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SUPERVISION WORKSHOP SERIES:
ESTABLISHING AN EFFECTIVE SUPERVISION 

RELATIONSHIP

Dr. Sarah Pastrana, BCBA-D
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“Without a solid foundation, you’ll 
have trouble creating anything of 
value”

• Erika Oppemheimer, (as cited in 
LeBlanc et al., 2020, p. 14)
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AGENDA

Introduction to 
Supervision

Onboarding Building a 
Supervisory Alliance

Cultural Humility 
and Supervision
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“The supervision 
experience, at least for 
me… has sometimes 
involved sharing the best 
and worst of times. So, if I 
was to summarize the 
supervision experience in 
one phrase, it would be ‘a 
shared journey of 
discovery.’”
- Dermot Barnes-Homes (2018, p. 176, as 
cited in LeBlanc et al., 2020).
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SUPERVISION: 
DEFINITION 

(HARRIS, 2015)

• A relationship of rapport and trust in which 
the supervisor assists the supervisee to reflect 
on their practice in order to:
• Develop the capacities to enhance their 

effectiveness when working with clients and key 
stakeholders

• Process their cognitive and emotional responses 
to their work with clients and key stakeholders

• Supervision sessions are a place for the 
supervisee to reflect on their work with a 
more experienced practitioner
• Supervision has the dual purpose of:
• Supporting the continued learning and 

development of the supervisee
• Giving a degree of protection to the client and 

other key stakeholders involved in the work
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WHAT ARE 
THE KEY 

PURPOSES OF 
SUPERVISION?
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KEY PURPOSES OF SUPERVISION 
( L E B L A N C  E T  A L . , 2 0 2 0 )

• Guide actions to ensure high-quality services 
and desired client outcomes

• Improve and maintain clinical skills

• Develop behaviour-analytic, professional, and 
ethical repertoires

• Build behavioural case conceptualization, 
problem-solving, decision-making, and 
assistance-seeking repertoires

• Model high quality supervisory practices

8
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THINGS TO CONSIDER
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W HO DO BCB AS 
SUPERV ISE?

Behaviour Interventionists 

Registered Behavior Technicians 
(RBTs)

College or University students 
working to become BCaBAs

BCaBAs

Graduate students working to 
become BCBAs
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S U P E RV I S E E  V S . 
C O N S U LT E E : A N  

IM P O RTA N T  
D I S C R IM IN AT IO N

� A supervisee is working under the formal 
mentorship of a BCBA and is expected to 
follow the directions  of the supervisor 
within the bounds of competence and 
ethical considerations

� A consultee is an independent decision-
maker who can accept or ignore the advice 
of a consultant
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ARE YOU READY 
TO PROVIDE 

SUPERVISION?

• Ensure you meet BACB requirements for 
supervisor qualifications

• Ensure you understand role and functions of 
supervisors in behaviour analysis, and the gravity 
of supervisor role

• Consider your availability to provide sufficient 
supervision

• Consider need for culturally competent 
supervision training

• Reflect on gravity of role as a mentor

• Consider own strengths and weaknesses

• Consider goals and needs of supervisee and 
your scope of competence as supervisor
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IMPORTANT SKILL SETS

Technical skills

Interpersonal skills

Leadership skills

Supervision skills

Cultural humility and safety skills

Compassionate care skills

Time-management skills

Organizational skills

Ethical behaviour

Written communication 

Etc.
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PROCESS OF SUPERVISION 

• Understanding the processes and flow of a 
supervisory relationship helps supervisors to
• Consider competing responsibilities before accepting a new 

supervisee

• Establish a mutual understanding with the supervisee of the 
purpose and scope of supervision

• Understand the different stages of supervision

• Plan for supervisee training opportunities

• Plan for ongoing supervision

• Evaluate the supervisor’s effectiveness

• Maintain all required documentation 

16

RECOMMENDED 
PRACTICE 

GUIDELINES 
(SELLERS ET AL., 

2016)

1

Establish an 
effective 
supervisor-
supervisee 
relationship

2

Establish a 
plan for 
structured 
supervision 
content and 
competence 
evaluation

3

Evaluate the 
effects of 
supervision

4

Incorporate 
ethics and 
professional 
development 
into 
supervision

5

Continue the 
professional 
relationship 
post-
certification

17
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GETTING STARTED

20

ONBOARDING 
TASKS

• Supervision contract

• Discuss format of supervision

• Clinic onboarding

• Baseline skills assessment

• Initial goal selection

• Establish plan for ongoing 
supervision

21
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ONBOARDING 
TASKS

• Supervision contract
• Discuss format of supervision

• Clinic onboarding

• Baseline skills assessment

• Initial goal selection

• Establish plan for ongoing 
supervision
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B ACB 
RESO URCES

• Sample supervision contract

• Pre-Experience Checklist (completed by 
supervisee)

• BCBA Handbook

• Fieldwork Requirements guide

• Monthly and final fieldwork verification forms

• Fieldwork tracker

• Fieldwork checklist and tip sheet

• https://www.bacb.com/supervision-and-training/

23

REV IEW ING 
THE 

SUPERV IS ION 
CO NTRACT

• Supervisor should provide supervisee with a 
written copy to review in addition to having a 
conversation together 

• This meeting is an opportunity to formally 
describe the terms of the relationship and set 
expectations

• The process of reviewing and signing the contract 
is analogous to informed consent and should be 
done thoughtfully

• The contract should only be signed when both 
parties are confident they have a clear 
understanding of the terms and all questions have 
been answered

• Both parties should retain a copy of the contract 
for at least 7 years

24

https://www.bacb.com/supervision-and-training/
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ONBOARDING 
TASKS

• Supervision contract

• Discuss format of 
supervision

• Clinic onboarding

• Baseline skills assessment

• Initial goal selection

• Establish plan for ongoing 
supervision
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DISCUSS 
FO RMAT O F 

SUPERV IS ION

• Frequency

• Location of supervision (in-person/virtual)

• Group vs. individual meetings

• Structure of supervision meetings

• Who sets the agenda?

• Who is responsible for taking notes?

• Role of feedback*

• Your philosophy about the role of feedback

• When, where, how feedback will be provided

• Importance of bi-directional feedback

• Supervisee’s previous experiences with feedback

• Additional expectations
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ONBOARDING 
TASKS

• Supervision contract

• Discuss format of supervision

• Clinic onboarding

• Baseline skills assessment

• Initial goal selection

• Establish plan for ongoing 
supervision
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CLINIC/ 
AGENCY 

ONBOARDING

• Clinic/agency culture and policies

• Human resources information and 
paperwork

• Clinic tour

• Introduction to digital record-keeping 
and/or communication systems 

• Introduction to co-workers

• Etc.

28

ONBOARDING 
TASKS

• Supervision contract

• Discuss format of supervision

• Clinic onboarding

• Baseline skills 
assessment

• Initial goal selection

• Establish plan for ongoing 
supervision
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B ASEL INE 
ASSESSMENT 

OF 
SUPERV ISEE  

SK ILLS

• Supervisee self-evaluations

• Oral and written quizzes

• Observations and review of permanent 
products

30
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B ASEL INE 
ASSESSMENT 

OF 
SUPERV ISEE  

SK ILLS

• Supervisee self-evaluations
• Oral and written quizzes

• Observations and review of permanent 
products

31

SUPERVISEE  
SELF-

EVALUATIONS

Self-assessment of BCBA Task List 
items

Self-Development Interview

Compassionate Care Self-
Evaluation

Others?

32

BACB TASK LIST SELF-EVALUATION

Section 
1 Foundations
A Philosophical Underpinnings
B Concepts and Principles
C Measurement, Data Display, and Interpretation
D Experimental Design

Section 
2 Applications
E Ethics
F Behavior Assessment
G Behavior-Change Procedures
H Selecting and Implementing Interventions
I Personnel Supervision and Management

Self-Assessm ent Rubric

3 Competent
I know it well, can teach it to others, and can 
apply it in clinical settings

2 Emerging I am familiar with it but need to learn more

1 Unfamiliar
I am unfamiliar with this and/or not confident in 
my knowledge 

Instructions
Go through each item on the 5th Edition Task List and apply the rubric 
(above). Things scored "3" and coloured green will not be addressed
in supervision. Items scored "2" (yellow) or "1" (red) will be targeted
during supervision to help build your conceptual repertoire. The goal 
is to turn all the yellow and red items to green by the end of 
supervision.

33
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B AC B  TA S K  L IS T  
S E L F -

E VA L UAT IO N : 
E X C E R P T

A Philosophical Underpinnings Rating Date Mastered
A-1 Identify the goals of behavior analysis as a science (i.e., description, prediction, control). 

A-2 Explain the philosophical assumptions underlying the science of behavior analysis (e.g., 
selectionism, determinism, empiricism, parsimony, pragmatism). 

A-3 Describe and explain behavior from the perspective of radical behaviorism. 

A-4 Distinguish among behaviorism, the experimental analysis of behavior, applied behavior 
analysis, and professional practice guided by the science of behavior analysis. 

A-5
Describe and define the dimensions of applied behavior analysis (Baer, Wolf, & Risley, 1968). 

B Concepts and Principles
B-1 Define and provide examples of behavior, response, and response class. 
B-2 Define and provide examples of stimulus and stimulus class. 
B-3 Define and provide examples of respondent and operant conditioning. 
B-4 Define and provide examples of positive and negative reinforcement contingencies. 
B-5 Define and provide examples of schedules of reinforcement. 
B-6 Define and provide examples of positive and negative punishment contingencies. 
B-7 Define and provide examples of automatic and socially mediated contingencies. 

B-8 Define and provide examples of unconditioned, conditioned, and generalized reinforcers and 
punishers. 

B-9 Define and provide examples of operant extinction. 
B-10 Define and provide examples of stimulus control.
B-11 Define and provide examples of discrimination, generalization, and maintenance. 
B-12 Define and provide examples of motivating operations. 
B-13 Define and provide examples of rule-governed and contingency-shaped behavior. 
B-14 Define and provide examples of the verbal operants. 
B-15 Define and provide examples of derived stimulus relations. 

34

S E L F -
D E V E L O P M E N T  

IN T E RV IE W  
(M A L OT T, 2 0 1 2 )

35

T H E R A P E U T I C  
R E L AT I O N S H I P  

S E L F - E VA L U AT I O N
( L E B L A N C  E T  A L . , 

2 0 2 0 )
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C O M PA S S I O N AT E  
C A R E  E VA L U AT I O N  
( TAY L O R , L E B L A N C , 

&  N O S I K , 2 0 1 9 )

37

B ASEL INE 
ASSESSMENT 

OF 
SUPERV ISEE  

SK ILLS

• Supervisee self-evaluations

• Oral and written quizzes
• Observations and review of permanent 

products

38

ORAL AND WRITTEN 
QUIZZES

• Technical skills
• Compassionate care skills
• Behaviour-analytic terminology 

and concepts
• BACB Task List items
• Compassionate care skills
• Ethical repertoires
• Case conceptualization
• Problem-based learning activities

Categories of Skills

39
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B ASEL INE 
ASSESSMENT 

OF 
SUPERV ISEE  

SK ILLS

• Supervisee self-evaluations

• Oral and written quizzes

• Observations and review of 
permanent products
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OBSERVATIONS AND 
REVIEW OF 

PERMANENT 
PRODUCT

• Technical skills
• Compassionate care skills
• Ability to train others

Live (when possible) or 
video-based observations

• Completed assessments
• Lesson plans
• Behaviour support plans
• Visual supports
• Graphed data

Review of permanent 
products

41

ONBOARDING 
TASKS

• Supervision contract

• Discuss format of supervision

• Clinic onboarding

• Baseline skills assessment

• Initial goal selection

• Establish plan for ongoing 
supervision
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INITIAL 
GOAL 

SELECTION

• Goal selection should be a collaborative and 
individualized process

• Select goals based on 

• Assessment of supervisee skills

• Supervisee’s interests

• Supervisor’s scope of competence

• Available training opportunities

• Goals should be attainable and measurable

• Consider general case programming when 
planning for training opportunities

• Develop timeline for training opportunities

43

ONBOARDING 
TASKS

• Supervision contract

• Discuss format of supervision

• Clinic onboarding

• Baseline skills assessment

• Initial goal selection

• Establish plan for 
ongoing supervision

44

ESTABLISH  A  
PLAN FOR 
ONGOING 

SUPERV IS ION 
(LEBLANC ET AL . , 

2020)

• Review frequency, format, and structure of 
supervision sessions

• Consider the following:
• Schedule

• Location

• Individual vs. group supervision

• Meeting agenda

• Multiple supervisors

• Review how supervisee performance will be 
evaluated

• Review how supervisor performance will be 
evaluated

• Establish plan for training opportunities

45
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ONBOARDING 
TASKS

• Supervision contract

• Discuss format of supervision

• Clinic onboarding

• Baseline skills assessment

• Initial goal selection

• Establish plan for ongoing 
supervision

• Other tasks?

46

AGENDA

Introduction to 
Supervision

Onboarding Building a 
Supervisory 

Alliance

Cultural Humility 
and Supervision
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SUPERVISORY ALLIANCE

� Definition: A working alliance consisting of a bond or trusting relationship, 

agreement on goals, and agreement on tasks
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SUPERVISORY ALLIANCE

• The supervisory alliance is a collaborative relationship 

between a supervisee and supervisor

• The supervisory alliance involves variables such as values, 
expectations, reliability, interpersonal interaction patterns (e.g., 
capacity for empathy), and supervision techniques and 
supervision 

• The strength of the alliance is critical, both in terms of fostering 
skill development, and in laying the foundation for the 
supervisee’s alliances with clients

49

SUPERVISOR VS. MENTOR 
(LEBLANC, SELLERS, AND ALA’I , 2020)

´ Someone who has direct 
oversight responsibility for 
performance and training 
purposes

´ Someone who has a positive, 
guiding influence on someone’s 
life

50

KEY CONSIDERATIONS FOR 
ESTABLISHING A SUPERVISORY 

ALLIANCE

• Mutual respect

• Focus on strengths-based supervision

• Collaborative and individualized goal selection

• Regular and consistent feedback opportunities

• Availability

• Opportunities for periodic bi-directional 
feedback and open discussion about 

supervisory interactions

51
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A D D IT IO N A L  
C O N S ID E R AT IO N S

• Ensure both parties understand their roles, the 

process, and the scope of supervision

• Establish clear guidelines, mutual agreements, and 
mutual respect

• Set intention of creating collaborative, committed, 
and positive supervisory relationship

• Set clear expectations regarding feedback

52
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RESEARCH ON HIGH 
QUALITY SUPERVISION 

(FALENDER & 
SHAFRANSKE, 2006)

• Empathy with supervisee learning new professional 

skills

• Creation of sense of teamwork between supervisor 
and supervisee

• Ability to handle power appropriately

• Warmth and understanding

• Respect for personal integrity, autonomy and 
strengths

• Flexible, genuine, and interested

• Experienced and currently engaged in practice 
themselves

54



8/16/24

19

RESEARCH ON HIGH 
QUALITY SUPERVISION 

(CONTINUED)

� Competence in facilitating learning

� Openness to learning from supervisee

� Theoretical, technical, and conceptual knowledge

� Skills at analyzing events related to treatment of client

� Encouragement of exploration and experimentation

� Encouragement of supervisee disclosure of actions, 
feelings, attitudes, and conflicts

� Understanding of personal supervisee characteristics 

and the dynamics of supervisory relationship

� Knowing when to self-disclose to normalize 

supervisee’s experience

� Humour, humility, and patience

55

56

C H A R A C T E R I S T I C S  O F  A  
P O O R  S U P E RV I S O R  

( K A Z E M I , R I C E , &  
A D Z H YA N , 2 0 1 9 )

� Unprofessional or unethical behaviour

� Excessive use of critical feedback; failure to provide 

feedback about improvements

� Disorganized; supervision and client goals are unclear 
or missed

� Poor conflict resolution skills

� Unavailable for meetings, feedback, or changes to 
client interventions

� Inconsistent
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PA S T  A N D  C U R R E N T  
S U P E RV I S O RY  R E L AT I O N S H I P S  

( L E B L A N C  E T  A L . , 2 0 2 0 )

• Each person is a product of their own complex 
history

• Influences may be personal and professional

• Influences can have great impact on current 
behaviour

58

BENEFITS OF REFLECTING 
ON PAST RELATIONSHIPS 

(LEBLANC ET AL. , 2020)

• Active participation in own learning

• Increased gratitude for your ‘influencers’

• Increased understanding of models you 
have observed

• Identification of examples and non-
examples of effective supervision

• Identification of professional development 
needs and new areas of interest

59

THE MENTOR TREE (LEBLANC ET AL., 2000)

´ Branches = influences throughout career

´ Trunk = those who influenced your basic 
professional repertoires

´ Acorns = mentees

´ Roots = Critical formative mentors who 
influenced primary values, rules, and 
core repertoires early in life

60
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THE MENTOR TREE (LEBLANC ET AL., 2000)

• Recognizing the impacts your 
influencers have had on you 
will help you to better 
understand the models you’ve 
observed and how they might 
influence you as a supervisor

61

AGENDA

Introduction to 
Supervision

Onboarding Building a Supervisory 
Alliance

Cultural 
Humility and 
Supervision
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“There is no shame in being wrong, only 
in refusing to learn”
- Author unknown
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EXPLORING 
YOUR 

POWER 
AND 

PRIVILEGE 

64

EXPLORING 
YOUR PLACE OF 

PRIVILEGE 
( L E B L A N C  E T  A L . ,  2 0 2 0 , 

P  6 0 )
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C U LT U R A L  S A F E T Y  
C O N T IN U U M
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“Without a solid foundation, you’ll 

have trouble creating anything of 
value”

• Erika Oppemheimer, (as cited 
in LeBlanc et al., 2020, p. 14)
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RECOMMENDED BOOKS
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