowledge about the history of measurement development and how it 

has been historically used to harm people with disabilities and people of color (IQ, adaptive behavior, mental 

health). 

7.516 8 1.947 2 77 

 

Preservice behavior analysts demonstrate understanding of acculturation (the assimilation to a different culture, 

typically the dominant one) processes, intergenerational dynamics, and the challenges faced by recent 

immigrants to a culture different than their home culture. 

7.516 8 1.947 2 73 

Cross-Cultural Application with Clients Who Identify as a Sexual or Gender Minority      

 

Preservice behavior analysts examine their own bias, attitudes about, and knowledge of sexual orientation, 

gender identity, and gender expression may impact their practices in ABA, particularly the services they 

provide to LGBTQAI+ clients. 

8.194 9 1.887 1 100 

Cross-Cultural Application with Clients Who Identify as a Sexual or Gender Minority      

 

Preservice behavior analysts know how to adapt interventions and use culturally responsive teaching and 

training strategies when working with clients and families who identify as a sexual or gender minority.  
8.065 9 1.861 1 97 
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Preservice behavior analysts demonstrate an understanding that people have diverse sexual orientations, gender 

identities, and gender expressions that intersect with other identities and contexts. 
7.807 9 2.167 2 87 

 

Preservice behavior analysts demonstrate the use of identity-affirming practices with transgender and gender 

nonconforming (TGNC) clients, supervisees, and colleagues. 
8 9 1.949 2 83 

 

Preservice behavior analysts demonstrate an understanding that gender is nonbinary with a range of gender 

identities and expressions and that gender identity may not align with assigned sex at birth.  
7.452 9 2.188 3 73 

 

Preservice behavior analysts can list practices to affirm the identity and inclusion of sexual minority clients and 

communities during all aspects of research (e.g., providing a range of demographic options in surveys).   
6.968 8 1.798 1 87 

 

Preservice behavior analysts know how to identify and address communication errors that may occur when 

working with clients and colleagues who identify as a sexual or gender minority. 

 

7.677 

 

8 

 

2.006 

 

2 

 

83 

 

Preservice behavior analysts can discuss the history of conversion therapy about sexual orientation, the harms 

caused by attempting to change sexual orientation, and current ethical guidelines for behavior analysts that are 

against conversion therapy. 

7.355 8 2.09 2 71 

 

Preservice behavior analysts can list best practices for outreach to LGBTQAI+ communities, including 

representation in outreach materials (i.e., brochures and websites). 
5.871 6 1.979 3 50 

Cultural Application with Clients from Different Religious and Spiritual Backgrounds       

 

Preservice behavior analysts understand that clients may have spiritual, religious, or secular beliefs and 

affiliations that might not align well with the philosophy and worldview underlying ABA practices.  
7.968 9 1.923 1 87 

 

Preservice behavior analysts will partner with clients and families when incorporating religious and spiritual 

beliefs in treatment goals and interventions. 
7.774 9 2.077 2 87 

 Preservice behavior analysts can define justice, equity, diversity, and inclusion operationally. 7.742 9 2.049 2 77 

 

Preservice behavior analysts understand the role of conversations with clients about their spiritual, religious, 

and secular beliefs and affiliations in understanding their values and beliefs. 
7.419 7 1.911 2 80 

Disrupting Inequitable Systems      

 

Preservice behavior analysts understand the behavioral approach for addressing bias and racism (e.g., behavior 

assessment, intervention, monitoring). 
8.29 9 1.774 1 100 

 

Preservice behavior analysts demonstrate knowledge of the underrepresentation of clients from Black, 

Indigenous, and other nondominant, non-White backgrounds in applied behavior analysis. 
8.129 9 1.821 1 90 

 

Preservice behavior analysts can discuss how to actively use culturally responsive practices at all levels of the 

organizational structure and procedures. 
7.742 9 2.033 2 87 

 

Preservice behavior analysts can discuss how to arrange environmental contingencies and meta-contingencies 

to shape their own behavior, and the behavior of colleagues and organizations. 
7.839 9 2.002 2 87 

Disrupting Inequitable Systems      

 

Preservice behavior analysts can list ways to effectively advocate for change related to diversity, equity, and 

inclusion within organizations. 
7.774 9 1.892 2 87 
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Preservice behavior analysts actively promote a culture of accountability to the mission and vision statements 

of the organization using measurable goals with realistic timelines. 
7.645 9 2.09 2 83 

 

Preservice behavior analysts can list effective strategies to support and advocate for recruitment, admissions 

and hiring, supervision, and retention efforts in behavior analytic programs and agencies that increase visibility 

and representation from diverse groups and identities within the organization. 

7.645 9 2.009 2 80 

 

Preservice behavior analysts can discuss strategies to improve the diversity of organizational leadership (e.g., at 

least 1/3 of leadership from diverse backgrounds and identities) using strategies derived from organizational 

behavior management. 

7.29 8 2.209 2 80 

 

Preservice behavior analysts can discuss practices and advocacy strategies for disrupting health and education 

disparities affecting access to applied behavior analysis for clients from Black, Indigenous, and other 

nondominant, non-White backgrounds. 

 

 

7.581 

 

 

8 

 

 

2.046 

 

 

3 

 

 

83 

 

Preservice behavior analysts can list best practices for improving access to research participation for 

underserved populations (Black, Indigenous, People of Color, nondominant gender, sexual orientation, and 

religious groups, disabilities other than autism/intellectual and developmental disability). 

7.161 8 2.146 3 73 

 

Preservice behavior analysts can list effective strategies to advocate for improving the diversity of advisory 

boards, vendors, and collaborators of the organization. 
7.129 8 2.391 3 37 

 

Table 6 

Thematic Analysis for Round One  
Original Competency  Repeated Themes  Rewording Suggestion  

Preservice behavior analysts are knowledgeable 

about the profession’s values, ethics, and 

standards.  

Perhaps something to beyond just knowing the current 

Ethics Code, but also actively seeking out or being aware 

of changes in the field related to ethics. 

Knowledge about being current with the ethical code is 

required by the current ethical code. Consider adding the 

accountability of staying updated with standards of the 

professional organizations. 

Preservice behavior analysts are 

knowledgeable and remain current in the ethical 

code, and standards of the profession published by 

our professional certification and licensure bodies.  
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Preservice behavior analysts are aware of their 

personal and professional limitations in working 

with diverse clients. 

Preservice behavior analysts are aware of their personal 

and professional limitations in working with diverse clients 

and utilize approved resources for ensuring provision of 

equal and ethical services. 

May be helpful to include exemplars of diverse, since often 

people only think race in this context. 

Preservice behavior analysts demonstrate 

understanding of the ways in which their personal 

and professional values and implicit bias may 

conflict with or accommodate the needs of diverse 

clients. 

Based on their self-identified personal and 

professional limitations, preservice behavior 

analysts demonstrate when and how to make 

appropriate referrals to other behavior analysts 

or professionals with relevant experience and 

specialized knowledge of the client’s culture. 

Based on their self-identified personal and professional 

limitations, preservice behavior analysts can identify when 

and how they would make appropriate referrals to other 

behavior analysts or professionals with relevant experience 

and specialized knowledge of the client’s culture. 

Seek appropriate supervision if referral is not possible. 

Ask supervision to increase scope of knowledge and 

address biases. 

Based on their self-identified personal and 

professional limitations, preservice behavior 

analysts demonstrate when and how to make 

appropriate referrals to other behavior analysts or 

other professionals with relevant experience and 

specialized knowledge of the client’s culture or the 

behavior analyst seeks appropriate supervision. 

Preservice behavior analysts demonstrate 

practices allowing client assent and consent 

(where relevant) to assessment and intervention 

for populations with limited language 

proficiency. 

I wonder about those who may not have experience with 

students with limited language ability. 

Preservice behavior analysts demonstrate practices 

allowing client assent and consent to assessment 

and intervention for all populations including 

individuals limited language proficiency or 

nonverbal individuals. 

Preservice behavior analysts can identify ethical 

dilemmas that arise in collaboration with clients 

from nondominant cultures or cultures different 

than their own. 

Consider addressing differences in cultures of families and 

other professionals’ behavior analysts work with from non-

dominant cultures. 

What about families and other professionals? 

Preservice behavior analysts can identify ethical 

dilemmas that arise in collaboration with clients, 

families and other professionals from nondominant 

cultures or cultures different than their own. 
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Preservice behavior analysts demonstrate 

effective use of noncolonial strategies in applied 

behavior analysis, including active participation 

in developing treatment goals and services by 

clients and interested parties 

Something to consider is that some people do not 

understand what noncolonial means. 

I think noncolonial needs to be described, or possibly use 

another word (liberate?) because decolonization 

unfortunately has become politicized and very loaded. I 

think for a competency to become widespread it needs to 

be as palatable as possible to the widest audience. I am not 

saying this isn’t an important competency, it certainly is! 

Just perhaps a re-framing. 

Consider changing noncolonial or defining as it is not a 

common term. 

Colonial is vague and undefined. 

Preservice behavior analysts demonstrate effective 

use of noncolonial strategies in applied behavior 

analysis, including active participation in 

developing treatment goals and services by clients 

and interested parties. ADDED non-colonialism is 

defined as avoid the imposition of American or 

Western ideological and values on clients from 

diverse backgrounds. 

Preservice behavior analysts demonstrate the 

ability to construct culturally relevant 

intervention goals in collaboration with clients 

from nondominant cultures or cultures different 

than their own. 

Assessment targets should be included. 

Assessment targets lead the entire process, the purpose of 

the assessment can be biased. 

Preservice behavior analysts demonstrate ability to 

construct culturally relevant assessment targets, 

intervention goals, and procedures in collaboration 

with clients from nondominant cultures or cultures 

different than their own 

Preservice behavior analysts will be attentive to 

diverse clients’ and colleagues’ values, beliefs, 

and fears that could affect intervention 

participation. 

I think a stronger verb than “attentive to” would work here 

perhaps, respond or engage with. 

It it’s possible maybe also add in a piece here about making 

accommodations for those values, beliefs, and fears. 

Preservice behavior analysts will be attentive and 

accommodate diverse values, beliefs, and fears that 

could affect intervention participation for clients’ 

and colleagues from different backgrounds. 

Preservice behavior analysts demonstrate the 

use of instructional/intervention materials that 

validate and consider clients’ cultural, linguistic, 

spiritual, racial, and gender identities. 

Special education is missing from this. 

Abilities are also an identity. 

Need to include unpack the different components of 

culture. 

Preservice behavior analysts demonstrate the use 

of instructional/intervention materials that validate 

and consider clients’ cultural, linguistic, spiritual, 

racial, gender identities and ability status. 
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Preservice behavior analysts use appropriate 

culturally sensitive methodological approaches, 

skills, and techniques that reflect the 

professionals’ understanding of the role of 

culture, spirituality, and gender identity in the 

life of the client. 

Culturally sensitive methodological approaches should 

include race, SES and disability. 

Socioeconomic status and disability are missing from the 

competency. 

Preservice behavior analysts use appropriate 

culturally sensitive methodological approaches, 

skills, and techniques that reflect the professionals’ 

understanding of the role of culture, 

spirituality, socioeconomic class, race, ethnicity, 

gender. 

Preservice behavior analysts document 

knowledge of social determinants of health and 

behavior including racism and poverty. 

What is included in social determinism? 

Definition of social determinism will help with clarity. 

Preservice behavior analysts document knowledge 

of social determinants of health (how these social 

construct impact one’s health outcomes) and 

behavior including racism, poverty and ability 

status. 

Preservice behavior analysts understand 

practices that can provide or advocate for the 

provision of information, referrals, and services 

in the language appropriate to the client, which 

may include the use of interpreters. 

No need for the understanding practices If you advocate 

you already understand. 

Advocacy is enough. 

Preservice behavior analysts advocate for the 

provision of information, referrals, and services in 

the language appropriate to the client, which may 

include the use of interpreters 

Preservice behavior analysts understand the role 

of conversations with clients about their 

spiritual, religious, and secular beliefs and 

affiliations in understanding their values and 

beliefs. 

Understanding needs an action verb. 

I think this could be clearer. I also think it could be more 

related to something we do in practice (indirect 

assessments). So instead of understanding the role of a 

conversation, it’s that they demonstrate how to glean 

information about clients’ spiritual and religious beliefs to 

inform practices (or something). 

Preservice behavior analysts demonstrating how to 

glean information about clients’ spiritual, religious, 

and secular beliefs and affiliations in 

understanding their values and beliefs. 

Preservice behavior analysts demonstrate self-

awareness of their own personal, and cultural 

values and beliefs as one way of appreciating 

the importance of multicultural, intersectional 

identities in the lives of people. 

I am not sure if it is a competency to be able to appreciate 

something. I think it would be better if the competency was 

just about their ability to be self-aware. 

I feel like this is the most important skills to have, self-

awareness should include culture, values, believes, how 

these interaction interplay with values. 

Preservice behavior analysts demonstrate self-

awareness of their own personal, cultural values 

and beliefs and the way in which cultural identifies 

shape values and beliefs as one way of 

appreciating the importance of multicultural, 

intersectional identities in the lives of people. 
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Ranking of Each Competency  

 Mean 

Std. 

Deviation 

Ethics & Values   

 Preservice behavior analysts are aware of their personal and professional limitations in working with diverse clients.  4.00 2.519 

 

Preservice behavior analysts demonstrate practices allowing client assent and consent (where relevant) to assessment and intervention 

for populations with limited language. 
4.73 3.269 

 Preservice behavior analysts prioritize client outcomes and wellbeing over personal and/or professional gains. 5.57 3.839 

 

Preservice behavior analysts demonstrate the use of client-centered practices to increase client engagement during an assessment, 

intervention, and progress monitoring. 
6.50 3.350 

 

Preservice behavior analysts demonstrate incorporating client voice in social validity measures (e.g., questionnaires, interviews, 

behavioral observation measures including assessment of client affect and indices of happiness) used in clinical practice and  research. 
6.53 3.550 

 

Based on their self-identified personal and professional limitations, preservice behavior analysts demonstrate when and how to make 

appropriate referrals to other behavior analysts or professionals with relevant experience and specialized knowledge of the client’s 

culture. 

7.70 3.218 

 Preservice behavior analysts demonstrate culturally responsive ethical decision-making skills during clinical practice and research. 8.53 3.776 

 

Preservice behavior analysts can list ways to effectively advocate for change related to diversity, equity, and inclusion within 

organizations. 
8.97 3.023 

 

Preservice behavior analysts can discuss the Behavior Analyst Certification Board (BACB) ethical code and identify the gaps related 

to diversity, equity, justice, and inclusion that still need to be addressed. 
9.30 3.196 

 

Preservice behavior analysts demonstrate how to plan for and effectively communicate during ethical dilemmas related to diffe rences 

in opinions, values, agendas, histories, etc. 
9.43 3.002 

 

Preservice behavior analysts demonstrate knowledge of community-based participatory research (research that equitably involves 

community members, organizational representatives, and academic researchers in all aspects of the research process) practices . 
9.70 3.640 

Preservice behavior analysts demonstrate applications of community-based participatory research (research that equitably involves 

community members, organizational representatives, and academic researchers in all aspects of the research process) practices in 

behavior analytic research that prevent exploitation and harm to vulnerable populations.  

Preservice behavior analysts can identify ethical dilemmas that arise in collaboration with clients from nondominant cultures  or 

cultures different than their own. 

10.00 

 

10.80 

3.842 

 

2.797 

Cross-Cultural Application with Clients Who Identify as a Sexual or Gender Minority    

 

Preservice behavior analysts demonstrate an understanding that people have diverse sexual orientations, gender identities, and gender 

expressions that intersect with other identities and contexts. 
2.60 1.329 

 

Preservice behavior analysts examine their own bias, attitudes about, and knowledge of sexual orientation, gender identity, a nd gender 

expression may impact their practices in ABA, particularly the services they provide to LGBTQAI+ clients. 
2.93 2.100 

 

Preservice behavior analysts demonstrate the use of identity-affirming practices with transgender and gender nonconforming (TGNC) 

clients, supervisees, and colleagues. 
3.30 1.985 

 



109 

Table 7 Continued 

 

Preservice behavior analysts know how to adapt interventions and use culturally responsive teaching and training strategies when 

working with clients and families who identify as a sexual or gender minority. 
4.27 2.067 

Preservice behavior analysts demonstrate understanding that gender is nonbinary with a range of gender identities and express ions and 

that gender identity may not align with assigned sex at birth. 

Preservice behavior analysts know how to identify and address communication errors that may occur when working with clients and 

colleagues who identify as a sexual or gender minority. 

5.73 

 

6.03 

2.050 

 

2.282 

Preservice behavior analysts can discuss the history of conversion therapy in relation to sexual orientation, the harms cause by 

attempting to change sexual orientation and current ethical guidelines for behavior analysts that are against conversion therapy. 

Preservice behavior analysts can list practices to affirm the identity and inclusion of sexual minority clients and communities during 

all aspects of research (e.g., providing a range of demographic options in surveys). 

6.33 

 

6.77 

2.218 

 

2.223 

 

Preservice behavior analysts can list best practices for outreach to LGBTQAI+ communities including representation in outreach 

materials (i.e., brochures and websites). 
7.03 1.866 

Cultural Application with Clients from Different Religious and Spiritual Backgrounds    

 

Preservice behavior analysts understand that clients may have spiritual, religious, or secular beliefs and affiliations that might not align 

well with the philosophy and worldview underlying ABA practices. 
2.13 0.973 

 Preservice behavior analysts can define justice, equity, diversity, and inclusion operationally. 2.53 1.358 

 

Preservice behavior analysts will partner with clients and families when incorporating religious and spiritual beliefs in tre atment goals 

and interventions. 
2.60 1.133 

 

Preservice behavior analysts understand the role of conversations with clients about their spiritual, religious, and secular beliefs and 

affiliations in understanding their values and beliefs. 
2.73 0.944 

Cultural Awareness and Reflective Practices   

 

Preservice behavior analysts acknowledge and reflect on the sources of implicit and explicit bias, and practice ways to counter these 

biases. 
2.37 1.474 

 

Preservice behavior analysts self-identify their own personal experiences and background that may influence their beliefs, values, and 

practices and demonstrate practices that minimize their imposition of these beliefs, values, and practices onto their clients . 
2.67 1.269 

 

Preservice behavior analysts demonstrate self-awareness of their own personal, and cultural values and beliefs as one way of 

appreciating the importance of multicultural, intersectional identities in the lives of people.  
2.87 1.570 

 

Preservice behavior analysts self-identify their own personal experiences and background that may influence their beliefs, values, and 

practices and demonstrate practices that minimize their imposition of these beliefs, values and practices onto their clients.  
3.43 1.135 

Preservice behavior analysts use appropriate culturally sensitive methodological approaches, skills, and techniques that reflect the 

professionals' understanding of the role of culture, spirituality, and gender identity in the life of the client.  

Preservice behavior analysts acknowledge and reflect on the historical and cultural context different clients and colleagues bring to the 

team, particularly those systematically excluded from research and intervention. 

3.53 

 

3.67 

3.288 

 

1.269 

Cultural Awareness and Reflective Practices   

 

Preservice behavior analysts demonstrate the ability to construct culturally relevant intervention goals in collaboration wit h clients 

from nondominant cultures or cultures different than their own. 
5.33 3.166 
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Preservice behavior analysts can identify potentially problematic items on commonly used standardized assessment tools in ABA for 

culturally diverse clients. 
5.97 3.961 

 Preservice behavior analysts effectively convey assessment results to families from different cultural backgrounds. 6.10 3.791 

 

Preservice behavior analysts demonstrate the use of instructional/intervention materials that validate and consider client’s cultural, 

linguistic, spiritual, racial, and gender identities. 
6.37 4.279 

 

When providing behavior analytic services to a client from a cultural background different than their own, the preservice behavior  

analyst recognizes that the client’s beliefs about the variables of human behavior and learning might differ from their own.  
6.73 3.423 

 

Preservice behavior analysts demonstrate effective use of noncolonial strategies in applied behavior analysis, including acti ve 

participation in developing treatment goals and services by clients and interested parties. 
7.43 4.477 

 

Preservice behavior analysts recognize the great diversity among groups (e.g., there is great diversity among Asian Americans , 

LQBTQAI+) and demonstrate cultural humility (self-reflection and self-critique whereby the individual learns about another's culture, 

but one starts with an examination of her/his own beliefs and cultural identities) in determining their client’s values and p references 

and worldview. 

7.67 4.020 

 

The preservice behavior analyst understands that a client from a different cultural background may perceive the use of language 

differently and understands the role of this difference in socio-pragmatic rules in communication breakdown. Examples include 

requests or topics that are culturally inappropriate for one of the parties, given the context or use of personal address, bodily distance, 

and nonverbal communication seen as disrespectful or nonengaged by one of the parties. 

9.73 3.226 

 

Preservice behavior analysts will be attentive to diverse clients' and colleagues' values, beliefs, and fears that could affect intervention 

participation. 
10.27 3.814 

 

When providing behavior analytic services to a client from a cultural background different than their own, the preservice beh avior 

analyst can identify when misunderstandings occur due to intercultural communication breakdown. 
10.57 2.991 

 

Preservice behavior analysts are aware of potential power dynamics and information inequities that may be present when client s and 

colleagues are from different backgrounds and identities than their own. 
11.87 4.167 

 

Preservice behavior analysts demonstrate how to plan for and effectively communicate during situations related to differences  in 

opinions, values, agendas, histories, etc. 
11.97 4.635 

Preservice behavior analysts incorporate two-way communication and feedback loops during the intervention and research activities. 

Preservice behavior analyst understands the practice and role of cultural brokerage (bridging, linking, or mediating between groups or 

persons of differing cultural backgrounds to reduce conflict or producing change) in easing culturally based misunderstanding s and 

improving communication when the behavior analyst is from a cultural background different from their client.  

12.27 

 

13.37 

5.539 

 

3.755 

Cultural Awareness and Reflective Practices   

 

Preservice behavior analysts recognize the great diversity among groups (e.g., there is great diversity among Asian Americans, 

LQBTQAI+) and demonstrate cultural humility (self-reflection and self-critique whereby the individual learns about another's culture, 

but one starts with an examination of her/his own beliefs and cultural identities) in determining their client’s values and preferences 

and worldview. 

13.40 5.096 

 

Preservice behavior analysts demonstrate knowledge of how to extend ABA interventions to bilingual clients from different cul tural 

backgrounds other than their own. 
14.13 4.485 
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Table 7 Continued 

 

Preservice behavior analysts can identify resources for educating clients, supervisees, and colleagues about inclusive behavi ors 

towards historically marginalized communities (i.e., LGBTQAI+ communities). 
16.17 3.905 

 

Preservice behavior analysts understand when to appropriately seek cultural brokerage (bridging, linking, or mediating betwee n 

groups or persons of differing cultural backgrounds to reduce conflict or produce change), professional development, or when to refer 

to other behavior analysts when providing ABA services to clients with different spiritual, religious, and secular beliefs an d 

affiliations, different race, and ethnicity, different gender identity, than their own. 

17.13 3.381 

Awareness of Other Cultures and Cultural Humility   

Preservice behavior analysts demonstrate knowledge of systemic oppression of individuals with a disability, especially at the  

intersection of disability and race/ethnicity. 

Preservice behavior analysts use authentic engagement and active listening, self-reflection practices and an approach of cultural 

humility when working with clients and supervisees with different cultural or sexual identities other than their own to disru pt potential 

power imbalances and identify shared values. 

2.93 

 

3.93 

1.856 

 

3.084 

 

Preservice behavior analysts demonstrate knowledge about White supremacy and the structural violence of racism that Black, 

Indigenous, and other people of color experience in the United States. 
4.20 2.524 

 Preservice behavior analysts demonstrate knowledge of anti-racist and anti-bias actions with various identities and cultures. 4.47 2.583 

 Preservice behavior analysts document knowledge of social determinants of health and behavior including racism and poverty. 5.30 2.437 

 

Preservice behavior analysts demonstrate an understanding of acculturation (the assimilation to a different culture, typicall y the 

dominant one) processes, intergenerational dynamics, and the challenges faced by recent immigrants to a culture different than their 

home culture. 

6.27 2.318 

 

Preservice behavior analysts recognize the great diversity among groups (e.g., there is great diversity among African America ns 

individuals who identify as sexual and gender minorities) and demonstrate cultural humility in determining their client’s values and 

preferences, and worldview. 

6.63 2.385 

 

Preservice behavior analysts demonstrate knowledge about the history of measurement development and how it has been historically 

used to harm people with disabilities and people of color (IQ, adaptive behavior, mental health).  
6.63 2.297 

 Awareness of Other Cultures and Cultural Humility   

 

Preservice behavior analysts understand practices that can provide or advocate for the provision of information, referrals, and services 

in the language appropriate to the client, which may include the use of interpreters. 
7.07 2.677 

 

Preservice behavior analysts demonstrate awareness of the legal, ethical, and practical issues related to language translation and the 

appropriate use of interpreters in assessment and intervention for non-English-speaking clients. 
7.57 2.725 

Disrupting Inequitable Systems   

Preservice behavior analysts demonstrate knowledge of the underrepresentation of clients from Black, Indigenous, and other 

nondominant, non-White backgrounds in applied behavior analysis. 

Preservice behavior analysts can discuss how to actively use culturally responsive practices at all levels of the organizational structure 

and procedures. 

3.27 

 

3.67 

2.518 

 

2.591 

 

Preservice behavior analysts actively promote a culture of accountability to the mission and vision statements of the organization 

using measurable goals with realistic timelines. 
4.10 2.369 
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Table 7 Continued 

 

Preservice behavior analysts can discuss how to arrange environmental contingencies and meta-contingencies to shape their own 

behavior, and the behavior of colleagues and organizations. 
4.47 2.556 

 

Preservice behavior analysts understand the behavioral approach for addressing bias and racism (e.g., behavior assessment, 

intervention, monitoring). 
6.17 3.640 

 

Preservice behavior analysts can list effective strategies to support and advocate for recruitment, admissions and hiring, supervision, 

and retention efforts in behavior analytic programs and agencies that increase visibility and representation from diverse gro ups and 

identities within the organization. 

6.63 2.484 

 

Preservice behavior analysts can discuss strategies to improve the diversity of organizational leadership (e.g., at least 1/3  of leadership 

from diverse backgrounds and identities) using strategies derived from organizational behavior management. 
7.40 2.343 

 

Preservice behavior analysts can discuss practices and advocacy strategies for disrupting health and education disparities affecting 

access to applied behavior analysis for clients from Black, Indigenous, and other nondominant, non-White backgrounds. 
7.67 2.857 

 

Preservice behavior analysts can list ways to effectively advocate for change related to diversity, equity, and inclusion wit hin 

organizations. 
7.80 3.284 

 

Preservice behavior analysts can list effective strategies to advocate for improving the diversity of advisory boards, vendors, and 

collaborators of the organization. 
8.30 2.380 

 

Preservice behavior analysts understand the importance of collaborating with organizational leadership on identifying why diverse 

staff and clients leave the organization and reflect on ways to improve retention and growth within the organization.  
8.73 3.769 

 

Preservice behavior analysts can list best practices for improving access to research participation for underserved populations (Black, 

Indigenous, People of Color, nondominant gender, sexual orientation, and religious groups, disabilities other than autism/int ellectual 

and developmental disability). 

9.80 2.398 
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“Preservice behavior analysts understand when to appropriately seek cultural brokerage 

(bridging, linking, or mediating between groups or persons of differing cultural backgrounds to 

reduce conflict or produce change), professional development, or when to refer to other behavior 

analysts when providing ABA services to clients with different spiritual, religious, and secular 

beliefs and affiliations, different race, and ethnicity, different gender identity, than their own” (M 

= 17.13, SD = 3.381). 

Round Two 

Based on the results of Round 1, a total of 33 competencies were included in Round 2. 

Sixteen competencies were included to obtain consensus, and 15 competencies were included to 

examine their clarity. Based on the criteria of a median of 6 with an IQR of 1 or less, two 

competencies of the 16 competencies met consensus (see Table 9). Based on the percentage of 

agreement of median of 6 or higher with minimum of 80% yes rating, five additional 

competencies met consensus (see Table 9). Nine competencies did not reach consensus and were 

included in the final round (see Table 10).  

Thematic Analysis. Thirteen of the 15 competencies of the reworded competencies were 

marked as clear (see Table 8). The feedback for the other two was consistent across responses. 

The item “Preservice behavior analysts demonstrating how to glean information about clients' 

spiritual, religious, and secular beliefs and affiliations in understanding their values and beliefs” 

obtained a 70% acceptance rating, falling short of the 80% consensus criteria. 
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Table 8 

Confirmation of The Reworded Suggestion  

Rewording Suggestion % of agreement 

on the clarity of 

the suggested 

rewording 

Comments  

   

Pre-service behavior analysts are 

knowledgeable and remain current in the ethical 
code, and standards of the profession published by 
our professional certification and licensure bodies.  

100  

Pre-service behavior analysts demonstrate 
understanding of the ways in which their personal 

and professional values and implicit bias may 
conflict with or accommodate the needs of diverse 
clients. 

97  

Pre-service behavior analysts demonstrate 
understanding of the ways in which their personal 

and professional values and implicit bias may 
conflict with or accommodate the needs of diverse 
clients. 

95  

Based on their self-identified personal and 
professional limitations, pre-service behavior 
analysts demonstrate when and how to make 

appropriate referrals to other behavior analysts or 
other professionals with relevant experience and 

specialized knowledge of the client’s culture or the 
behavior analyst seeks appropriate supervision. 

100  

Pre-service behavior analysts can identify ethical 

dilemmas that arise in collaboration with clients, 
families and other professionals from non-

dominant cultures or cultures different than their 
own. 

100  

Pre-service behavior analysts demonstrate effective 

use of non-colonial strategies in applied behavior 
analysis, including active participation in 

developing treatment goals and services by clients 
and interested parties. ADDED non colonialism is 
defined as avoid the imposition of American or 

Western ideological and values on clients from 
diverse backgrounds 

100  

Pre-service behavior analysts demonstrate ability to 
construct culturally relevant assessment targets, 
intervention goals, and procedures in collaboration 

with clients from non-dominant cultures or cultures 
different than their own. 

100  
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Table 8 Continued 

Pre-service behavior analysts will be attentive and 

accommodate diverse values, beliefs, and fears that 
could affect intervention participation for clients’ 

and colleagues from different background. 

98  

Pre-service behavior analysts demonstrate the use 
of instructional/intervention materials that validate 

and  

100  

consider clients’ cultural, linguistic, spiritual, 

racial, gender identities and ability status. 

  

Pre-service behavior analysts use appropriate 
culturally sensitive methodological approaches, 

skills, and techniques that reflect the professionals' 
understanding of the role of culture, 

spirituality, socioeconomic class, race, ethnicity, 
gender 

100  

Pre-service behavior analysts document knowledge 

of social determinants of health (how these social 
construct impact one’s health outcomes) and 

behavior including racism, poverty and ability 
status. 

100  

Pre-service behavior analysts advocate for the 

provision of information, referrals, and services in 
the language appropriate to the client, which may 

include the use of interpreters. 

100  

Pre-service behavior analysts demonstrating how to 
glean information about clients’ spiritual, religious, 

and secular beliefs and affiliations in understanding 
their values and beliefs. 

70 *Glean should be 
operationally 

defined 
* I think the word 

glean might be 
misunderstood. 
* to 'glean 

information' sounds 
like they're making 

assumptions, rather 
than collaborating 
with clients 

* How to glean 
information feels 

like assessing or 
gathering, while I 
think conversation 

makes it more of a 
bidirectional 

communication 
opportunity. 
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Table 8 Continued 

Pre-service behavior [analysts demonstrate self-
awareness of their own personal, cultural values 
and beliefs and the way in which cultural identifies 

shape values and beliefs as one way of appreciating 
the importance of multicultural, intersectional 

identities in the lives of people. 

100  
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Table 9 

Round Two Descriptive Statistics of the Suggested Competencies  
Domain Competency Description Mean Median SD IQR Yes/No 

Ethics and Values      

 

Preservice behavior analysts can discuss the Behavior Analyst Certification Board (BACB) ethical code and 

identify the gaps related to diversity, equity, justice, and inclusion that still need to be addressed.  
7.00 7 20.000 1 93 

 

Preservice behavior analysts can list ways to effectively advocate for change related to diversity, equity, and 

inclusion within organizations. 
8.00 8 1.627 2 92 

 

Preservice behavior analysts demonstrate knowledge of community-based participatory research practices 

(research that equitably involves community members, organizational representatives, and academic 

researchers in all aspects of the research process) 

7.00 7 10.000 2 75 

Cultural Awareness and Reflective Practices      

 

Preservice behavior analysts demonstrate self-awareness of their own personal, and cultural values and 

beliefs as one way of appreciating the importance of multicultural, intersectional identities in the lives of 

people. 

8.00 8 1.176 2 87 

Cross-Cultural Application       

 

Preservice behavior analysts can identify resources for educating clients, supervisees, and colleagues about 

inclusive behaviors towards historically marginalized communities (i.e., BIPOC, special education and 

LGBTQAI+ communities). 

7.50 8 1.202 1 92 

 

When providing behavior analytic services to a client from a cultural background different than their own, 

the preservice behavior analyst can identify when misunderstandings occur due to intercultural 

communication breakdown. 

8.00 9 20.000 2 75 

 

Preservice behavior analysts understand when to appropriately seek cultural brokerage professional 

development, or when to refer to other behavior analysts when providing ABA services to clients with 

different spiritual, religious, and secular beliefs and affiliations, different race, and ethnicity, different gender 

identity, than their own. Cultural brokerage is defined as bridging, linking, or mediating between groups or 

persons of differing cultural backgrounds to reduce conflict or produce change. 

7.78 8 1.450 2 88 

Cultural Application with Clients from Different Religious and Spiritual Backgrounds      

 

Preservice behavior analyst understands that a client from a different cultural background may perceive the 

use of language differently and understands the role of this difference in socio -pragmatic rules in 

communication breakdown. Examples include requests or topics that are culturally inappropriate for one of 

the parties, given the context or use of personal address, bodily distance, and nonverbal communication seen 

as disrespectful or nonengaged by one of the parties. 

7.14 8 1.627 2 89 

 

Preservice behavior analysts demonstrate understanding of acculturation (the assimilation to a different 

culture, typically the dominant one) processes, intergenerational dynamics, and the challenges faced by 

recent immigrants to a culture different than their home culture. 

 

7.63 8 1.391 2 80 

 



118 

Table 9 Continued 

 

Preservice behavior analysts demonstrate knowledge about the history of measurement development and 

how it has been historically used to harm people with disabilities and people of color (IQ, adaptive behavior, 

mental health). 

7.74 8 1.375 2 77 

 

Preservice behavior analysts demonstrate knowledge of anti-racist and anti-bias actions with various 

identities and cultures. 
7.86 8 1.325 2 75 

Cross-Cultural Application with Clients who Identify as a Sexual or Gender Minority       

 

Preservice behavior analysts can discuss the history of conversion therapy about sexual orientation, the 

harms caused by attempting to change sexual orientation, and current ethical guidelines for behavior analysts 

that are against conversion therapy. 

7.44 8 1.625 2 75 

 

Preservice behavior analysts can list best practices for outreach to LGBTQAI+ communities, including 

representation in outreach materials (i.e., brochures and websites). 
5.93 6 1.685 2 68 

 

Preservice behavior analysts demonstrate an understanding that gender is nonbinary with a range of gender 

identities and expressions and that gender identity may not align with assigned sex at birth. 
7.63 9 1.779 3 65 

Disrupting Inequitable Systems      

 Preservice behavior analysts can define justice, equity, diversity, and inclusion operationally. 7.89 8 1.528 2 88 

 

Preservice behavior analysts can list effective strategies to advocate for improving the diversity of advisory 

boards, vendors, and collaborators of the organization. 
7.19 8 2.190 3 75 

 

Preservice behavior analysts can list best practices for improving access to research participation for 

underserved populations (Black, Indigenous, People of Color, nondominant gender, sexual orientation, and 

religious groups, disabilities other than autism/intellectual and developmental disability).  

7.22 8 1.717 3 73 
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Round Three 

Nine competencies were reevaluated for consensus based on the results of Round 2 

(Table 8). Five of them earned consensus based on having an IQR of 1 or lower and an approval 

consensus of 80% or above. From the panelist’s opinions the following competencies did not 

receive consensus: 

1. Ethics and Values 

a. Preservice behavior analysts demonstrate knowledge of community-based participatory 

research practices (research that equitably involves community members, organizational. 

b. representatives, and academic researchers in all aspects of the research process) 

2. Cross-Cultural Application with Clients who Identify as a Sexual or Gender Minority 

a. Preservice behavior analysts can discuss the history of conversion therapy about sexual 

orientation, the harms caused by attempting to change sexual orientation, and current 

ethical guidelines for behavior analysts that are against conversion therapy. 

b. Preservice behavior analysts can list best practices for outreach to LGBTQAI+ 

communities, including representation in outreach materials (i.e., brochures and 

websites). 

3. Disrupting Inequitable Systems  

Preservice behavior analysts can list best practices for improving access to research 

participation for underserved populations (Black, Indigenous, People of Color, nondominant 

gender, sexual orientation, and religious groups, disabilities other than autism/intellectual and 

developmental disability). 

The IQR of each domain competency was established and provided information about the 

dispersion of the data's central 50%. The lower the IQR, the more likely it was that the panelists 
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agreed on the topic. Table 10 shows a summary of the IQR for each of the seven domains 

aggregated according to rounds. According to the results, the domain of ethics and values had the 

highest level of agreement among the panelists in Round 1 (66.7%). The domain with the most 

IQR disagreement was disrupting inequitable systems, which had the most IQR values of 3 

(33.3%). The same pattern was observed in Round 2, when the ethics and values domain had the 

lowest IQR, reflecting greater agreement among panelists. Based on the IQR values, the domain 

with the most disagreements in Round 2 were disrupting inequitable systems. The IQR values for 

each competency in Rounds 1–3 are compiled and reported in Tables 5,9 and 10. 
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Table 10 

Round Three Descriptive Statistics of the Suggested Competencies 
Domain Competency Description Mean Median SD IQR Yes/No 

Ethics and Values      

 

Preservice behavior analysts demonstrate knowledge of community-based participatory research practices 

(research that equitably involves community members, organizational representatives, and academic 

researchers in all aspects of the research process) 7.04 7 1.319 2 75 

Cross-Cultural Application       

 

When providing behavior analytic services to a client from a cultural background different than their own, 

the preservice behavior analyst can identify when misunderstandings occur due to intercultural 

communication breakdown. 7.79 8 1.166 2 96 

Awareness of Other Cultures and Cultural Humility       

 

Preservice behavior analysts demonstrate knowledge of anti-racist and anti-bias actions with various 

identities and cultures. 7.46 7.5 1.170 1 81 

 

Preservice behavior analysts demonstrate knowledge about the history of measurement development and 

how it has been historically used to harm people with disabilities and people of color (IQ, adaptive behavior, 

mental health). 7.25 7 1.076 1 86 

Cross-Cultural Application with Clients who Identify as a Sexual or Gender Minority      

 

Preservice behavior analysts demonstrate an understanding that gender is nonbinary with a range of gender 

identities and expressions and that gender identity may not align with assigned sex at birth.  7.25 7 1.175 1 81 

 

Preservice behavior analysts can discuss the history of conversion therapy about sexual orientation, the 

harms caused by attempting to change sexual orientation, and current ethical guidelines for behavior analysts 

that are against conversion therapy. 7.32 8 1.389 2 64 

 

Preservice behavior analysts can list best practices for outreach to LGBTQAI+ communities, including 

representation in outreach materials (i.e., brochures and websites). 6.14 6 1.297 2 39 

Disrupting Inequitable Systems      

 

Preservice behavior analysts can list effective strategies to advocate for improving the diversity of advisory 

boards, vendors, and collaborators of the organization. 6.79 7 1.175 1 82 

 

Preservice behavior analysts can list best practices for improving access to research participation for 

underserved populations (Black, Indigenous, People of Color, nondominant gender, sexual orientation, and 

religious groups, disabilities other than autism/intellectual and developmental disability).  7.29 7 1.182 3 75 
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Table 11 

IQR for the Domains Across Rounds One, Two and Three 

Domains Inter-Quartile Range (IQR) 

0 1 2 3 

Round 1     

 Cross-Cultural application  0 (0.0) 7 (29.2) 10 (27.8) 2 (22.2) 

 Cross-Cultural Application with Clients Who 
Identify as a Sexual or Gender Minority 

0 (0.0) 3 (12.5) 4 (11.1) 2 (22.2) 

 Cultural Application with Clients from Different 

Religious and Spiritual Backgrounds 
0 (0.0) 1 (4.2) 3 (8.3) 0 (0.0) 

 Cultural Awareness and Reflective Practices 0 (0.0) 1 (4.2) 3 (8.3) 1 (11.1) 

 Disrupting Inequitable Systems 0 (0.0) 2 (8.3) 6 (16.7) 3 (33.3) 

 Ethics and values 2 (66.7) 8 (33.3) 3 (8.3) 1 (11.1) 

Round 2     

 Cross-Cultural application  0 1 (50.0) 2 (16.7) 0 (0.0) 

 Cross-Cultural Application with Clients Who 
Identify as a Sexual or Gender Minority 

0 0 (0.0) 2 (16.7) 1 (33.3) 

 Cultural Application with Clients from Different 

Religious and Spiritual Backgrounds 
0 0 (0.0) 4 (33.3) 0 (0.0) 

 Cultural Awareness and Reflective Practices 0 0 (0.0) 1 (8.3) 0 (0.0) 

 Disrupting Inequitable Systems 0 0 (0.0) 1 (8.3) 2 (66.7) 

 Ethics and values 0 1 (50.0) 2 (16.7) 0 (0.0) 

Round 3     

 Awareness of Other Cultures and Cultural 

Humility 
0 2 (50.0) 0 (0.0) 0 (0.0) 

 Cross-Cultural application  0 0 (0.0) 1 (25.0) 0 (0.0) 

 Cross-Cultural Application with Clients Who 
Identify as a Sexual or Gender Minority 

0 1 (25.0) 2 (50.0) 0 (0.0) 

 Disrupting Inequitable Systems 0 1 (25.0) 0 (0.0) 1 (100.0) 

 Ethics and values 0 0 (0.0) 1 (25.0) 0 (0.0) 
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In addition to the Likert-scale questions, participants were asked about inclusion of 

competencies to the curriculum, which was expressed by a binary yes or no response. This was 

calculated as a percentage, and Table 11 shows a summary of how the panelists answered in each 

of the domains aggregated to the rounds. The proportions were divided into two groups: those 

above 80% and those below 80%. Cross-cultural application (26.4%) had the highest rate of 

above 80% agreement in Round 1, followed by ethics and values (18.9%). Round 2 yielded 

mixed findings, with approval and objections somewhat evenly distributed throughout the 

domains. 

Table 12 

Analysis of Inclusion of Competency Using Binary Responses for the Domains 

Domains 80% and Above Less than 80% 

Round 1   

 Cross-Cultural application  14 (26.4%) 5 (26.3%) 

 Cross-Cultural Application with Clients Who Identify 
as a Sexual or Gender Minority 

6 (11.3%) 3 (15.8%) 

 Cultural Application with Clients from Different 

Religious and Spiritual Backgrounds 
3 (5.7%) 1 (5.3%) 

 Cultural Awareness and Reflective Practices 4 (7.5%) 1 (5.3%) 

    

 Disrupting Inequitable Systems 9 (17.0%) 2 (10.5%) 

 Ethics and Values 10 (18.9%) 4 (21.1%) 

Round 2   

 Cross-Cultural application  2 (25.0%) 1 (11.1%) 

 Cross-Cultural Application with Clients Who Identify 
as a Sexual or Gender Minority 

0 (0.0%) 3 (33.3%) 

 Cultural Application with Clients from Different 

Religious and Spiritual Backgrounds 
2 (25.0%) 2 (22.2%) 
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Table 12 Continued 

 Cultural Awareness and Reflective Practices 1 (12.5%) 0 (0.0%) 

 Disrupting Inequitable Systems 1 (12.5%) 2 (22.2%) 

 Ethics and Values 2 (25.0%) 1 (11.1%) 

Round 3   

 Awareness of Other Cultures and Cultural Humility 2 (40.0%) 0 (0.0%) 

 Cross- Cultural application  1 (20.0%) 0 (0.0%) 

 Cross-Cultural Application with Clients Who Identify 
as a Sexual or Gender Minority 

1 (20.0%) 2 (50.0%) 

 Disrupting Inequitable Systems 1 (20.0%) 1 (25.0%) 

 Ethics and Values 0 (0.0%) 1 (25.0%) 

 

Thematic Analysis. The open-ended questions at the end of every section were analyzed 

using thematic analysis, which revealed fresh themes that inspired the creation of further new 

competencies for the following round. Tables 5 and 9 revealed the results of the theme analysis 

for Rounds 1 and 2, respectively. In Round 1, 14 competencies received comments on their 

wording, which required the competencies to be reworded and so wording adjustments were 

made to be evaluated in Round 2. Table 5 summarizes the 14 reworded competencies. When 

these 14 competencies were given for evaluation in Round 2, 10 (71.4%) obtained 100% 

approval, with the remaining four competencies earning greater than 95% approval, with the 

exception of one that received 70% approval (Table 8). 

Summary 

The principal investigator of this study sought panelist consensus on a comprehensive 

checklist of DEJI competencies that could be used in future curricular revision and development 

in master's degree programs in ABA to ensure adequate preparation of behavior analysts and to 

contribute to the development of meaningful instructional materials. With a panel of practicing 
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BCBAs, the researcher was able to reach consensus on the majority of competencies included in 

this study, with the exception of four competencies that did not receive consensus at the end of 

the three rounds.   
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CHAPTER IV: DISCUSSION 

There is an ongoing disparity between the changing demographics of an increasingly 

multicultural society and the mostly White BCBA workforce, which presents a clear need to 

actively address the implication of such a gap. The field of ABA recognizes the necessity for 

comprehensive training on multiculturalism and culturally relevant practices to address this 

discrepancy (Beaulieu et al., 2019; Beaulieu & Jimenez‐Gomez, 2022; Conners et al., 2019). 

There is a scarcity of literature and empirical research in ABA that identifies and defines DEJI 

competencies for behavior analysts. The lack of professional guidance on scope and sequence for 

DEJI poses a systematic challenge for ABA training programs to effectively undertake these 

issues. 

In response to the murders of Black individuals by police officers in spring 2020, the 

Association for Behavior Analysis International (ABAI, 2020) issued a statement expressing 

their commitment to equity and pledged to enhance their efforts in diversity, equity, and 

inclusion: 

Commitment to Equity, 2020. We join with voices across the country and world in 

expressing our outrage over the numerous acts of racial violence that have happened 

recently in the US, including the murders of George Floyd, Breonna Taylor, and Ahmaud 

Arbery, among many others. We also recognize importantly that these acts are not unique 

to the US—racial violence and inequity happen all over the world and are most certainly 

not recent phenomena. 

There is a great need for change in our society and our world and we feel it is important 

to start with home--our collective home of the Association for Behavior Analysis 

International. We are committed to creating a more nurturing and welcoming 

environment for all of our members. We have a great deal of work in front of us, but we 
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wanted to announce (and re-announce) some of the things that are happening now within 

the organization: 

Last fall, the ABAI Council appointed a board for Diversity, Equity, and Inclusion (DEI) 

whose charge is to support efforts to foster a climate of diversity, equity, and inclusion in 

behavior analysis and ABAI. The committee is comprised of some of ABAI's strongest, 

most talented forces for good…. The DEI Board already has established programs to 

promote DEI for the ABAI community through an ABAI scholarship via a paper 

competition on DEI and an award for achievement in innovations in DEI. More on these 

opportunities will be disseminated as the DEI Board arranges the details. (ABAI, 2020, 

para. 1–3) 

Nonetheless, the statement lacked specific measurable actions. The aftermath of the 

brutal murders in 2020 enhanced the social justice movement across the United States, and there 

has been a surge in published literature within ABA addressing systemic racism and the 

imperative for active disruption (Matsuda et al., 2020). For example, the journal Behavior 

Analysis in Practice (BAP) published a special issue in 2022 entitled “Leading the Charge: A 

Look Inside the Behavior Analysis in Practice Emergency Series of Publications on Systemic 

Racism and Police Brutality” (Gingles et al., 2022). In this issue, ABA scholars underscored the 

importance of individual accountability in sustaining anti-racist actions as White behavior 

analysts (Machalicek et al., 2021), advancing the field towards antiracism (Matsuda et al., 2020), 

comprehending racism through the lens of ABA (Morris et al., 2021), aligning ABA with social 

justice frameworks (Pritchett et al., 2021), and implementing restorative practices within the 

field (Pavlacic et al., 2021). In addition, Catrone et al. (2022) advanced a detailed and novel 

model examining the intersection of disability and race in ABA practices, the first paper that 
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brings to the fore front the literature of disability and critical race theory and examined how they 

can be translated to ABA practices. While there is a notable trend in raising awareness 

documented through ABA peer-reviewed publications, the challenge remains to translate these 

conceptual ideas into tangible practices for training future behavior analysts. The need to 

translate conceptual ideas to tangible practices emphasizes the ongoing need to bridge the gap 

between the demographics of BCBAs, the history of the field, and the diverse needs of 

individuals receiving ABA services, as well as the critical importance of addressing DEJI 

competencies within ABA training programs (Catrone et al., 2022; Donovan et al., 2022; Levy et 

al., 2021). The competencies suggested in this study could be an initial step addressing the 

current gaps. The competencies that were validated in this study provide the opportunity to train 

professionals to improve access for services for clients and families from all populations. If 

embedded systematically these competencies can facilitate future practitioners to identify explicit 

and implicit tenets of White Supremacy in professional settings and to confront racism when its 

presented.  

An initial step in exploring a topic with limited research is to establish content validity by 

obtaining consensus among experts in the field (Boulkedid et al., 2011; Jiménez-Rodríguez et al., 

2020; Keeney et al., 2011). The principal investigators of the current study aimed to provide the 

field with a list of DEJI competencies by obtaining consensus from ABA experts (in this study, 

experts were defined as practicing BCBAs) regarding which competencies they considered 

important to include in ABA master's level preservice university training programs. Additionally, 

the principal investigators sought to establish agreement on which DEJI competencies practicing 

BCBAs deemed necessary for inclusion in the final list (Izaryk & Skarakis-Doyle, 2017; Strear 

et al., 2018). 
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The current modified Delphi study involved a unique group of practicing BCBAs with 

diverse professional and personal backgrounds who were selectively recruited through state 

ABAI affiliated chapters, university ABA graduate program directors, and snowball sampling. 

Experts were defined as 28 BCBAs at the master’s level. Collectively the BCBAs held between 3 

to 15 years of professional experience, and their collective expertise encompassed intellectual 

and developmental disability, autism, and emotional behavioral disorders.  

The final sample of BCBAs that participated in all three rounds of the survey was almost 

double the recommended number of experts to complete the Delphi survey (Akins et al., 2005; 

Makhmutov, 2021). Notably, one half of the BCBAs identified as BIPOC—a significant 

deviation from the 70% of practitioners who identified as White in the BACB’s 2023 survey of 

practicing BCBAs. In addition, six of the nine BCBAs reported to have engaged in DEJI work, 

with a combined experience across the six BCBAs of 19 years. The composition of the panel, 

which included a significant proportion of BIPOC experts, provides valuable insight into 

challenging current assumptions and promoting social justice in the field of ABA. Input from 

practitioners with lived experiences of systemic oppression is crucial to ensure the 

comprehensiveness of DEJI competencies and their ability to address the specific needs of 

individuals from marginalized communities (Burney et al., 2023; Čolić et al., 2021). 

The modified Delphi method (Strear et al., 2018) employed in this study allowed the 

panelist BCBAs to provide ratings and input on the suggested list of competencies without 

requiring them to first participate in interviews or focus groups, which could have been 

burdensome for busy professionals (Skroumpelos et al., 2013). The goal of this modified Delphi 

study was to validate the generated professional standards or practices (Strear et al., 2018). The 

results of the present study indicate that the initial list of competencies reached broad consensus 
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among the participants, with 78% of the competencies achieving consensus in the first round. 

Overall, the modified Delphi method proved to be a useful tool in obtaining expert consensus 

and validating professional standards or practices. 

The assumption guiding this study was validated in that the majority of the suggested 

competencies 89% of the competencies for preservice behavior analyst training were considered 

valuable by the experts. This assumption was based on the limited translation of the conceptual 

and empirical literature, indicating a need for empirical validation (Dennis, 2021). The principal 

investigators of this study gathered responses from a group of 28 BCBAs, and the results 

indicated a shared agreement among them regarding the significance of the proposed DEJI 

competencies in preservice behavior analyst training. In the following sections, the agreement 

results of each category will be discussed.  

Ethics and Values 

The modified Delphi study results indicated that practicing BCBAs reached a consensus 

on the importance of competencies related to ethics and values. The panelists agreed on the need 

to actively examine individuals' biases as an ethical competency (Castro-Hostetler et al., 2021; 

Čolić et al., 2021; Dennison et al., 2019; Deochand & Costello, 2022; Fong et al., 2017; Miller et 

al., 2019). In the final third round of the study, they reached a high level of agreement (93%) on 

the competencies related to this category. The findings of this study support the idea that ethical 

codes alone cannot predict all potential interactions (Arango & Lustig, 2023; Kelly et al., 2021). 

Instead, the BCBAs emphasized the importance of a decision-making process that includes 

collaboration with clients and stakeholders. This collaboration ensures the inclusion of clients' 

assent, voices, and input, leading to culturally relevant services (Brodhead, 2019; Miller et al., 

2019; Rosenberg & Schwartz, 2019). Further, the BCBAs highlighted the need to proactively 

identify ethical dilemmas that may arise when working with clients from different cultures and 
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identities. They stressed the importance of following ethical guidelines to effectively manage 

such situations (Castro-Hostetler et al., 2021; Čolić et al., 2021; Dennison et al., 2019; Fong et 

al., 2017). This agreement among the BCBAs reinforces the notion that effective communication 

is a crucial component in addressing ethical dilemmas (Rohrer et al., 2021; Taylor et al., 2019). 

Arango and Lustig (2023) argued that culture and cultural knowledge and responsivity 

are the essence of all ethical considerations. These authors considered the current limitations of 

the BACB ethical code, arguing that the ethical code is too narrow in its scope and that the field 

should focus on teaching skills such as cultural humility and responsiveness that can better 

facilitate ethical consideration of complex interaction. The authors examined what they labeled 

as ignorance that can emerge from a narrow focus on issues such as DEJI, suggesting that if a 

behavior analyst follows the ethical code without critical thinking they may as a result ignore 

important aspects of cultural diversity and hinder the services they provide (Sullivan-Kirby, 

2019). They emphasis the responsibility of behavior analysts to learn about the different layers of 

ignorance and educate themselves accordingly. The competencies included in this category 

focused on these critical skills that center cultural consideration and individual accountability. 

The results of this category support the need for training programs prioritizing ethics and values 

competencies in their curricula. This emphasis on ethics and values will ensure that behavior 

analysts are well-prepared to provide ethical and culturally responsive services to their clients. 

In this section of the survey, the only competency that failed to reach consensus was “Preservice 

behavior analysts demonstrate knowledge of community-based participatory research practices 

(research that equitably involves community members, organizational representatives, and 

academic researchers in all aspects of the research process).” Although the BCBAs suggesting 

removal of this competency did not provide comment on their rationale for removal, 
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demonstrating knowledge can be expressed by the application of these practices, which is 

included in another competency that did reach consensus: “Preservice behavior analysts 

demonstrate applications of community-based participatory research (research that equitably 

involves community members, organizational representatives, and academic researchers in all 

aspects of the research process) practices in behavior analytic research that prevent exploitation 

and harm to vulnerable populations.”  

Cultural Awareness and Reflective Practices 

The consensus among the BCBAs completing this study regarding competencies related 

to cultural awareness and reflective practices when working with individuals from different 

cultural identities is an important finding. The agreement on the competencies in this category 

reached 100% by BCBAs in the second survey round further strengthens the support for these 

competencies as essential for effective practice. Panelists’ agreement emphasizes the need for 

preservice behavior analysts to undergo training that focuses on their own identity, values, and 

beliefs to mitigate biases (Donovan et al., 2022; Fitzgerald, 2020). The results of this study 

suggest that this type of training is perceived as helpful to preservice behavior analysts to raise 

aware of their own cultural values and how these values can influence their perceptions, the 

contingencies they establish, and the delivery of their services (Deochand & Costello, 2022; 

Kolb et al., 2022). By engaging in self-assessment, behavior analysts can systematically evaluate 

their cultural values and gain a better understanding of how these values may impact their work 

(Cirincione-Ulezi, 2020; Fong & Tanaka, 2013; Fong et al., 2022; Konrad & De Souza, 2021; 

Wright, 2019). The results of this study support the need for a process of self-assessment that 

allows preservice behavior analysts to recognize and address their potential biases. It promotes 

self-awareness, bias recognition, and cultural sensitivity and responsivity, all of which are 

important in providing effective services in ABA. By training those targets minimizing personal 
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influence and assisting behavior analysts to gain awareness of their own biases, university 

training programs can assist future behavior analysts in designing culturally sensitive and 

responsive interventions (Beaulieu & Jimenez‐Gomez, 2022; Fong et al., 2016; Levy et al., 

2021). 

The absolute agreement on the competencies suggested in this category highlights the 

significance of self-awareness, bias recognition, and cultural sensitivity. They underscored the 

importance of preservice behavior analysts to critically examine their own cultural values and 

their potential impact on their work (Arango & Lustig, 2023; Dennison et al., 2019; Miller et al., 

2019). By engaging in self-assessment, preservice behavior analysts can continuously evaluate 

and address their biases, ultimately enhancing the quality of their services. The agreement among 

BCBAs on the need for preservice behavior analysts to self-conduct self-assessment aligns with 

the growing recognition of the importance of cultural competence in the field (Gatzunis et al., 

2022). By evaluating their cultural values and their implications, preservice behavior analysts 

can actively work towards providing culturally relevant services (Alai-Rosales et al., 2022; 

Bermudez & Rios, 2020) 

In summary, the consensus among BCBAs on this category supports the inclusion of 

competencies related to cultural awareness and reflective practices in the training of preservice 

behavior analysts. Engaging in self-assessment allows behavior analysts to evaluate their cultural 

values and biases, fostering self-awareness, bias recognition, and cultural sensitivity. These 

competencies are crucial for effective practice in behavior analysis, as they promote culturally 

responsive interventions and help behavior analysts provide services that are respectful and 

tailored to the needs of individuals from diverse cultural backgrounds (Beaulieu & Jimenez‐

Gomez, 2022; Konrad & De Souza, 2021). 
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Awareness of Other Cultures and Cultural Humility 

The results of the current study support the need to train preservice behavior analysts to 

obtain knowledge of others on the quest of becoming culturally humbled. The BCBAs in this 

study agreed that preservice behavior analysts need to possess knowledge about White 

supremacy and understand racism and systemic oppression. This includes recognizing the 

historical and ongoing systems of power, privilege, and discrimination that disproportionately 

affect BIPOC people in the United States (Catrone et al., 2022; Donovan et al., 2022; Levy et al., 

2021). By understanding these dynamics, behavior analysts can better comprehend the complex 

influences of racism on individuals' behaviors, experiences, and access to resources, facilitating 

the development of culturally sensitive interventions that address these systemic inequities 

(Deochand & Costello, 2022; Fitzgerald, 2020; Fong, 2020). 

Further, the absolute consensus of 100% between BCBAs emphasizes the need for 

preservice behavior analysts to become familiar with the systemic oppression faced by 

individuals from marginalized groups in particular individuals at the intersection of multiple 

oppressive factors. This includes recognizing that individuals with disabilities often experience 

additional marginalization and discrimination when their disability intersects with their 

race/ethnicity (Catrone et al., 2022; Goodwyn, 2021; Henry et al., 2021). By understanding these 

intersecting forms of oppression, preservice behavior analysts can work to address the unique 

challenges faced by individuals with disabilities from diverse racial and ethnic backgrounds, 

ensuring that interventions are sensitive to their specific needs and experiences (Catrone et al., 

2022; Goodwyn, 2021; Jaramillo & Nohelty, 2021; Kornack, LeBlanc et al., 2020).  

The BCBAs’ consensuses indicates that preservice behavior analysts should have 

knowledge of the social determinants of health and behavior, which are the social, economic, and 

environmental factors that significantly impact individuals' well-being and behavior (Hugh-
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Pennie et al., 2021; Singer, 2012). This includes an understanding of the detrimental effects of 

racism and poverty on individuals' health and behavior outcomes. By recognizing and addressing 

these social determinants, preservice behavior analysts can consider the broader context in which 

individuals live and develop interventions that promote positive change while addressing the 

systemic barriers that individuals may face (Syed et al., 2023). 

Being trained to meet these competencies is expected to equip preservice behavior 

analysts with the knowledge necessary to provide effective, culturally humble, sensitive, and 

inclusive services to individuals from diverse backgrounds (Danso, 2018; Kolb et al., 2022). By 

acknowledging the impacts of White supremacy, systemic oppression, and social determinants of 

health and behavior, preservice behavior analysts can work towards dismantling barriers and 

promoting equity in their practice. 

Cultural humility in ABA is an emerging area of interest that focuses on moving away 

from the notion of cultural competence to a commitment to lifelong learning when working with 

individuals from diverse cultures and backgrounds (Beaulieu & Jimenez‐Gomez, 2022; Tervalon 

& Murray-García, 1998; Wright, 2019). It involves recognizing the limitations of one's own 

cultural perspective and actively seeking to understand and learn from others (Foronda, 2020; 

Treviño et al., 2017). The current study results support the growing recognition of its importance 

in the field and provide competencies that can lead the way to train preservice BCBAs. Panelists’ 

consensuses emphasize the significance of these competencies for preservice behavior analysts 

as they acquire knowledge about cultural humility and target their skills to working with 

individuals from diverse cultural backgrounds. Cultural humility refers to the recognition of the 

limitations of one's own cultural knowledge and the willingness to learn from individuals with 

different cultural backgrounds (Vande Kemp & Hu, 2019). The results of this study support the 
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emerging literature that suggests that by practicing cultural humility, professionals can approach 

their work with a sense of openness and respect for cultural differences (Arango & Lustig, 2023; 

Beaulieu & Jimenez‐Gomez, 2022; Foronda, 2020; Wright, 2019). Furthermore, the training for 

preservice behavior analysts is expected to teach these professionals to understand their own 

cultural perspective, but it may not fully encompass the experiences and needs of individuals 

from diverse backgrounds. Instead, they actively seek to learn from and collaborate with 

individuals from different cultures, recognizing their expertise and valuing their unique 

perspectives.  

Cultural humility allows for cultural responsiveness, and it involves tailoring 

interventions and approaches to meet the specific needs and cultural values of the individual and 

their community (Fong, 2020; Vande Kemp & Hu, 2019). The unanimous agreement of the 

BCBAs participating in this study suggests that training preservice behavior analysts can ensure 

that their interventions are effective and meaningful for individuals from diverse cultural 

backgrounds. It involves incorporating cultural considerations into assessment, treatment 

planning, and implementation of interventions. This approach promotes inclusivity and helps to 

address potential barriers that may arise due to cultural differences. 

In summary, cultural knowledge of others and cultural humility were deemed by the 

participating BCBAs to be essential competencies for preservice professionals that will be 

working with diverse populations. These competencies involve acknowledging the limits of one's 

own cultural knowledge, being open to learning from others, and tailoring interventions to meet 

the specific needs and cultural values of individuals and their communities. By incorporating 

cultural considerations into practice, behavior analysts can promote inclusivity and improve 

outcomes for individuals from diverse cultural backgrounds (Kolb et al., 2022). 
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Cross-Cultural Application  

Cross-cultural application refers to the capacity to apply culturally sensitive methods and 

approaches that reflect an understanding of a specific culture (Beaulieu & Jimenez‐Gomez, 

2022; Dennison et al., 2019; Miller et al., 2019). The findings of the present study reinforce the 

importance of equipping preservice behavior analysts with cross-cultural application skills, 

highlighting the understanding that no two cultures are identical (Fong & Tanaka, 2013; 

Gatzunis et al., 2022). Experts in this field widely agreed on the significance of recognizing and 

taking into account the distinct cultural aspects and values of individuals from diverse 

backgrounds. This consensus strongly emphasizes the importance of preservice behavior analysts 

adapting their interventions in a way that is respectful, inclusive, and responsive to the specific 

needs of diverse populations. The participants of this study proposed that preservice behavior 

analysts demonstrate a comprehensive understanding of cultural sensitivity and its application in 

their practices. Accordingly, panelists agreed that preservice behavior analysts should be trained 

to possess knowledge of the impact of culture, spirituality, and gender identity on clients' lives, 

as well as to utilize appropriate methodologies and techniques that reflect this understanding. 

The agreement among panelists reveals the need for preservice behavior analysts to adept at 

identifying potential issues in standardized assessment tools when working with culturally 

diverse clients, ensuring that the assessment process is sensitive and unbiased. Competencies in 

this category promote the expectation that preservice behavior analysts actively involve clients 

and interested parties in the development of treatment goals, employing noncolonial strategies to 

foster collaboration and empower clients in decision-making (Pritchett et al., 2021). In their 

practice, preservice behavior analysts actively involve clients and relevant stakeholders in the 

development of treatment goals. The consensus reached in this study emphasizes the need for 
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preservice behavior analysts to employ noncolonial strategies that promote collaboration, 

respect, and empowerment, enabling active participation in the decision-making process.  

Specifically, the consensus among BCBAs highlights the need to focus training for 

preservice behavior analysts on cross-cultural applications with clients and their families of 

different racial and ethnic backgrounds. The competencies under this category focus on avoiding 

overgeneralization, actively recruiting diverse populations, and tailoring interventions to meet 

the unique needs of clients from diverse different racial and ethnic backgrounds. The agreement 

among BCBAs suggests that it should be expected that training for preservice behavior analysts 

to address the current gap and explicitly train on systemic barriers and strive for equitable access 

to services for all individuals. 

Panelist consensus reached 100% for the category of cross-cultural application with 

clients from different religious and spiritual backgrounds. This broad agreement suggests that 

preservice behavior analysts should be knowledgeable about how culture, spirituality, and gender 

identity can significantly impact clients' lives. With this understanding, the training of preservice 

behavior analysts should utilize appropriate methodologies and techniques that align with the 

religious and spiritual background of their clients. This requires behavior analysts that are skilled 

at recognizing potential issues in standardized assessment tools when working with culturally 

diverse clients. They ensure that the assessment process is conducted in a sensitive and unbiased 

manner, considering the unique cultural factors that may influence clients' behaviors and 

responses. The results of this study show that BCBAs agree on the need to train preservice 

behavior analysts to conduct effective communication and adaptation, and that preservice 

behavior analysts can promote a culturally sensitive and responsive approach within the field of 

behavior analysis.  
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With training that focuses on cross-cultural applications, BCBAs’ consensus points to the 

current gap in training preservice behavior analysts. Hence, preservice behavior analysts should 

be equipped with the essential skills to ensure effective communication with clients from diverse 

linguistic backgrounds. They should be trained to understand the significance of providing 

information and services in the language that the client understands, utilizing interpreters when 

necessary. Furthermore, consensus among the BCBAs in this study demonstrates the need for 

preservice behavior analysts to possess the ability to select culturally and linguistically 

appropriate assessments and screeners for clients who come from diverse cultural and linguistic 

backgrounds. Additionally, preservice behavior analysts should demonstrate proficiency in 

extending ABA interventions to bilingual clients, addressing any communication errors that may 

arise when working with individuals who speak nondominant languages. Training should include 

aspects of legal, ethical, and practical considerations surrounding language translation and the 

appropriate use of interpreters when conducting assessments and interventions for clients who do 

not speak English as their primary language. 

While some competencies reached lower consensus compared to the rest, 75% of 

competencies did reach consensus, showing overall agreement that these should be targeted in 

training programs for preservice behavior analysts. The results of the current study confirm the 

need to target competencies in providing identity-affirming practices for transgender and gender 

nonconforming clients, supervisees, and colleagues (Morris et al., 2021). In addition, it is 

important that preservice behavior analysts recognize the intersectionality of diverse sexual 

orientations, gender identities, and gender expressions within broader contexts. Similar to other 

categories, BCBAs agreed that there is a need that preservice behavior analysts possess 

knowledge about the history and harms of conversion therapy related to sexual orientation, as 
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well as the guidelines that prohibit such practices in behavior analysis. They critically examine 

their own biases, attitudes, and understanding of sexual orientation, gender identity, and gender 

expression, ensuring that their practices in ABA are inclusive and supportive of LGBTQAI+ 

clients. They understand that gender is nonbinary, encompassing a range of identit ies and 

expressions that may not align with assigned sex at birth. These analysts are able to adapt 

interventions and employ culturally responsive teaching and training strategies when working 

with clients and families who identify as a sexual or gender minority. They are skilled in 

identifying and addressing potential communication errors that may arise in their interactions 

with sexual and gender minority clients and colleagues. Finally, they are knowledgeable about 

practices that affirm the identity and inclusion of sexual minority clients and communities 

throughout all aspects of research, such as providing diverse demographic options in surveys. 

Disrupting Inequitable Systems 

With a consensus of about 90% of the competencies under the category of activism and 

disrupting inequitable systems, the results of this modified Delphi study confirm the callings of 

scholars in ABA to take on an active role of disruptors of inequitable systems (Catrone et al., 

2022; Deochand & Costello, 2022; Goodwyn, 202; Levy et al., 2021; Matsuda et al., 2020; Ortiz 

et al., 2022). Competencies in this category call for preservice behavior analysts to exhibit a 

strong awareness of the underrepresentation of clients from marginalized backgrounds in the 

field of ABA (Beaulieu & Jimenez‐Gomez, 2022; Catrone et al., 2022; Levy et al., 2021; 

Pritchett et al., 2021). The consensus among the BCBAs represents the need for preservice 

behavior analysts to actively promote diversity and inclusivity by implementing culturally 

responsive practices throughout the organizational structure (Deochand & Costello, 2022; 

Donovan et al., 2022; Goodwyn, 2021). Consequently, the results confirm the need for 

preservice behavior analysts to prioritize accountability to the organization's mission and vision, 
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establishing measurable goals and realistic timelines to drive positive change. Consensus among 

the BCBAs affirms that preservice behavior analysts possess the knowledge and skills to shape 

behavior within themselves, colleagues, and the organization through environmental 

contingencies and meta-contingencies (Beaulieu & Jimenez‐Gomez, 2022; Levy et al., 202; 

Miller et al., 2019; Pritchett et al., 2021). Moreover, preservice behavior analysts can be 

expected depending on training to advocate for improved recruitment, admissions, hiring, 

supervision, and retention efforts that enhance visibility and representation from diverse groups 

(Beene, 2019; Deochand & Costello, 2022). This includes the ability of preservice behavior 

analysts to engage in discussions and strategies to address health and education disparities and 

effectively combat bias and racism using behavior assessment, intervention, and monitoring 

techniques (Catrone et al., 2022; Singer, 2012). Collaboration with organizational leadership is 

seen as crucial in identifying retention challenges and fostering a supportive environment for 

diverse staff and clients. 

Limitations 

It is important to note the limitations of this study. The modified Delphi method has 

inherent limitations (Makhmutov, 2021). The purposeful sampling technique can introduce 

biases unique to the population sampled; however, the final sample for this study presents unique 

demographic composition that enhances the validity of the finding. Another common limitation 

concerns the wording of the questions that may impact participants responses. This aspect was 

controlled by the large sample (almost twice the threshold of 15 BCBAs) and by determining 

consensus based on the rating of importance of each competency (Makhmutov, 2021).  

Recruitment and Attrition 

While the proposed aim for recruitment was 50 BCBAs out of the 592 initial responses, 

only 30 completed the first round. This can be explained by the response effort required for 
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completion requiring approximately 60 minutes for completion. Although compensation was 

offered, it was small compared to the time commitment. The attrition rate from the first to the 

final round was considerably low (7%), with only two BCBAs who did not complete the 

following rounds. These findings contrast with the expected attrition rate of 70% each round 

(Keeney et al., 2011).  

Experimental Design 

A modified Delphi study omits the initial phase of conducting interviews or focus groups 

to generate the competencies for the following rounds. This may present a challenge in that the 

generated list may not be completed. The initial competency list provided to the BCBAs in this 

study was comprehensive, covering seven dimensions of DEJI with a total of 72 competencies. 

In addition, the surveys included open-ended questions that allowed for BCBAs’ unique input. 

The results of this study identified a total of two new competencies suggested by the BCBAs. 

This considerably low number of new generated competencies can be attributed to the 

comprehensiveness of the suggested list, thereby preemptively including the content the BCBAs 

expected to be included in the survey. Future research can conduct focus groups and or 

interviews to corroborate this finding. 

 Ranking of Competencies  

The ranking of competencies at the end of each category suggests no distinguishable 

differences in the ranking. This may indicate that BCBAs deem all of the competencies as 

equally important. This finding, however, requires further examination. Given that program 

directors may find it challenging to incorporate all the competencies that reached consensus, a 

ranking analysis could be helpful for decision-making. One such analysis could be the Q sorting 

methods. 
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Q sorting, also known as Q methodology, is a research technique used to systematically 

assess and analyze subjective viewpoints or opinions of individuals. It combines qualitative and 

quantitative approaches to understand the subjective perspectives of participants on a particular 

topic or issue. Q sorting is often used in social sciences, psychology, market research, and other 

fields where understanding subjective viewpoints and opinions is crucial. Thus, this approach 

might prove useful in future research to explore BCBA rationale for importance of DEJI 

competencies. It enables researchers to explore the diversity of perspectives within a group, 

identify common themes, and gain a nuanced understanding of the subjective landscape 

surrounding a particular topic (Herrington & Coogan, 2011; Watts & Stenner, 2012). 

In Q sorting, participants are presented with a set of statements, often referred to as Q 

statements or Q samples, which represent a range of opinions or viewpoints on a specific subject. 

The participants then sort these statements into a predetermined distribution or ranking grid 

according to their personal agreement or disagreement with each statement. The sorting is 

typically done on a forced-choice basis, where participants assign a predetermined number of 

statements to each category within the grid, such as “strongly agree,” “agree,” “neutral,” 

“disagree,” and “strongly disagree.” The sorting process allows individuals to express their 

subjective views while also imposing structure through the grid (Lundberg et al., 2020). 

Once participants complete the sorting task, their individual Q sorts are collected and 

analyzed using statistical techniques, such as factor analysis. This analysis helps identify patterns 

or clusters of viewpoints among the participants, highlighting the similarities and differences in 

their perspectives. It provides insights into the underlying dimensions or factors that shape 

people's opinions on the subject (Lundberg et al., 2020).  
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Receiver Operating Characteristic 

The Receiver Operating Characteristic (ROC) is a graphical depiction of the performance 

of a binary classification model that shows the trade-off between the true positive rate (TPR) and 

the false positive rate (FPR) at different classification thresholds (Hajian-Tilaki, 2013). The ROC 

curve is formed by plotting the TPR versus the FPR while the classification threshold is changed. 

Each point on the curve represents a particular threshold setting, and the curve offers a thorough 

perspective of the model's performance over a wide variety of operating points. ROC analysis is 

most commonly employed in binary classification tasks, where the goal is to categorize examples 

into one of two groups. 

The ROC was not used in this study for two reasons: insufficient sample size and 

unbalanced data. There may not be sufficient instances in a small dataset to properly estimate the 

TPR and FPR required to create a meaningful ROC curve. To effectively measure the model's 

performance, ROC analysis requires a sufficient number of positive and negative cases. In 

limited sample sizes, the calculated TPR and FPR may be subject to high variability and random 

fluctuations, resulting in less accurate conclusions (Halligan et al., 2015). This heterogeneity 

might make drawing meaningful inferences from the ROC curve or comparing the performance 

of different models challenging. ROC analysis assumes a balanced dataset with nearly equal 

numbers of positive and negative examples. The ROC curve may not effectively represent the 

model's performance if the dataset is severely imbalanced, with a considerable differential in the 

number of positive and negative examples (Song et al., 2014). In the instance of the current 

study, the researcher used the median and IQR, which addressed the issue of variability caused 

by a small sample size as well as imbalanced data, resulting in a skewed distribution. 
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Implications for Preservice Behavior Analyst Training  

The results from this study can inform curricula development for ABA preservice 

programs. Program directors can examine how to embed the competencies included in the final 

list into lessons, activities, and assessments. The first step would be to map the suggested 

competencies to the existing courses to assure that they are embedded throughout the program 

and not addressed by a standalone course (BACB, 2022; Najdowski et al., 2021). Najdowski et 

al. suggested several strategies to embed anti racism content that can be useful once the 

competencies are mapped onto the verified course sequence. These authors stressed the need to 

set out syllabus goals that includes a diversity statement, course objectives (i.e., competencies 

that can be embedded), and assignments that directly assess students’ knowledge and skills (i.e., 

measuring fluency of the suggested competencies). They further recommended applying 

behavior skills training (BST) instructions, modeling, guided rehearsal, and feedback (Fetherston 

& Sturmey, 2014) to assure enough practice of the targeted skills (i.e., competencies). Recently, 

Hollins et al. (2023) conducted a systematic literature review that identified readings that address 

(a) philosophical underpinnings/concepts and principles; (b) measurement, data display, and 

interpretation/experimental design; (c) BACB compliance code and disciplinary 

systems/professionalism; (d) behavior assessment; (e) behavior-change procedures/selecting and 

implementing interventions; and (f) personnel supervision and management. This work provides 

an excellent starting point for academic coordinators and can be used to map the suggested 

competencies. For example, Hollins et al. cited the following objectives to address BACB 

compliance code and disciplinary systems/professionalism: (a) ethical self-knowledge; (b) 

discuss the importance of ethical self-knowledge; (c) identify cultural considerations to the ethics 



146 

code; (d) discuss the intersection of DEI and ethical decision-making; (e) consider the 

relationship between the ethics code and DEI decision-making. With the following readings Baer 

et al. (1968), Abramson (1996), Rosenberg and Schwartz (2019), and Hollins et al. (2023, p. 3). 

Table 12 exemplifies how this work can be leveraged to address some of the competencies that 

reached consensus, with some additional readings and suggested assignments from the principal 

investigators. 

Table 13 

Suggested Readings and Assignments 

 
 

Topics identifies by 

Hollins et al. (2023) 

 

Suggested 

Readings  

 

 

Objectives  

Suggested 

Competencies: 

Ethics and Values  

 

 

Potential Assignments  

BACB compliance 

code and 

disciplinary 

systems/professional

ism. 

Baer et al. 

(1968), 

Abramson 

(1996), 

Rosenberg 

and 

Schwartz 

(2019). 

Kelly et 

al., (2019), 

Kelly et 

al., 2021,  

Arango & 

Lustig 

(2023) 

ethical self-

knowledge: 

(b) discuss 

the 

importance 

of ethical 

self-

knowledge; 

(c) identify 

cultural 

consideratio

ns to the 

ethics code; 

(d) discuss 

the 

intersection 

of DEI and 

ethical 

decision 

making; (e) 

ethics code 

and DEI 

decision 

making. 

 

Preservice behavior 

analysts demonstrate 

how to plan for and 

effectively 

communicate during 

ethical dilemmas 

related to differences 

in opinions, values, 

agendas, histories, 

etc. 

Preservice behavior 

analysts demonstrate 

culturally responsive 

ethical decision-

making skills during 

clinical practice and 

research.  

Preservice behavior 

analysts can identify 

ethical dilemmas that 

arise in collaboration 

with clients from 

nondominant cultures 

or cultures different 

than their own. 

Preservice behavior 

analysts can discuss 

the Behavior Analyst 

Certification Board 

(BACB) ethical code 

and identify the gaps 

related to diversity, 

equity, justice, and 

inclusion that still 

need to be addressed. 

Write up a script for a conversation 

with client based on a case study. 

Role play and feedback. 

 

 

Summarize the articles and create a 

scenario that calls for responsive 

ethical decision-making. 

 

 

 

Respond to a case study. 

 

 

 

 

 

Compare the current BACB ethical 

code with ethical codes of other 

related professionals and identify 

gaps between them related to DEJI. 
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 Following the process conducted by Hilton et al. (2021), program directors can employ 

the ongoing feedback cycles gathering students’ input on their training on DEJI competencies. 

Ongoing evaluation of students’ knowledge, skill acquisition, and the application of the same can 

play a critical role examining the use of the suggested competencies. In addition, program 

directors can implement pre/post and follow-up measures to examine knowledge, attitudes, and 

self-efficacy to examine the impact of integrating these competencies systematically in 

preservice trainings.  

Once a solution for a problem of practice is identified, the following step should examine 

the feasibility and acceptability. Future researchers should examine the feasibility and 

acceptability of the suggested competencies with program directors and academic advisors of 

ABA course verified sequence programs. This information could be gathered using similar 

approaches as in this study, such as conducting other Delphi techniques exploring the consensus 

 

Topics identifies by 

Hollins et al. (2023) 

 

Suggested 

Readings  

 

 

Objectives  

Suggested 

Competencies: 

Ethics and Values  

 

 

Potential Assignments  

Supporting Diverse 

Supervisees 

LeBlanc et 

al. (2020)  

Beaulieu 

and 

Jimenez-

Gomez 

(2022) 

Fong and 

Tanaka 

(2013) 

Jaramillo 

and 

Nohelty 

(2021). 

• Explain 

the impact 

of diverse 

leadership 

on 

supervise 

and clients. 

• Identify 

personal 

assumptions 

and biases. 

• Explain 

cultural 

background 

and 

privileges 

DEI Self-

Assessment. 

Preservice behavior 

analysts 

acknowledge and 

reflect on the sources 

of implicit and 

explicit bias, and 

practice ways to 

counter these biases. 

 

Preservice behavior 

analysts understand 

the behavioral 

approach for 

addressing bias and 

racism (e.g., behavior 

assessment, 

intervention, 

monitoring). 

 

https://www.youtube.com/watch?v=

Fr8G7MtRNlk 

Write a self-reflection on the 

implicit bias you may hold and how 

these can impact the service you 

provide. 

https://www.behaviourspeak.com/e/

episode-68-racism-feminism-in-

brazil-with-drs-tahcita-medrado-

mizael/ Listen to the podcast, draw 

similarities of racism and 

homophobia between Brazil and the 

US and identify behavioral 

principles that can be used to 

disrupt these. 

Model and practice having a 

conversation with a client that 

addresses these biases. 

https://www.youtube.com/watch?v=Fr8G7MtRNlk
https://www.youtube.com/watch?v=Fr8G7MtRNlk
https://www.behaviourspeak.com/e/episode-68-racism-feminism-in-brazil-with-drs-tahcita-medrado-mizael/
https://www.behaviourspeak.com/e/episode-68-racism-feminism-in-brazil-with-drs-tahcita-medrado-mizael/
https://www.behaviourspeak.com/e/episode-68-racism-feminism-in-brazil-with-drs-tahcita-medrado-mizael/
https://www.behaviourspeak.com/e/episode-68-racism-feminism-in-brazil-with-drs-tahcita-medrado-mizael/
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about feasibility and acceptability targeting program directors as experts who implement the 

requirements of the BACB Task List 5. Other methods can include focus groups and semi 

structured interviews that can identify potential barriers of implementation. This may be 

particularly important for program directors in sociopolitical areas that actively resist social 

justice movements.  

Clinician responses do not solely reflect their experiences and perceptions of the 

importance/value and need for the presented DEJI competencies. Their responses are bounded by 

the social and political climate of the United States—and, importantly, their local state context, 

which can conflict what they deem as important and what is legally possible (Schwartz, 2023). 

As of 2021, 44 states have engaged in legislative that banned or restricted critical race theory 

from being taught in schools. To date, 16 states passed the legislation leaving teachers without a 

system to address White supremacy history and current systemic oppression. Subsequently, in 

2022, the Governor of Florida issued a bill that bans local government agencies from issuing 

identification cards to illegal aliens and mandated hospitals to provide data on healthcare 

expenses of illegal aliens (Florida Governor Ron DeSantis, 2023). In addition, Governor 

DeSantis issued a legislation that prohibits colleges from spending federal money on campus 

wide activities devoted to DEI. Defunding campuses DEI initiative will have a devastating 

impact on students’ education in general including those who wish to attend ABA pre-service 

training in the state of Florida. This year Texas passed Senate Bill 8, which protects the rights of 

parents who do not want their children to learn about gender identity and sexual orientation. Bill 

8 in Florida is another example, and as of February 2023, 29 states have already banned 

transgender health care for minors or are engaging in the process of banning (Alfonseca, 2023). 

Today, 6.29.2023 the supreme court ruled to revoke the colleges’ affirmative action programs 
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that were instated in 2003 in the process of acknowledging race as a factor for admission as a 

mechanism to address racial discrimination and address the systemic barriers to higher education 

among students from historically caramelized groups (Hurley, 2023). Universities across the US 

issued official statements that this decision will not change their commitment to the admission of 

BIPOC students based on excellence, inclusion and belonginess (Miffitt & Woodruff- Borden, 

2023). This decision poses another challenge for the efforts focus their efforts on recruitment and 

retention of BIPOC professionals across many disciplines, ABA included. From a behavioral 

standpoint, when examining political climate, scholars are moving away from the behavioral 

principles/concepts used to explain individual behavior onto macro-level s insights, observations, 

and understandings that provide valuable perspectives on the interplay between culture and 

contingencies. These insights aid in the analysis and understanding of the complex relationships 

between large-scale cultural patterns and the contingent factors that shape them. The meta 

contingency enterprise aims to study and make sense of these dynamics. Through the 

establishment of legal frameworks that define permissible and prohibited behaviors, as well as 

the implementation of consistent consequences for their enactment, public policies influence and 

mold societal conduct (Todorov & Freitas Lemos, 2020). These molar insights help us analyze 

and understand the complex relationships between large-scale cultural patterns and the 

contingent factors that shape them. Through the establishment of legal frameworks that define 

permissible and prohibited behaviors, and the implementation of consistent consequences for 

their enactment, the public policy influence and mold societal conduct (Todorov & Freitas 

Lemos, 2020).  The term "molar" is used to convey the idea of looking at behavior and 

phenomena on a larger scale, focusing on the whole rather than the individual parts. Molar 

insights, therefore, refer to broad understandings and observations that capture the dynamics of 
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complex systems, such as culture and contingencies, in a comprehensive manner (Fleming et al., 

2021). Meta contingencies are defined as the existence of higher contingencies that influence and 

coordinate the behavior of individuals and smaller groups within a culture. Meta contingencies 

can involve shared goals, cooperative efforts, and complex patterns of reinforcement that extend 

beyond individual behavior.  It includes factors such as political discourse, public opinion, social 

movements, policy changes, and the overall sociopolitical environment (Baia, & Sampaio, 2019). 

These factors therefore impact what impact what training programs can directly address or how 

training programs prepare preservice behavior analysts in a hostile environment (Fleming et al., 

2021). 

The political climate is a meta contingency influencing the consequences associated with 

certain behaviors. For example, when specific political ideologies or policies are favored or 

promoted, individuals who align with those perspectives may experience reinforcement or 

punishment based on their adherence to or deviation from those ideologies. The political climate 

can also influence the antecedent conditions for behavior. It can shape the availability and 

salience of cues, prompts, and social norms that guide individuals' actions. For instance, if a 

particular political climate fosters an environment of social activism and protest, individuals may 

be more likely to engage in collective action. Some individuals are strongly motivated by the 

prevailing political climate, leading to increased political participation and engagement. Others 

are less influenced or even react negatively to the political climate, resulting in apathy, 

disengagement, or counter-reactions. Values play a crucial role in shaping individual and 

collective behaviors. Values guide our actions, attitudes, and decisions. They reflect our beliefs 

about what is important, just, and morally right. When legislation is introduced that restricts or 

bans certain ideas or topics like critical race theory, it can impact freedom of thought, academic 
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discourse, and the understanding of historical and social issues. This contributes to limited 

diversity of perspectives and a potential reduction in the opportunity for open dialogue and 

understanding.  

Theis current political climate as a meta contingency can create unconscious bias in 

responding; however, the principal investigators did not observe patterns of responding that 

support this claim since the vast majority of the competencies did reach agreement competencies 

that directly address systemic racism and other forms of oppression.   

Implication for Practicing Behavior Analysts and Clients  

 The suggested competencies presented in this study could serve as an important first step 

in addressing current disparities. Through validation in this research, these competencies have 

the potential to be utilized in training professionals, empowering them to improve service 

accessibility for clients and families from various backgrounds (Beaulieu & Jimenez‐Gomez, 

2022; Castro-Hostetler et al., 2021; Čolić et al., 2021). By consistently incorporating these 

competencies into professional practice, future practitioners can develop the ability to identify 

explicit and implicit aspects of White Supremacy within their work environments and 

proactively confront instances of racism when they occur (Ortiz et al., 2022). This can contribute 

to a more inclusive and equitable approach to service provision for all individuals and 

communities.  

The systematic training of preservice behavior analysts based on the suggested 

competencies is expected to have a positive impact on improving access and the quality of 

services for clients from historically marginalized communities. Increasing awareness and 

understanding of ABA among families of color is crucial in addressing the perpetuation of racial 

disparities. By consistently training preservice behavior analysts in DEJI competencies, they can 
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take actions that gradually dismantle the distrust that BIPOC clients and their families may 

currently hold (Capell & Sevon, 2020; Čolić et al., 2021). The lack of knowledge about ABA can 

lead to the perception that it is an intrusive approach, resulting in limited engagement by Black 

families and other minoritized communities. This emphasizes the importance of effectively 

disseminating information about ABA and enhancing access to ABA services (Capell & Sevon, 

2020; Rivard et al., 2021). Addressing this knowledge gap and making ABA resources more 

available can create a more inclusive and equitable environment, allowing Black families and 

other minoritized groups to access and benefit from these services on par with other populations. 

This effort can contribute to reducing racial disparities and promoting equal opportunities for all.  

By integrating these competencies into training programs and emphasizing the 

importance of ongoing, in-depth discussions and self-reflection, a nurturing and supportive 

environment can be cultivated for aspiring practitioners who identify as BIPOC to enter the 

profession (Arango & Lustig, 2023; Dennison et al., 2019; Miller et al., 2019). Encouraging open 

and honest conversations about the complexities of race, diversity, and equity within the field 

can foster a safe space for these individuals to feel heard, understood, and valued. Through 

repeated discussions and reflection, trainees from diverse backgrounds can explore their unique 

perspectives and experiences, leading to a deeper understanding of the challenges faced by 

marginalized communities in the field of behavior analysis (Donovan et al., 2022). This can help 

create a sense of belonging and empowerment, assuring aspiring BIPOC practitioners that their 

voices are valued and respected. Furthermore, by actively addressing diversity-related issues and 

amplifying the experiences of BIPOC professionals, the training process can play a pivotal role 

in diversifying the current task force within behavior analysis (Catrone et al., 2022). A diverse 

task force not only reflects the broader society it serves but also brings a variety of perspectives 
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and insights, enriching the field and enhancing the quality of services provided to clients from 

different backgrounds (Catrone et al.,2022). 

Cultural humility and compassionate practices play essential roles in improving clients 

and families' sense of being respected and included throughout the entire process (Bermudez & 

Rios, 2020; Foronda, 2020; Wright, 2019). Emphasizing social justice and active advocacy can 

potentially have a positive impact on clients' outcomes by providing earlier services to young 

individuals with disabilities (Castro-Hostetler et al., 2021; Čolić et al., 2021). By increasing 

awareness and understanding of ABA, addressing knowledge gaps, and advocating for social 

justice, the field can work towards reducing disparities and ensuring equal opportunities for all 

clients and their families. 

Implication for Future Task List  

 The current Task List (Task List 5) specifies the benchmark of clinical skills for 

preservice behavior analysts needs to meet as eligibility criteria to take the certification exam. 

However, it is still lacking benchmarks addressing DEJI skills (BACB, 2023). Task List-5 was 

generated in 2017, and the ABA accreditation process was designed to proactively address 

emerging issues in the field. Each Task List was developed through the utilization of a job 

analysis tool, which identified and incorporated the relevant competencies necessary to address 

the current issues (Johnston et al., 2017). The current study demonstrates a need to 

systematically address DEJI competencies threaded into the process of training preservice 

behavior analysts. Results from this study can guide future job analysis tools to incorporate the 

relevant competencies necessary to address the urgently needed social justice competencies 

(Johnston et al., 2017). 
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Implications for Future Research 

Scale Development  

Given the lack of measures that directly assess DEJI competencies for preservice 

behavior analysts, the aim of this study was to identify the constructs that can be used for 

training purposes. In other words, the results of this study offer latent variables for future 

research that can be used to continue in the process of scale development.  

Converting the results of a modified Delphi study into a scale offers several benefits. It 

allows standardization by providing a consistent measurement framework for assessing and 

quantifying expert opinions or judgments. This ensures that the responses are uniform and 

comparable across different participants or iterations of the study. Future scaling will allow 

researchers to measure preservice behavior analysts’ level of competency and skill applications 

of DEJI competencies.  Scaling the results will provide a numerical representation, easing 

interpretation and analysis of the data.  It affords statistical analysis, data visualization, and 

quantitative measures such as means, medians, and standard deviations. By transforming the 

findings into a scale, researchers can effectively communicate and convey collective expert 

insights, enhance precision in measuring consensus, and facilitate the replication and validation 

of the study. 

This study constitutes the first two steps of a nine steps process of scale development 

(Boateng et al., 2018). The first step of scale development involves the identification of the 

domain(s) and competency generation. This study originated in a non-exhaustive literature 

review examining publications that aimed to address racism, systemic oppression and social 

justice. This search, paired with review of professional standards in of the National Association 

of School Psychology (NASP), the National Association of Social Workers (NASW), the 

American Psychology Association (APA) and the American Speech-Language-Hearing 
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Association (ASHA-2008) fields yielded the categories hence constructs to generate a pool of 

potential scale items. Following the generation of the competencies, we consulted with BCBAs, 

Ph.Ds. students and special education and applied behavior analysis faculty and integrated their 

feedback into the competency list distributed later to the BCBA panelists. This is typically 

achieved through a thorough review of existing literature, consultation with experts in the field, 

and qualitative research methods such as interviews or focus groups (Haynes et al., 1995).  

The second step of scale development is content validity. During this phase experts in the 

field evaluate the relevance, representativeness, and clarity of the scale items. The current study 

employed a modified Delphi study that is designed to obtain consensus among experts in the 

field. The current modified Delphi study included three rounds of the survey allowing the 

panelist BCBAs to provide feedback and judgments on each competency, identifying any 

potential flaws, redundancies, or ambiguities. Content validity is established by incorporating 

expert feedback and making necessary revisions to enhance the quality and comprehensiveness 

of the scale items. This step ensures that the scale has strong content validity, meaning it 

measures what it intends to measure (Boateng et al., 2018; McCoach et al., 2013). Due to the low 

response rate of the open-ended questions in this study, future research should examine 

implementing focus groups or interviews across different groups (e.g., university program 

directors, BCBAs, researchers in ABA, BIPOC clients) to seek saturation of the competencies 

and thereby validate the comprehensiveness of the list generated for this study. The 

competencies identified and agreed upon by the BCBA panel in the modified Delphi study have 

already undergone a rigorous evaluation process. These competencies are likely to have high 

content validity, meaning they are deemed relevant, and representative of the construct being 
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measured. Utilizing these competencies in scale development can enhance the content validity of 

the resulting scale. 

Starting scale development with a set of competencies derived from a modified Delphi 

study saves time and effort. The present study has already involved multiple rounds of 

evaluation, discussion, and refinement, resulting in a refined competency pool. By building upon 

this existing knowledge base, you can streamline the scale development process and focus on 

further refining, testing, and validating the competencies. When stakeholders or experts are 

involved in the process of a Delphi study, they are more likely to embrace and accept the 

resulting scale that incorporates their inputs. This can contribute to the scale’s credibility and 

increase the likelihood of its adoption and use within the target community or field. The 

competencies identified through this modified Delphi study are specifically tailored to the 

context and needs of the study’s focus area. By using these competencies as a starting point, you 

can ensure that the resulting scale is well-aligned with the particular construct and its relevant 

dimensions in that specific domain. Future research can engage in the flowing phases to validate 

the product of this study. Future research can conduct a factor analysis which would identify the 

underlying dimensions or factors that explain the relationships among a set of observed variables 

(e.g., competencies). This process can determine the structure of a scale by identifying groups of 

competencies that measure similar aspects of the construct being studied (Boateng et al., 2018; 

DeVellis, 2017).  

By conducting factor analysis future studies can uncover the underlying dimensions or 

latent factors that contribute to the observed correlations among competencies. It will provide 

insight into how different items cluster together, indicating the presence of distinct dimensions 

within the construct. This information is crucial for organizing and structuring the competencies 
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into meaningful subscales or dimensions (DeVellis, 2017). Factor analysis will then help in item 

reduction, particularly when dealing with a large number of competencies such as the 

comprehensive list suggested by the results of the current study. This process will allow for the 

identification of redundant or non-contributing items within each factory. By eliminating or 

combining such competencies, the scale can be streamlined, making it more concise, user-

friendly, and manageable without compromising its psychometric properties. Factor analysis 

helps establish guidelines for scoring and interpreting the scale. It provides information about the 

relative importance of each factor and the corresponding competency weights. This will enable 

researchers and practitioners to assign weights or factor scores to competencies and calculate 

composite scores for each factor, facilitating a more nuanced and precise interpretation of the 

scale results (Boateng et al., 2018; DeVellis, 2016; Streiner & Norman, 2015). 

Systematic Review 

The review conducted in this study to identify and develop suggested competencies was 

comprehensive, but it did not employ a systematic literature review. However, a recent 

systematic review by Waits et al. (2022) focused on identifying the dimensions of diversity 

represented in behavior analytic research. The review included four prominent behavioral 

journals and utilized specific search terms related to diversity, cultural competence, bilingualism, 

and multiculturalism, among others. Based on the principal investigator's review, additional 

keywords such as race, social, disability, and systemic can be included in future research to 

expand on the dimensions discovered by Waits et al. (2022) and further validate the suggested 

competencies in this study. 
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Conclusion 

In conclusion, the current modified Delphi study conducted to identify DEJI 

competencies for pre-service behavior analysis graduate training programs has yielded valuable 

insights and recommendations. Through multiple rounds of BCBA input and consensus-building, 

the study has provided a comprehensive understanding of the key factors, challenges, and 

strategies associated with DEJI training. The diverse perspectives and collective wisdom of the 

panelist BCBAs have contributed to the robustness of the findings. 

This modified Delphi study has shed light on the multifaceted nature of DEJI, 

emphasizing the importance of addressing systemic barriers, promoting inclusive practices, and 

fostering equitable opportunities across various domains beginning as early as possible in the 

process of training preservice behavior analysts. The study has identified critical areas for 

intervention and training, equitable access to resources, and educational initiatives to enhance 

cultural awareness cultural competency and cultural humility.  

The recommendations generated from the current modified Delphi study serve as a 

valuable guide for organizations, and stakeholders seeking to promote DEJI training future 

behavior analysts. By implementing these evidence-based strategies and incorporating the expert 

consensus, we can work towards creating inclusive environments that value diversity, ensure 

equity, promote social justice, and foster a culture of inclusivity. The results of the current 

modified Delphi study contribute to advancing DEJI efforts in the field of ABA and serve as a 

foundation for further research and practical implementation for training preservice behavior 

analysts. 
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Appendix A 

Suggested DEJI Competencies  

Instructions 

a. Each proposed competency will be followed by the same questions: 

a. Rate the importance of the proposed competency for preservice behavior analysts 

on a 9 points Likert scale (1-not at all important-9-extremely important) 

b. Should the proposed competency be included in the final list (yes/no) 

c. Do you have any suggestions for improving the clarity of the description of this 

competency? (Open text).  

b. At the end of each section, participants will be asked: 

a. is there any competency in this section (named section) that we have not 

described but you believe should be considered?” (Open text box) and,  

b. Rank the order the importance of all the competencies in each section. 

Ethics and Values 

1. Preservice behavior analysts are knowledgeable about the values, ethics, and standards of 

the profession.  

2. Preservice behavior analysts demonstrate knowledge of community-based participatory 

research (research that equitably involves community members, organizational 

representatives, and academic researchers in all aspects of the research process) practices. 

3. Preservice behavior analysts demonstrate applications of community-based participatory 

research (research that equitably involves community members, organizational 

representatives, and academic researchers in all aspects of the research process) practices 
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in behavior analytic research that prevent exploitation and harm to vulnerable 

populations.  

4. Preservice behavior analysts are aware of their personal and professional limitations in 

working with diverse clients.  

5. Based on their self-identified personal and professional limitations, preservice behavior 

analysts demonstrate when and how to make appropriate referrals to other behavior 

analysts or other professionals with relevant experience and specialized knowledge of the 

client’s culture. 

6. Preservice behavior analysts demonstrate practices allowing client assent and consent 

(where relevant) to assessment and intervention for populations with limited language. 

7. Preservice behavior analysts can list ways to effectively advocate for change related to 

diversity, equity, and inclusion within organizations.  

8. Preservice behavior analysts can discuss the Behavior Analyst Certification Board 

(BACB) ethical code and identify the gaps related to diversity, equity, justice, and 

inclusion that still need to be addressed. 

9. Preservice behavior analysts demonstrate incorporation of client voice in social validity 

measures (e.g., questionnaires, interview, behavioral observation measures including 

assessment of client affect and indices of happiness) used in clinical practice and 

research. 

10. Preservice behavior analysts demonstrate the use of client centered practices to increase 

client engagement during assessment, intervention, and progress monitoring. 

11. Preservice behavior analysts prioritize client outcomes and wellbeing over personal 

and/or professional gains. 
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12. Preservice behavior analysts demonstrate how to plan for and effectively communicate 

during ethical dilemmas related to differences in opinions, values, agendas, histories, etc. 

13. Preservice behavior analysts demonstrate culturally responsive ethical decision-making 

skills during clinical practice and research. Preservice behavior analysts demonstrate 

culturally responsive ethical decision-making skills during clinical practice and research. 

14. Preservice behavior analysts can identify ethical dilemmas that arise in collaboration with 

clients from nondominant cultures or cultures different than their own. 

Cross-Cultural Applications with Clients and Their Families of Different Racial and Ethnic 

Backgrounds, with Clients and Their Families who HAVE Different Spiritual and 

Religious Backgrounds, with Clients and Their Families who Speak Nondominant 

Language, and with Clients who Identify as Sexual and Gender Minority: 

15. Preservice behavior analysts use appropriate culturally sensitive methodological 

approaches, skills, and techniques that reflect the professionals’ understanding of the role 

of culture, spirituality and gender identity in the life of the client.  

16. Preservice behavior analysts can identify potentially problematic items on commonly 

used standardized assessment tools in ABA for culturally diverse clients.  

17. Preservice behavior analysts demonstrate effective use of noncolonial strategies in the 

practice of applied behavior analysis including the use of active participation in the 

development of treatment goals and services by clients and interested parties. 

18. Preservice behavior analysts demonstrate the ability to effectively convey assessment 

results to families from different cultural backgrounds. 

19. Preservice behavior analysts demonstrate use of instructional/intervention materials that 

validate and consider client’ cultural, linguistic, and spiritual, racial and gender identities. 
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20. Preservice behavior analysts demonstrate the ability to construct culturally relevant 

intervention goals in collaboration with clients from nondominant cultures or cultures 

different than their own. 

21. Preservice behavior analysts recognize the great diversity among groups (e.g., there is 

great diversity among Asian Americans, LQBTQAI+) and demonstrate cultural humility 

(self-reflection and self-critique whereby the individual learns about another's culture, but 

one starts with an examination of her/his own beliefs and cultural identities) in 

determining their client’s values and preferences and worldview. 

22. When providing behavior analytic services to a client from a cultural background 

different than their own, the preservice behavior analyst recognizes that the client’s 

beliefs about the variables to human behavior and learning might differ from their own. 

23. When providing behavior analytic services to a client from a cultural background 

different than their own, the preservice behavior analyst can identify when 

misunderstandings occur due to intercultural communication breakdown. 

24. The preservice behavior analyst understands that a client from a cultural background 

different than their own may perceive the use of language differently and understands the 

role of this difference in socio-pragmatic rules in communication breakdown. Examples 

include requests or topics that are culturally inappropriate for one of the parties given the 

context or use of personal address, bodily distance, nonverbal communication seen as 

disrespectful or nonengaged by one of the parties.  

25. Preservice behavior analyst understands the practice and role of cultural brokerage 

(bridging, linking, or mediating between groups or persons of differing cultural 

backgrounds for the purpose of reducing conflict or producing change) in easing 
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culturally based misunderstandings and improving communication when the behavior 

analyst is from a cultural background different from their client. 

26. Preservice behavior analysts will be attentive to the values, beliefs, and fears of diverse 

clients and colleagues that could affect participation in intervention. 

27. Preservice behavior analysts demonstrate how to plan for and effectively communicate 

during situations related to differences in opinions, values, agendas, histories, etc. 

28. Preservice behavior analysts are aware of potential power dynamics and information 

inequities that may be present when clients and colleagues are from different 

backgrounds and identities than their own. 

29. Preservice behavior analysts incorporate two-way communication and feedback loops 

during intervention and research activities. 

30. Preservice behavior analysts demonstrate knowledge of how to extend ABA interventions 

to bilingual clients from different cultural backgrounds other than their own. 

31. Preservice behavior analysts recognize the great diversity among groups (e.g., there is 

great diversity among Asian Americans, LQBTQAI+) and demonstrate cultural humility 

(self-reflection and self-critique whereby the individual learns about another's culture, but 

one starts with an examination of her/his own beliefs and cultural identities) in 

determining their client’s values and preferences and worldview. 

32. Preservice behavior analysts can identify resources for educating clients, supervisees, and 

colleagues about inclusive behaviors towards historically marginalized communities (i.e., 

LGBTQAI+ communities). 

33. Preservice behavior analysts understand when to appropriately seek cultural brokerage 

(bridging, linking, or mediating between groups or persons of differing cultural 
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backgrounds for the purpose of reducing conflict or producing change), professional 

development or when to refer to other behavior analysts when providing ABA services to 

clients with different spiritual, religious, and secular beliefs and affiliations, different race 

and ethnicity, different gender identity, than their own. 

Cultural Awareness and Reflective Practices  

34. Preservice behavior analysts demonstrate self-awareness of their own personal, cultural 

values and beliefs as one way of appreciating the importance of multicultural, 

intersectional identities in the lives of people. 

35. Preservice behavior analysts acknowledge and reflect on the sources of implicit and 

explicit bias, and practice ways to counter these biases. 

36. Preservice behavior analysts acknowledge and reflect on the historical and cultural 

context different clients and colleagues bring to the team, particularly those 

systematically excluded from research and intervention.  

37. Preservice behavior analysts self-identify their own personal experiences and background 

that may influence their beliefs, values and practices and demonstrate practices that 

minimize their imposition of these beliefs, values and practices onto their clients. 

38. Preservice behavior analysts self-identify their own personal experiences and background 

that may influence their beliefs, values and practices and demonstrate practices that 

minimize their imposition of these beliefs, values and practices onto their clients. 

Awareness of Other Cultures and Cultural Humility 
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39. Preservice behavior analysts demonstrate knowledge about White supremacy and the 

structural violence of racism that Black, Indigenous and other people of color experience 

in the United States. 

40. Preservice behavior analysts demonstrate knowledge of systemic oppression of 

individuals with disability, especially at the intersection of disability and race/ethnicity. 

41. Preservice behavior analysts document knowledge of social determinants of health and 

behavior including racism and poverty.  

42. Preservice behavior analysts demonstrate knowledge of anti-racist and anti-bias actions 

with various identities and cultures. 

43. Preservice behavior analysts demonstrate knowledge about the history of measurement 

development and how it has been historically used to harm people with disabilities and 

people of color (IQ, adaptive behavior, mental health). 

44. Preservice behavior analysts demonstrate understanding of acculturation (the assimilation 

to a different culture, typically the dominant one) processes, intergenerational dynamics, 

and the challenges faced by recent immigrants to a culture different than their home 

culture. 

45. Preservice behavior analysts recognize the great diversity among groups (e.g., there is 

great diversity among African Americans, individuals who identify as sexual and gender 

minority) and demonstrate cultural humility in determining their client’s values and 

preferences and worldview. 

46. Preservice behavior analysts use authentic engagement and active listening, self -

reflection practices and an approach of cultural humility when working with clients, and 
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supervisees with different cultural or sexual identity other than their own to disrupt 

potential power imbalances and identify shared values. 

47. Preservice behavior analysts understand practices that can provide or advocate for the 

provision of information, referrals, and services in the language appropriate to the client, 

which may include use of interpreters. 

48. Preservice behavior analysts demonstrate awareness of the legal, ethical, and practical 

issues related to language translation and the appropriate use of interpreters in assessment 

and intervention for non-English-speaking clients.  

Cross-Cultural Application with Clients Who Identify as a Sexual or Gender Minority 

49. Preservice behavior analysts demonstrate use of identity affirming practices with 

transgender and gender nonconforming (TGNC) clients, supervisees, and colleagues. 

50. Preservice behavior analysts demonstrate understanding that people have diverse sexual 

orientations, gender identities and gender expressions that intersect with other identities 

and contexts. 

51. Preservice behavior analysts can discuss the history of conversion therapy in relation to 

sexual orientation, the harms cause by attempting to change sexual orientation, and 

current ethical guidelines for behavior analysts that are against conversion therapy. 

52.  Preservice behavior analysts examine their own bias, attitudes about, and knowledge of 

sexual orientation, gender identity, and gender expression may impact their practices in 

ABA, particularly the services they provide to LGBTQAI+ clients. 

53. Preservice behavior analysts can list best practices for outreach to LGBTQAI+ 

communities including representation in outreach materials (i.e., brochures and websites). 
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54. Preservice behavior analysts demonstrate understanding that gender is nonbinary with a 

range of gender identities and expressions and that gender identity may not align with 

assigned sex at birth.  

55. Preservice behavior analysts know how to adapt interventions and use culturally 

responsive teaching and training strategies when working with clients and families who 

identify as a sexual or gender minority. 

56.  Preservice behavior analysts know how to identify and address communication errors 

that may occur when working with clients and colleagues who identify as a sexual or 

gender minority. 

57. Preservice behavior analysts can list practices to affirm the identity and inclusion of 

sexual minority clients and communities during all aspects of research (e.g., providing a 

range of demographic options in surveys). 

Cultural Application with Clients from Different Religious and Spiritual Backgrounds 

58. Preservice behavior analysts understand that clients may have spiritual, religious, or 

secular beliefs and affiliations that might not align well with the philosophy and 

worldview underlying ABA practices. 

59. Preservice behavior analysts understand the role of conversations with clients about their 

spiritual, religious, and secular beliefs and affiliations in understanding their values and 

beliefs. 

60. Preservice behavior analysts will partner with clients and families when incorporating 

religious and spiritual beliefs in treatment goals and interventions. 

61. Preservice behavior analysts can operationally define justice, equity, diversity, and 

inclusion. 
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Disrupting Inequitable Systems 

62. Preservice behavior analysts demonstrate knowledge of the underrepresentation of clients 

from Black, Indigenous, and other nondominant, non-White backgrounds in applied 

behavior analysis. 

63. Preservice behavior analysts can discuss how to actively use culturally responsive 

practices at all levels of the organizational structure and procedures. 

64. Preservice behavior analysts actively promote a culture of accountability to the mission 

and vision statements of the organization using measurable goals with realistic timelines. 

65. Preservice behavior analysts can discuss how to arrange environmental contingencies and 

meta-contingencies to shape their own behavior, the behavior of colleagues and 

organizations. 

66. Preservice behavior analysts can list effective strategies to support and advocate for 

recruitment, admissions and hiring, supervision, and retention efforts in behavior analytic 

programs and agencies that increase visibility and representation from diverse groups and 

identities within the organization.  

67. Preservice behavior analysts can list effective strategies to advocate for improved the 

diversity of advisory boards, vendors, and collaborators of the organization. 

68. Preservice behavior analysts can discuss strategies to improve the diversity of 

organizational leadership (e.g., at least 1/3 of leadership from diverse backgrounds and 

identities) using strategies derived from organizational behavior management. 

69. Preservice behavior analysts can discuss practices and advocacy strategies for disrupting 

health and education disparities affecting access to applied behavior analysis for clients 

from Black, Indigenous, and other nondominant, non-White backgrounds. 
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70. Preservice behavior analysts understand the behavioral approach for addressing bias and 

racism (e.g., behavior assessment, intervention, monitoring). 

71. Preservice behavior analysts can list best practices for improving access to research 

participation for underserved populations (Black, Indigenous, People of Color, 

nondominant gender, sexual orientation, and religious groups, disabilities other than 

autism/intellectual and developmental disability). 

72. Preservice behavior analysts can list ways to effectively advocate for change related to 

diversity, equity, and inclusion within organizations.74. Preservice behavior analysts 

understand the importance of collaborating with organizational leadership on identifying 

why diverse staff and clients leave the organization and reflect on ways to improve 

retention and growth within the organization. 
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Appendix B  

Demographic Questionnaire 

You are being asked to participate in a research study: “Diversity, equity, justice and inclusion 

competencies for preservice behavior analysts: A modified Delphi study.” The purpose of this 

research is to develop a comprehensive checklist of diversity, justice, equity, and inclusion 

(DEJI) competencies that can be used in future curricular development and revision in 

association for Applied Behavior Analysis International (ABAI) verified course sequences to 

ensure adequate preparation of behavior analysts and development of relevant and meaningful 

instructional materials. Please complete the following demographic questioner to best describe 

your identity.  

Which ethnicity do you most identify with? (Check all that apply.) 

Hispanic and Latinx/Latina  
Native Hawaiian and Pacific Islander  

Middle Eastern and North African  
Caucasian/White  
American Indian and Alaska Native  

African American or Black  
Asian  
Not Listed  

Prefer not to answer 
 

What is your age? 
Open text 

 

What is your gender? 
Male 

Female 
Transgender Man  
Transgender woman  

Nonbinary 
Nonconforming  

Prefer Not to Answer  
 

What is your current degree? 

Masters 
Ph.D. 

 
How many years of experience you have as a BCBA? 

Open text 

 
What region of the US are you from? 

Open text 
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Are you or were you in a leadership role advocating for DEJI in the field of ABA? (For 

example: member of the ABAI DEI committee, a member of University DEI task force, 

ABAI State Chapter leadership role, intramural or extramural grants with a focus that 

includes DEI) 

Yes/no 
 
Please indicate the number of years as in your leadership role: 

Open text 
 

Please name all peer-reviewed publications you have authored or co-authored related to 

DEJI topics (For example, racism, social justice, multiculturalism, culturally linguistic 

diversity, sexual orientation, gender identification, disabilities, spiritual or religious 

minority) (please enter NA/ if you don't have publications) 

Open text 

 
Primary population/area of specialization 

Open text 
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Appendix C 

Rating Potential Experts  

Criteria 

Does not 

meet (0) 

Meets 

(1) 

Exceeds 

(2) 

Master’s level     

BCBA    

Minimum of 3years of experience     

Currently practicing ABA in the US in good standing    

BIPOC practitioner    

Region in the US     

Documented professional or scholarly experience with 
DEJI 

(minimum of one peer review publications/ DEI 
presentation at the ABAI -DEI conference)    

 Leadership role advocating for DEJI     

Total score    
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Appendix E 

Final Competencies List That Reached Consensus  

 

Ethics and Values 

 

1. Preservice behavior analysts are knowledgeable and remain current in the ethical code, 

and standards of the profession published by our professional certification and licensure 

bodies.  

2. Pre-service behavior analysts demonstrate applications of community-based participatory 

research (research that equitably involves community members, organizational 

representatives, and academic researchers in all aspects of the research process) practices 

in behavior analytic research that prevent exploitation and harm to vulnerable 

populations.  

3. Preservice behavior analysts demonstrate understanding of the ways in which their 

personal and professional values and implicit bias may conflict with or accommodate the 

needs of diverse clients.  

4. Based on their self-identified personal and professional limitations, preservice behavior 

analysts demonstrate when and how to make appropriate referrals to other behavior 

analysts or other professionals with relevant experience and specialized knowledge of the 

client’s culture or the behavior analyst seeks appropriate supervision. 

5. Preservice behavior analysts demonstrate practices allowing client assent and consent to 

assessment and intervention for all populations including individuals limited language 

proficiency or nonverbal individuals.. 

6. Pre-service behavior analysts can list ways to effectively advocate for change related to 

diversity, equity, and inclusion within organizations.  

7. Pre-service behavior analysts can discuss the Behavior Analyst Certification Board 

(BACB) ethical code and identify the gaps related to diversity, equity, justice, and 

inclusion that still need to be addressed. 

8. Pre-service behavior analysts demonstrate incorporation of client voice in social validity 

measures (e.g., questionnaires, interview, behavioral observation measures including 

assessment of client affect and indices of happiness) used in clinical practice and 

research. 

9. Pre-service behavior analysts demonstrate use of client centered practices to increase 

client engagement during assessment, intervention, and progress monitoring. 

10. Pre-service behavior analysts prioritize client outcomes and wellbeing over personal 

and/or professional gains. 

11. Pre-service behavior analysts demonstrate how to plan for and effectively communicate 

during ethical dilemmas related to differences in opinions, values, agendas, histories, etc. 

12. Pre-service behavior analysts demonstrate culturally responsive ethical decision-making 

skills during clinical practice and research.  
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13. Preservice behavior analysts can identify ethical dilemmas that arise in collaboration with 

clients, families and other professionals from nondominant cultures or cultures different 

than their own. 

Added competency  

14. Preservice behavior analysts seek education and continue professional development 

related to cultural responsiveness and cultural humility. 

Awareness of Other Cultures and Cultural Humility 

15. Pre-service behavior analysts demonstrate knowledge about white supremacy and the 

structural violence of racism that Black, Indigenous and other people of color 

experience in the United States. 

16. Pre-service behavior analysts demonstrate knowledge of systemic oppression of 

individuals with disability, especially at the intersection of disability and race/ethnicity. 

17. Preservice behavior analysts document knowledge of social determinants of health 

(how these social construct impact one’s health outcomes) and behavior including 

racism, poverty and ability status.  

18. Pre-service behavior analysts demonstrate knowledge of anti-racist and anti-bias 

actions with various identities and cultures. 

19. Pre-service behavior analysts demonstrate knowledge about the history of measurement 

development and how it has been historically used to harm people with disabilities and 

people of color (IQ, adaptive behavior, mental health). 

20. Pre-service behavior analysts demonstrate understanding of acculturation (the 

assimilation to a different culture, typically the dominant one) processes, 

intergenerational dynamics, and the challenges faced by recent immigrants to a culture 

different than their home culture. 

21. Pre-service behavior analysts recognize the great diversity among groups (e.g., there is 

great diversity among African Americans, individuals who identify as sexual and 

gender minority) and demonstrate cultural humility in determining their client’s values 

and preferences and worldview. 

22. Pre-service behavior analysts use authentic engagement and active listening, self-

reflection practices and an approach of cultural humility when working with clients, 

and supervisees with different cultural or sexual identity other than their own to disrupt 

potential power imbalances and identify shared values. 

23. Preservice behavior analysts advocate for the provision of information, referrals, and 

services in the language appropriate to the client, which may include the use of 

interpreters. 

24. Pre-service behavior analysts demonstrate awareness of the legal, ethical, and practical 

issues related to language translation and the appropriate use of interpreters in 

assessment and intervention for non-English speaking clients.  

Cultural Awareness and Reflective Practices  
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25. Pre-service behavior analysts demonstrate self-awareness of their own personal, cultural 

values and beliefs as one way of appreciating the importance of multicultural, 

intersectional identities in the lives of people. 

26. Pre-service behavior analysts acknowledge and reflect on the sources of implicit and 

explicit bias, and practice ways to counter these biases. 

27. Pre-service behavior analysts acknowledge and reflect on the historical and cultural 

context different clients and colleagues bring to the team, particularly those 

systematically excluded from research and intervention.  

28. Pre-service behavior analysts self-identify their own personal experiences and             

background that may influence their beliefs, values and practices and demonstrate 

practices that minimize their imposition of these beliefs, values and practices onto their 

clients. 

29. Pre-service behavior analysts self-identify their own personal experiences and 

background that may influence their beliefs, values and practices and demonstrate 

practices that minimize their imposition of these beliefs, values and practices onto their 

clients. 

 

Cross-Cultural Applications with Clients and Their Families of Different Racial and Ethnic 

Backgrounds, with Clients and Their Families who HAVE Different Spiritual and 

Religious Backgrounds, with Clients and Their Families who Speak Non-Dominant 

Language, and with Clients who Identify as Sexual and Gender Minority: 

30. Preservice behavior analysts use appropriate culturally sensitive methodological 

approaches, skills, and techniques that reflect the professionals’ understanding of the role 

of culture, spirituality, socioeconomic class, race, ethnicity, gender..  

31. Pre-service behavior analysts can identify potentially problematic items on commonly 

used standardized assessment tools in ABA for culturally diverse clients.  

32. Pre-service behavior analysts demonstrate effective use of non-colonial strategies in the 

practice of applied behavior analysis including the use of active participation in the 

development of treatment goals and services by clients and interested parties. 

33. Pre-service behavior analysts demonstrate ability to effectively convey assessment 

results to families from different cultural backgrounds. 

34. Preservice behavior analysts demonstrate the use of instructional/intervention materials 

that validate and consider clients’ cultural, linguistic, spiritual, racial, gender 

identities and ability status. 

35. Preservice behavior analysts demonstrate ability to construct culturally 

relevant assessment targets, intervention goals, and procedures in collaboration with 

clients from nondominant cultures or cultures different than their own. 

36. Pre-service behavior analysts recognize the great diversity among groups (e.g. there is 

great diversity among Asian Americans, LQBTQAI+) and demonstrate cultural humility 

(self-reflection and self-critique whereby the individual learns about another's culture, 
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but one starts with an examination of her/his own beliefs and cultural identities) in 

determining their client’s values and preferences and worldview. 

37. When providing behavior analytic services to a client from a cultural background 

different than their own, the pre-service behavior analyst recognizes that the client’s 

beliefs about the variables to human behavior and learning might differ from their own. 

38. When providing behavior analytic services to a client from a cultural background 

different than their own, the pre-service behavior analyst can identify when 

misunderstandings occur due to intercultural communication breakdown. 

39. The pre-service behavior analyst understands that a client from a cultural background 

different than their own may perceive the use of language differently and understands 

the role of this difference in sociopragmatic rules in communication breakdown. 

Examples include requests or topics that are culturally inappropriate for one of the 

parties given the context or use of personal address, bodily distance, nonverbal 

communication seen as disrespectful or non-engaged by one of the parties.  

40. Pre-service behavior analyst understands the practice and role of cultural brokerage 

(bridging, linking, or mediating between groups or persons of differing cultural 

backgrounds for the purpose of reducing conflict or producing change) in easing 

culturally based misunderstandings and improving communication when the behavior 

analyst is from a cultural background different from their client. 

41. Preservice behavior analysts will be attentive and accommodate diverse values, beliefs, 

and fears that could affect intervention participation for clients’ and colleagues from 

different backgrounds. 

42. Pre-service behavior analysts demonstrate how to plan for and effectively communicate 

during situations related to differences in opinions, values, agendas, histories, etc. 

43. Pre-service behavior analysts are aware of potential power dynamics and information 

inequities that may be present when clients and colleagues are from different 

backgrounds and identities than their own. 

44. Pre-service behavior analysts incorporate two-way communication and feedback loops 

during intervention and research activities. 

45. Pre-service behavior analysts demonstrate knowledge of how to extend ABA 

interventions to bilingual clients from different cultural backgrounds other than their 

own. 

46. Pre-service behavior analysts recognize the great diversity among groups (e.g. there is 

great diversity among Asian Americans, LGBTQAI+) and demonstrate cultural humility 

(self-reflection and self-critique whereby the individual learns about another's culture, 

but one starts with an examination of her/his own beliefs and cultural identities) in 

determining their client’s values and preferences and worldview. 

47. Pre-service behavior analysts can identify resources for educating clients, supervisees, 

and colleagues about inclusive behaviors towards historically marginalized communities 

(i.e., LGBTQAI+ communities). 
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48. Pre-service behavior analysts understand when to appropriately seek cultural brokerage 

(bridging, linking, or mediating between groups or persons of differing cultural 

backgrounds for the purpose of reducing conflict or producing change), professional 

development or when to refer to other behavior analysts when providing ABA services 

to clients with different spiritual, religious, and secular beliefs and affiliations, different 

race and ethnicity, different gender identity, than their own. 

Cross-Cultural Application with Clients Who Identify as Sexual or Gender Minority 

49. Pre-service behavior analysts demonstrate use of identity affirming practices with 

transgender and gender non-conforming (TGNC) clients, supervisees, and colleagues. 

50. Pre-service behavior analysts demonstrate understanding that people have diverse 

sexual orientations, gender identities and gender expressions that intersect with other 

identities and contexts. 

51. Pre-service behavior analysts examine their own bias, attitudes about, and knowledge 

of sexual orientation, gender identity, and gender expression may impact their 

practices in ABA, particularly the services they provide to LGBTQAI+ clients. 

52. Pre-service behavior analysts demonstrate understanding that gender is nonbinary with 

a range of gender identities and expressions and that gender identity may not align 

with assigned sex at birth.  

53. Pre-service behavior analysts know how to adapt interventions and use culturally 

responsive teaching and training strategies when working with clients and families 

who identify as a sexual or gender minority. 

54.  Pre-service behavior analysts know how to identify and address communication errors 

that may occur when working with clients and colleagues who identify as a sexual or 

gender minority. 

55. Pre-service behavior analysts can list practices to affirm the identity and inclusion of 

sexual minority clients and communities during all aspects of research (e.g., providing 

a range of demographic options in surveys). 

Cultural Application with Clients from Different Religious and Spiritual Backgrounds 

56. Pre-service behavior analysts understand that clients may have spiritual, religious, or 

secular beliefs and affiliations that might not align well with the philosophy and 

worldview underlying ABA practices. 

57. Preservice behavior analysts demonstrate how to glean information about clients’ 

spiritual, religious, and secular beliefs and affiliations in understanding their values 

and beliefs.. 

58. Pre-service behavior analysts will partner with clients and families when incorporating 

religious and spiritual beliefs in treatment goals and interventions. 

59. Pre-service behavior analysts can operationally define justice, equity, diversity, and 

inclusion. 

Disrupting Inequitable Systems 
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60. Pre-service behavior analysts demonstrate knowledge of the underrepresentation of 

clients from Black, Indigenous, and other non-dominant, non-white backgrounds in 

applied behavior analysis. 

61. Pre-service behavior analysts can discuss how to actively use culturally responsive 

practices at all levels of the organizational structure and procedures. 

62. Pre-service behavior analysts actively promote a culture of accountability to the 

mission and vision statements of the organization using measurable goals with realistic 

timelines. 

63. Pre-service behavior analysts can discuss how to arrange environmental contingencies 

and meta-contingencies to shape their own behavior, the behavior of colleagues and 

organizations. 

64. Pre-service behavior analysts can list effective strategies to support and advocate for 

recruitment, admissions and hiring, supervision, and retention efforts in behavior 

analytic programs and agencies that increase visibility and representation from diverse 

groups and identities within the organization.  

65. Pre-service behavior analysts can list effective strategies to advocate for improved the 

diversity of advisory boards, vendors, and collaborators of the organization. 

66. Pre-service behavior analysts can discuss strategies to improve the diversity of 

organizational leadership (e.g., at least 1/3 of leadership from diverse backgrounds and 

identities) using strategies derived from organizational behavior management. 

67. Pre-service behavior analysts can discuss practices and advocacy strategies for 

disrupting health and education disparities affecting access to applied behavior analysis 

for clients from Black, Indigenous, and other non-dominant, non-white backgrounds. 

68. Pre-service behavior analysts understand the behavioral approach for addressing bias 

and racism (e.g., behavior assessment, intervention, monitoring). 

69. Pre-service behavior analysts can list ways to effectively advocate for change related to 

diversity, equity, and inclusion within organizations. 

Added Competency 

70. Preservice behavior analysts identify social and economic barriers that impact access to 

care and work to limit these barriers in clinical practice. 
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