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The meeting (to be held November 16) is extremely important for the
future of the Center. Trustee and Advisor input is critical in shaping
the Center and its activities as we move forward. An informal gettogether is scheduled for Friday evening; our goal is to conduct all
major business on Saturday. Aubrey Daniels International (ADI)
has again graciously agreed to host our meeting at their headquarters
in Buckhead, Atlanta, Georgia. Dr. Jay Moore will be one of our
guest keynote speakers, presenting his take on J.B. Watson. In
addition, Dr. Tris Smith will present an update on what we have
learned about Autism and what future research is most needed. It
is our intent to offer CEU credit for those two presentations. Please
note that this year’s event is shorter (no meeting on Sunday) less
expensive (see Rebekah for details) and will feature a pre-published
agenda. All changes are based on input received from many of you.
I hope these changes help ensure your attendance and participation.
In addition, our new group of exceptional graduate students will
be sending a few representatives; it would be wonderful if they
could meet our entire group. However, if you are unable to attend
we still want your participation, and are working to offer video
conferencing. Please look for details about this on our web site.
Collaboration

I have recently returned from my first Behavioral Safety Now
(BSN) conference held in Reno, Nevada. Terry McSween has
been running this highly successful conference since 1996 and did
another outstanding job, bringing many experts together to help
Continued on Page 10

Go to Event Listing.

Thanks to Leasha Barry and her team at University of West
Florida, portions of this annual meeting will broadcast on the
internet through Blackboard Collaborate. Trustees & Advisors
are welcome to register for all or part of the meeting. We also
welcome the public to our presentations and will be offering CEs
for registered, paid participants.
Fees and attendance information
are found on the Event Listing.
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Our online continuing education titles have grown this year. The
University of West Florida team is helping to convert archived
CCBS videos to online courses. The first three are now available.
Another course, “Changing Lives: Early Intensive Behavioral
Interventions,” planned by Phil Chase and funded by the University
of Massachusetts Medical School/EK Shriver Center is online as
well, again featuring Trustees and friends of the Center who came
together for a panel-style moderated discussion in 2011.

November 16, 2013
Buckhead, Atlanta, Georgia
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During the year, the Center joined with Tucci Learning Solutions
and the Institute for Behavioral Studies at Endicott College, in
producing two well-received conferences with concentrations
on generative instruction and ethics in professional practice. The
majority of the speakers at both events are Trustees or Advisors of
the Center. We are a power-house of renowned behavioral experts
in a wide-variety of areas. Helping bring these experts to the local
level is just one way we advance our mission.

CCBS Annual Meeting of the Trustees

N

Our 2013 Annual Meeting of the Trustees will mark my oneyear anniversary supporting the Center as your Interim Executive
Director. It has been a busy, challenging, and productive year. I
want to thank personally the outstanding people on our Board of
Directors. We have been working together to reorganize the Center
in ways that will allow it to prosper and grow in the years to come.
In addition, our valued Trustees and Advisors have contributed
immensely to our success.
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om Zane, Trustee, shares his column with the Cambridge Center.
Similar articles appear in other organization news. Dr. Zane is
Professor of Education and Director of the Applied Behavior
Analysis Online Program, The Institute for Behavioral Studies, Van
Loan School of Graduate and Professional Studies, Endicott College.

Autism Service Dogs
There is a long history of animals being used to provide unique services for individuals who need specialized
assistance in some way. For example, “seeing-eye dogs” are trained to provide assistance to persons with visual
impairments to negotiate the physical environment. In addition to providing such basic services of security and
protection, animals have been used to provide emotional and psychological comfort and support
to people (e.g., Hall & Malpus, 2000). In fact, it has been experimentally shown that social
interactions can increase simply by being in the presence of a dog (e.g., McNicholas & Collis,
2000).
The increasing incidence of autism spectrum disorders has resulted in an increase in therapies
designed to treat this condition. A recent development has been the training of dogs to specialize
in working with persons with autism spectrum disorders. Proponents of “autism dogs” assert that
these dogs can support the unique challenges of persons on the spectrum. This article reviews the
current knowledge and research in this area.

Dr. Thomas Zane

An “autism dog” is a dog that is trained to be with a person with autism, usually connected physically with ropes
or other forms of tethers. There are two primary objectives for such dogs. First and foremost, they are considered
“service” dogs. According to National Service Dogs (2011), the mission of these animals is to increase the safety
of the person with autism. For example, such dogs may lower the likelihood of bolting (elopement) or crossing a
busy street, due to the dog being physically connected to the person with autism by tethers or ropes (Autism Service
Dogs, 2011). The dogs are trained to follow commands from parents, stop at doorways, and resist the child moving
away by using its weight to slow or stop the child (e.g., Burrows, Adams, & Millman, 2008a; Burrows, Adams, &
Spiers, 2008b). Dogs also have been known to alert parents of potentially dangerous situations at night (e.g., child
waking up and walking around, or tantrumming). This can result in not only the person with autism remaining safe
from harm, but also parents and other family members being calmer, happier, and more relaxed knowing that the
safety issue is less of a concern. One difference between autism service dogs and other service dogs is that typically,
service dogs are trained to bond primarily with the person whom the dog will be helping. However, autism service
dogs are trained to primarily bond with and take instructions from the parent(s), but trained to work with the person
with autism (Burrows, et al., 2008a).
Some proponents assert that such dogs do more than enhance physical safety. Some (e.g., Autism Service Dogs
of America, 2011) argue that the dogs provide a “calming presence” that “can minimize and often eliminate
emotional outbursts.” Some advocates believe that such dogs can provide “…. a focus through which the child can
interact with other children. This helps increase the opportunity for the child to develop social and language skills.”
Burrows, et al. (2008a) believed that dogs can positively influence children with autism in the areas of arousal and
sensory stimulation, improving concerns in these areas. In addition, dogs can function as a “transitional object,”
allowing the child with autism to first bond with the dog, an easier creature with which to do so, and this may
eventually increase bonding with humans.
To obtain a dog, parents must apply to one of the organizations that supply these animals (e.g., 4 Paws for Ability;
Autism Service Dogs of America; National Service Dogs). The cost is approximately $20,000. The prerequisites
for a child to obtain such a trained dog seems unspecified. There appears to be no exclusionary criteria for either
the diagnosis of autism (autistic, Asperger, PDD – NOS) or the age. The organization, 4 Paws for Ability (http://
www.4pawsforability.org) specifically states that age or severity of disability does not exclude one from getting
a dog. On the website for the Autism Service Dogs for America (http://autismservicedogsofamerica.com), the
application does not focus much on the functioning level of the target child. Several question are asked as to
the type of problem behaviors exhibited by the person who will receive the dog (e.g., oversensitivity to sound,
self-injurious behavior, lack of social reciprocity). No statement can be found as to
exclusionary criteria.
There is an intense and lengthy period of instruction to train a dog to perform such
service functions. Once selected, a trainer and family work together to habituate the dog
to the family and child with autism, train the parents on the commands that will be given
to the dog, and to assimilate the dog into the family routine.
Continued on Page 8
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Understanding Your Dog’s Training,
One Treat at a Time
by Mary Burch, Ph.D., Trustee
Mary Burch is a certified applied
animal behaviorist — receiving
her Ph.D. at Florida State
University in 1982 —is a boardcertified behavior analyst, and is
director of the American Kennel
Club’s (AKC) Canine Good
Citizen program. She contributed
this article to LiveScience’s Expert Voices: Op-Ed &
Insights.
In my experience as an animal behaviorist, many dog owners have
approached me with questions specifically relating to their pets’ fears.
“Charlie is petrified of our vacuum cleaner,” or “Max won’t walk
down the sidewalk if the garbage truck is approaching.” I tell them
that a few simple lessons and better understanding of the historic
theories of Pavlov, otherwise known as classical conditioning,
can be the difference in comprehending your dog’s behavior and
managing problems before they ever occur.

Understanding conditioning and your dog’s behavior
Modern theories of behavior began with the work of Russian
physiologist Ivan Pavlov, who was awarded the Nobel Prize in
Physiology or Medicine in 1904 for his work. In the course of
studying digestion in dogs, Pavlov observed that dogs would
salivate before he placed food in their mouths. To test the theory that
dogs were associating the sound of the door opening with getting
food, he introduced the sound of a metronome just before feeding
the dogs. Before long, the sound of the metronome without food
present caused the dogs to salivate.
Salivation is a reflex, and with proper timing, pairing an event with a
neutral stimulus can result in a conditioned reflex. The development
of such reflexes is called classical conditioning, respondent
conditioning or Pavlovian conditioning. Pavlov’s theories explain
why your dog might drool on your clean kitchen floor as soon as his
food dish is rattled or when he sees the food container being carried
to his feeding area.
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Ethics Conference 2013 - Another
Successful Collaboration
In August, the Center and The Institute for Behavioral Studies,
Endicott College, co-sponsored “Ethics in Professional Practice.”
This well-attended one-day conference was held on the Endicott
College campus in Beverly, Massachusetts, and brought our joint
experts to the local level on the East Coast.
Speakers included Center Trustees Andy Bondy, Aubrey Daniels
and Hank Pennypacker and Advisor Mary Jane Weiss. Executive
Director Rob Holdsambeck provided the introduction. Endicott
faculty Michael Dorsey, Director of the Institute for Behavioral
Studies, and Thomas Zane, Director of ABA Online Programs,
joined the conference speakers for a well-received interactive panel
discussion.
“The Institute for Behavioral Studies is pleased to have had the
opportunity to collaborate with the Center for Behavioral Studies
(CCBS) in the growth of the Endicott College annual conference on
Ethics and Behavior Analysts,” said Director Dr. Michael Dorsey.
“We are excited by the opportunity to partner with CCBS and see
this as a starting-point to launch an annual national conference on
ethics that will serve to meet the needs of ABA Practitioners around
the world. We look forward to future conferences and hope that we
can address the needs of this ever-growing profession.”
In addition to advancing our mission at the Center through regional
outreach and education of parents and providers, the conference also
delivered welcomed revenue for the Center. Beyond registration
fees, our conference was successful thanks to the generosity of
Endicott College and our speakers. The College provided the
beautiful venue with skillful onsite staff and our speakers donated
their time, waiving customary speaker fees.
On one more bright note, the conference was videoed and is in
process for another online continuing education course through our
series with the University of West Florida (UWF). Trustee Leasha
Barry and her team will be editing, converting and adding to our
existing courses available.
A hearty thanks goes out to all who helped make the event a success.

What does this have to do with my dog?
Classical conditioning relates to your dog in two ways: positive and
negative events. On the negative side, if your puppy experiences
pain and associates the pain with a particular object, your pup may
develop a fear of that object. For example:
Honey was a 6-month-old cocker spaniel puppy. Hoping that she
would someday become a therapy dog,
Honey’s owner took the dog to meet a person
in a wheelchair. Without warning, the
person quickly moved the chair, unaware of
how close Honey’s paws were to the wheels.
Honey yelped in pain, and from then on, she
wanted no part of being anywhere near a
wheelchair. The wheelchair that was once Animal Behavior
Continued on Page 7

LR: Thomas Zane (standing), Michael Dorsey, Malcolm Patterson,
(Associate Dean for Graduate Education, School of Graduate & Professional
Studies, Endicott College) Andy Bondy, Rob Holdsambeck
and Mary Jane Weiss
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Only Leaders Can Change a Culture

Well-funded and well-planned culture change efforts
have a history of failure. Why? Perhaps they are
focusing on the wrong objective.
by Jerry Pounds
Jerry Pounds is President of the
International Division of Quality
Safety Edge and Advisor to the
Center. This article appeared in the
latest issue of The Safety Edge.
If you Google “Organizational Culture,” you get over four million
search results. Wikipedia has one of the first results, and as you scan
the description you immediately began to blanch with confusion. If
you work in a corporation that will soon undertake a “culture change”
initiative, you may begin to tear up. Here is the first paragraph of
Wikipedia’s description:
“Organizational culture, or corporate culture, comprises the
attitudes, experiences, beliefs and values of an organization. It has
been defined as the specific collection of values and norms that are
shared by people and groups in an organization and that control
the way they interact with each other and with stakeholders outside
the organization. Organizational values are beliefs and ideas about
what kinds of goals members of an organization should pursue
and ideas about the appropriate kinds or standards of behavior
organizational members should use to achieve these goals. From
organizational values develop organizational norms, guidelines
or expectations that prescribe appropriate kinds of behavior by
employees in particular situations and control the behavior of
organizational members towards one another.”
For all I know, this definition is as good as any—and there are many.
Only the most optimistic individual can look at this conundrum of
sociology and anthropology and not become overwhelmed. Secretly,
many organizational-change consultants believe that corporate
cultures cannot be changed. Anyone who has worked for a large
company acknowledges that change of any kind is ponderously
slow—if the company changes at all. The analogy most often heard
describing a corporation’s resistance to change is that it is like
“turning the Titanic.”
Many leaders have tried various types of culture change. Well-funded
and well-planned culture change efforts have a history of failure.
A lot of time and money spent with negligible results—except the
noticeable number of frustrated employees whose productivity has
suffered from the time spent away from their jobs. Many employees
feel they are trying to do things differently when the old ways are
comfortable and seem to work perfectly.
An organization’s culture is like a
personality; personality and culture have
similar characteristics. Both are complex—
the relationship between various facets of
their structure and function—cause and
effect, are difficult to isolate. You change
one thing here, and it changes something
else over there. The corporate personality
has deeply rooted tendencies . . . traits .

Behavior in
Organizations
Continued on Page 6
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Behavioral Safety Now 2013
Terry McSween, Ph.D., CEO and
President of Quality Safety Edge
and Center Trustee, presented
the 18th Behavioral Safety
Now Conference along with his
program committee that consists
of individuals representing other
leading organizations in the field
of behavioral safety. Terry’s
efforts and successes all of these
years have benefited the Center
Dr. Terry McSween
tremendously as all proceeds are
donated back to the Center. He
has also helped advance our mission bringing many distinguished
experts together to assist others, keeping their workers safe.
Since 1996, Behavioral Safety Now has provided a forum for
discussing issues in behavior-based safety (BBS) relevant to the
diverse stakeholders involved in behavioral safety.
The Center’s Commission on Behavioral Accreditation – BehaviorBased Safety was well represented at the Conference again this year.
Timothy Ludwig, Ph.D., CCBS Trustee, was moderator of keynote
sessions, and Mark Alavosius, Ph.D., CCBS Trustee, presented our
Accreditation process through a well-attended workshop together
with Tim Ludwig and Dwight Harshbarger.
Rob Holdsambeck, Ed.D, LCP, BCBA-D, Executive Director,
welcomed attendees and Board Member Aubrey Daniels, Ph.D. was
a Keynote Speaker along with Terry McSween.
Our Accreditation team awarded Re-Accreditation to the Midwest
Regional Distribution Center (MRDC), Advantage Logistics
Midwest - A Division of SuperValu. Sigurdur Sigurdsson, Ph.D. and
Mark Alavosius completed the site visit report in September. The
Commission was impressed with MRDC’s continued success in
using their Critical Activities Management (CAM) process to help
maintain the safety of their workforce. Their Principles of Behavior
Based Safety (PBBS) program enjoys a very long and impressive
record of maintained excellence in behavior management with very
notable results. The Center is happy to report that the Accreditation
program continues to grow through the active support of the
Commissioners, carrying on Dwight Harshbarger’s vision during his
lead as Executive Director.

LR: Rob Holdsambeck, Tim Emanuelson and
Ann Elliott of MRDC, Dwight Harshbarger and Timothy Ludwig
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The Rule Mill

was equally amazing. Compared to the company norms, they were
in the top percentile in employee perceptions of everything safety
culture.

by Timothy D. Ludwig, Ph.D., Trustee
This article appeared on www.Safety-Doc.com,
Dr. Ludwig’s Safety Blog

Rules, they are so easy to make. So easy
that safety offices are often accused of being
a “Rule Mill” because they continuously
produce their rule-of-the month.
As easy as rules are to make they are just as
hard to enforce. Rules are designed to keep
us safe and are made by well-meaning folks
thinking through potential risks in the face
of hazards. Rules are good for all of us… so
why do people break the rules when those rules are there to protect
them? I guess the more pertinent question is “how do we get people
to follow the rules?”
A good friend of mine and I were traveling around the world assessing
the safety culture of mining sites within a gold mining company.
We saw a lot of variance between one site and another within this
company but one consistent finding was that the “mill” always had
the worst safety record associated with the most challenged safety
culture.
For those of you unacquainted with mining, there are two main
areas of operation. You have the folks that drive big trucks down
into holes that have been dug out through explosives and shovels.
You can literally see the hazards as you ride down into these pits
and respect the rules that keep you from being buried, crushed, or
otherwise blown to bits. After the earth is exposed, dug, and brought
to the surface it is dropped on a conveyer and carried to the mill
where huge grinding machines tear up the rock until its processed
into the end product. So the mill consists mostly of operators
and maintenance folks doing dirty loud work. And brother, when
equipment in the mill goes down, all production stops and there is
hell to pay.
One of the questions we were asking as we conducted confidential
interviews of employees was “do your fellow employees follow
the safety rules?” We had anonymous survey data from the site’s
departments that gave us an idea of the responses to come. The
answer from the pit was generally “yes” with some complaints about
how the rules slow down production or are a pain. However, without
fail, across the world, the answer from the mill was basically no”.
Until we visited a site outside of Perth Australia where mining is a
way of life. We had spent the morning interviewing the pit employees
who painted a picture of a decent safety culture. We then took a tour
of the property which to these Americans was more like a safari with
the kangaroo, brown eagles, and other indigenous animals of the
“down under”. But our afternoon was
to be with the mill employees and we
knew our pleasant day was ending.
We found ourselves across a lunch
table from 5 gentlemen and we pulled
out their injury and survey data. To
our amazement, they had one of the
best safety records we had seen in our
travels. Their safety culture survey data
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My friend and I were skeptical when we asked our stock question,
“do your fellow employees follow the safety rules?” Their answer:
“YES”. “Really?” – “Yes”. “You know this is confidential and no
one can get in trouble, you can tell the truth” – “Yes”. True story,
they were looking at us with straight faces telling us something we
knew was highly unlikely for a mill setting.
Finally my friend threw in our cards, leaned forward and said
accusingly “we’ve been to almost every one of your company’s sites,
all over the world, and no one, not one person interviewed from the
mill said they always followed the company safety rules. Yet… here
you are looking us in the eyes telling us that you do? Why should we
believe you? Why would your mill be so very different and follow
rules?”
I still remember their faces expressing a touch of puzzlement until
one of them ever-so-calmly replied “Why would we break the rules?
We created them.”
Dramatic pause.
They went on to tell us of how their safety manager would meet with
groups of them quarterly, 30 minutes a shot, and help them create
and revise rules around the mill’s hazards. In the end we found out
their rules ended up being more stringent than those we saw at other
sites… but, in their case, the rules were followed and the workforce
was safer, the data showed it.
Rules turn us into police officers easily compelled to run around
to “catch” people. I’ve seen safety managers and operations
supervisors intoxicated by this power. But when I think about that
crew in the mill exactly on the other side of the globe from my home
I think a new approach to safety rules are in order.
And the answer is as simple as asking a question.

ABAI Special Interest Group (SIG)
Visit and join one of the newest SIGs of the Association for Behavior
Analysis International for Health, Sports & Fitness.
The group provides opportunities for networking, collaboration,
and support of research and application. Additionally, members
interested in personal fitness or health maintenance often find
knowledgeable colleagues with similar interests.
Find articles and links of interest in the areas of:
•
•
•
•
•
•

Smoking & Addiction
Workplace Wellness
Healthy Communities
Children & Families
Sports, Exercise & Fitness
Diet & Nutrition

Mission & Objectives: To support research and application of
behavior analytic methods, practices, and principles to human
challenges in health, sport, and fitness (HSF).
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Continued from Only Leaders Can Change a Culture ~
Jerry Pounds
. . identifiable and predictable ways of responding that are akin to
the things humans do that many consider to be genetically driven—
hardwired. And, most of us have an intuitive feeling that most of
these core “traits” are not changeable.
Many people would say, “It comes with the business.” Some
businesses, by the nature of the work and the types of people needed
to do that work, have a unique identity much like a human personality.
Trying to change the culture in a mining operation, an automobile
plant, a chemical plant, a university, a dress manufacturer, or a
software company to elicit “new ways of doing things . . . a new
culture,” is like trying to change a professional football player into
a dress designer. There are “traits” that accompany these businesses
that are not easy to change, and perhaps the idea of trying to do
so is “fooling around” with something we should be attempting to
understand, but not change.
It appears to me that most culture-change efforts fail because they
do not discriminate between those facets of corporate personality
that are hardwired (virtually unchangeable artifacts of specific
businesses), and the more easily influenced behaviors associated
with doing one’s work. For instance, if you want an employee in
a steel mill to work more safely, it may be easier to prompt him to
remind a coworker to “stand out of the line of fire,” than it is to try
a safety culture-change effort. In a typical culture-change initiative,
the objective for the employee may be to “develop a commitment to
safety,”—an objective which is laudable but abstract.
The ultimate objective of most organizational-change initiatives,
culture change, or performance- improvement initiatives is to change
employee behavior—what employees do (in very specific, microdefined ways), how frequently they do it, when they do it, and the
extra effort they exert (value-added behavior). Interestingly, a unique
quality of each culture is that much of the behavior that is approved or
disapproved is unwritten. Policies and procedures may demand one
way of doing things, but practices—the “way we do things around
here,” may require another.
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employees toward the work, the product, or the customer.
When reduced to its lowest common dominator, leader values
and priorities translate into what an employee gets punished and
rewarded for—the behavior that his or her peers, their supervisor
or their senior leaders sanction, applaud, allow, and approve.
It is apparent that a change in leadership creates changes in an
organization’s climate—new priorities, performance expectations,
and strategic direction—and sometimes quickly. Parallel to these
leadership-induced requirements, existing systems and processes—
the “old way of doing things,” continues to exert influence on
employee behavior.
There is already too much literature and complex reasoning
circulating about leaders, and their role in cultural transformation
and managing change. I have a few simple suggestions that might
simplify understanding. I have heard them repeated by many
subordinates of leaders—repeated to me, but not to the leader
himself or herself.
•

Leaderships’ effectiveness in general, and in particular
leaderships’ ability to manage change would be enhanced
if they were educated in the way employee behavior is
influenced by the culture, systems, processes, the physical
environment, and supervisory verbal behavior. Most leaders
do not understand how immediate, real-time consequences
influence what an employee does, how frequently they do it,
or whether they stop doing it. Many leaders regard positive
reinforcement, rewards, and recognition as necessary but not
critical to business success. They often have a vague and
incomplete understanding of what drives daily employee
behavior; this is a liability to the overall mission of the
business and at best, a risk to profitability.

•

Changing a culture takes a long time. The straightest route
to performance improvement and enhanced profitability is to
change behavior. Specifically identify the employee behavior
that will help the employee, work unit, or department excel
and use behavioral strategies to increase the frequency—
the strength of those behaviors. Use your knowledge of
behavioral principles to control the factors that govern what an
employee does on the job—today, moment by moment. The
management technology to influence behavioral probability
is available. A supervisor can change an employee’s job
performance—today! Immediately! But they can change it
consistently for the better only if they understand behavior.

•

The key to employee performance and job satisfaction is
the frequency and quality of his or her interactions with
their supervisor. Work dialogs—what is said and how it is
said to an employee—establishes the context for supervisors
to say things that encourage or discourage the quality of
an employee’s work, the quality of the product, and their
relationship with the customer. In a work dialog, the supervisor
reinforces and punishes employee behavior—whether they
know it or not. Leaders and all levels of management need
to know how they impact employee behavior and use that
knowledge for positive influence.

•

Reward, recognition and incentive systems are often barriers
to effective leadership. All levels of management can become
dependent on programmed rewards as replacements for
hands-on coaching and supervision. Existing reward systems
Continued on Page 9

Leaders have the ultimate influence on employee behavior through
the values they express in decisions, priorities, and promotions—
through all the consequences they apply to their direct reports—
which are then propagated through all the management hierarchies
companywide.
Most books on leadership and management attribute leadership style
as the factor that most significantly affects employee behavior. They
imply that a leader’s style translates into the values and priorities
that control employee behavior toward the customer and the product.
Leadership style, values, visions, missions—all form the background
for employee performance, but more immediate, situational factors
comprise the ultimate influence—the real “behavior controls.”
Leaders influence culture, but one would not fault any leader for
throwing up his or her hands and allowing whatever consulting
company gets hired to lead the organization down whatever special
path they advise to evaluate, change or create the culture that is
supposed to get the job done. Perhaps a leader’s behavior will change
the organization’s culture slowly, incrementally over time—perhaps.
More often, however, a leader’s values and priorities quickly and
directly influence employee behavior—the behavior of managers and
supervisors toward their employees and hence the behavior of the
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New CCBS Online CE Courses
through University of West Florida
Trustee Leasha Barry, Ph.D., Professor, School of Education,
University of West Florida (UWF) and her team are bringing new
life to CCBS copyrighted videos, transforming them into online
contiuing education courses.
The latest additions are now available:
ABA and DIR/Floortime: Compatible or Incompatible?
Presenter: Robert K. Ross, Ed.D., BCBA-D, Beacon ABA
Services
Behaviorally-based interventions for community-based
challenges: Sexuality, Safety, Social navigation, and the
criminal justice system with adults with Autism
Presenter: Peter F. Gerhardt, Ed.D., Upper School for the
McCarton School, NYC
How to get children with ASD to communicate: What
works
Presenter: Andy Bondy, Ph.D., Pyramid Educational
Consultants, Inc.
The Cambridge Center for
Behavioral Studies is an
approved Type 2 CE Provider
by the Behavior Analyst
Certification Board®.

Advisor, Matt Normand, Ph.D., Site Editor of Current
Directions in Behavioral Science shares pertinent
news on his website and Facebook.

The CIA’s Most Highly-Trained Spies
Weren’t Even Human
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Continued from Understanding Your Dog’s Training, One Treat at a
Time ~ Mary Burch, Ph.D.
a neutral stimulus caused Honey to react with panic when she saw
it. Her respiration and heart rates increased in the presence of any
wheelchair.
The physiological changes in heart rate and respiration were the
respondent part of the conditioning. When Honey learned to avoid or
“escape” wheelchairs, operant conditioning (learned behavior) had
taken place.

How classical conditioning can benefit dog owners
As an example of classical conditioning related to a positive experience,
if Honey had not developed a fear of wheelchairs and they were a
neutral stimulus, Honey’s owner could have reached into her treat bag
and given Honey a preferred treat every time they were in the presence
of a wheelchair. If Honey got to the point where she would salivate as
a result of seeing a wheelchair, classical (respondent) conditioning had
taken place.
Pairing the dog’s favorite treat with the object while it is still a neutral
stimulus — and before the dog becomes afraid — will result in a dog
that has a positive reaction to the stimulus. Dog owners who understand
both classical conditioning, and which situations and stimuli are likely
to cause fear, can use the method to benefit their dogs.
The AKC’s S.T.A.R. Puppy program is the perfect place to start
teaching puppies that new people, places and things are nothing to
fear. The basic-training series and test are open to all young dogs. By
setting up experiences in training classes where puppies meet new
people and other dogs, pups soon learn that meeting new friends —
human or animal — is a good thing.
We designed the AKC’s Canine Good Citizen program, a training
series that typically follows the completion of S.T.A.R., to reward
dogs that have good manners at home and in the community. Here,
dogs are exposed to distractions such as loud noises and moving
objects. Experienced Canine Good Citizen instructors found across
the country can teach dog owners how to use classical conditioning to
both address behavioral issues and prevent them.

... At the center of this Venn diagram were two acolytes of the
psychologist B.F. Skinner, plus Bob Bailey, the first director of
training for the Navy’s pioneering dolphin program. ...
Read the article through The Smithsonian.com

Welcome to the Animal Behavior Section

New, Improved Animal Behavior Section
Our Animal Behavior Section on www.behavior.org has been
updated and improved! Dr. Mary Burch, CCBS Trustee, donated
time and development monies along with Dr. Jon Bailey to make
this section more user-friendly and informative.
This section includes a history of animal behavior, information
on companion animals as well as oceanaria and zoos, career
opportunities and recommended resources beyond the Center.
Most importantly, this section now offers a new video introduction.
We hope you take a look and recommend our site to friends,
colleagues & family.
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Continued from Autism Service Dogs ~ Dr. Thomas Zane
The popularity of such a support appears to be increasing. Several
of the agencies claim to have a waiting list. For example, National
Service Dogs is constructing a new facility for training and education,
and eventually will be able to place 40 dogs annually and will be
able to expand outside Canada. Since 1996, this one organization has
placed over 170 dogs.
As with many strategies and treatments when it comes to autism
therapy, one must ask whether or not there is evidence of effectiveness
of autism dogs providing the services advocates claim they provide.
Proponents assert two primary positive outcomes – the dogs are
said to provide enhanced physical safety and security, and the dogs
cause enhanced social, learning, and emotional improvements. When
reviewing the literature for research on the effect of autism dogs,
there are many testimonials, some case studies, and only a few actual
studies incorporating anything resembling a form of research design.
Most of the research done on this topic consists of qualitative research,
involving interviewing as the means for collecting data. Thus, the
quality and validity of the information collected on ascertaining the
effects of the autism dogs must be viewed cautiously.
Nevertheless, with regards to the dogs providing increased physical
safety and security, most of the outcome studies support the notion
that these dogs fulfill that function. For example, Burrows and Adams
(2005) and Burrows, Adams and Millman (2008) reported that
parents consistently claimed that the dogs prevented children from
bolting and running away. Parents reportedly relaxed more during
bedtime knowing that the dogs would alert them should the child
with autism leave the bed or exhibit some other potentially dangerous
behavior. Because of the dog’s ability to physically prevent the child
with autism from behaving in a dangerous way, parents reported that
they felt more in control and calmer. Most of the dogs accept the
jackets in which they were placed and followed commands well.
Parents reported immediate satisfaction and reduction in concerns
about safety issues.
The research is less convincing when attempting to definitively
answer the question as to whether the presence of the autism dog
results in the learning of new skills, the improvement of emotional
status, increased socialization, and fewer behavioral concerns. Some
parents noticed new skill development. For example, after being with
their dog for a period of time, some parents reported that children
began regulating their walking pace and developing improved motor
skills and control. Burrows, et al. (2008a) found that some of their
participants began learning dog-care tasks (e.g., feeding the dog by
taking lid off food container; putting food in bowl; putting bowl on
floor; commanding dog to eat). Additionally, improved motor skills
were reported in some children who learned to pet the dog. The authors
also found that some parents reported that the children exhibited
decreased anxiety, were calmer, and engaged in fewer tantrums and
other disruptive behaviors (although there is no empirical evidence of
any of these claims). Some parents even reported improved bedtime
routines, and that the children “just seemed happier.”
Using a more sophisticated design, Farnum and Martin (2002)
investigated the impact of such dogs on the mood and social abilities
of children with autism. Using an ABCA design, the researchers
systematically varied three different conditions consisting of a
simple toy, stuffed dog, and real dog. They found that the participants
demonstrated greater positive mood and “focus” on the environment
when in the presence of the autism dog. However, this study has not
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been replicated and there are some methodological issues that limit
the validity and generalization of the conclusions.
Interestingly, Burrows, et al. (2008b) also studied the impact of
several variables on the dogs themselves. The authors conducted a
series of interviews with members of 11 families who used dogs for
their persons with autism. Parents were interviewed at three different
time periods – when they were receiving training about their new
dog, and every third month for 6 months.
The authors reported that generally speaking, the dogs were generally
loved and bonded well with all members of the family. But the dogs
were placed under significant stress, given the peculiarities of being
with a child with autism. For example, some dogs could not sleep
for long periods of time, if a child with autism went without sleep.
Some dogs spent long hours in their jackets and inhibited urination
and defecation if accompanying the child to school. Some children
engaged in aggression towards the dogs, causing dogs to startle and
move away from the child. The authors reported that some dogs
eventually learned the cues that the child might suddenly display
inappropriate behavior, or learned to discriminate between cries of
needing something and cries that would signal aggression or tantrum.
The authors also discussed their results in terms of the impact of the
dogs on social interactions. Generally speaking, dogs developed a
primary relationship with one or both parents, and to a lesser extent,
the child with autism (also supported by Burrows, et al. 2008a). Only
four of the children with autism showed interest in the dog, defined
as petting or initiating any sort of social approach. Dogs preferred
interactions with parents and followed their commands. Generally,
the child with autism provided less attention and social contact with
the dog than did other family members.

Conclusions
There is some (qualitative) evidence that autism service dogs may to
provide a measure of safety to a child with autism. When tethered to
a child, such dogs can prevent or minimize the child getting injured
or lost. The dogs are trained to prevent bolting, running away, and
entering a street when unsafe to do so. Such dogs also seem to be
able to provide monitoring during the evening allowing parents to
be more confident that their child will remain safe and that the dog
would warn the parents should a need arise.
The evidence is less compelling when considering whether the autism
dogs themselves are the reason for increased learning in the areas of
motor, emotion, social, or adaptive behavior areas. They do not have
any special capacity or “sense” of a special emotional connection
with persons with autism. Rather, dogs can be the medium in which
the child practices skills, such as learning to feed the dog. However,
the reason for learning is most likely the repeated practice instead of
any special characteristic of the animal. In addition, the other areas of
improvement noted in these qualitative studies – such as the children
happier, engaging more in positive social interactions, and displaying
reduced number of tantrums – cannot be confidently believed, due to
the data collection methodology and lack of reliability and validity
of those data.
Autism dogs seem to have a role to play for the physical security and
safety of children with autism. And that reason alone may be powerful
enough to consider using one if it can be financially afforded. The
impact of the dog on learning and other behavior remains to be
determined in a more rigorous manner, and until that time, the use of
autism dogs should be limited to enhancing safety of the child.
Continued on Page 9
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Continued from Autism Service Dogs ~ Dr. Thomas Zane
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Changing Lives:Early Intensive
Behavioral Interventions

A New Continuing Education Course
The University of Massachusetts Medical School/EK Shriver Center
and the Cambridge Center for Behavioral Studies collaborated to
produce a panel-style video addressing current questions in educating
individuals diagnosed with autism. While Executive Director,
Trustee Philip N. Chase, Ph.D. worked with Charles Hamad, Ph.D.,
Director of the University Center for Excellence in Developmental
Disabilities to initiate this project.
Judah Axe, Ph.D., designed the test segments. All came to fruition
through the efforts of our continuing education team including
Trustees Judah Axe, Ph.D., Leasha Barry, Ph.D. and Karen Wagner,
Ph.D. together with Advisor Marianne Jackson, Ph.D.
The panel moderator
was
Dr.
Patrick
Friman, Director of
the Boys Town Center
for Behavioral Health
and Clinical Professor
in the Department
of
Pediatrics
at
the University of
Nebraska School of Medicine. There were three expert panelists in the
video. Dr. Bridget Taylor is the Co-Founder and Executive Director
of the Alpine Learning Group, a treatment center for children with
autism in New Jersey. Dr. Raymond Romanczyk is a Distinguished
Service Professor of Psychology and Executive Director of the
Institute for Child Development at Binghamton University in New
York. Dr. Tristram Smith is an Associate Professor of Pediatrics at
the University of Rochester Medical Center in New York. These
three experts have conducted influential research on using Applied
Behavior Analysis to improve the lives of people diagnosed with
autism, and they apply their practice clinically.
This course is available through www.behavior.org and provides 2.5
Type II CE units toward Behavior Analyst Certification Board (R)
requirements.
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Continued from Only Leaders Can Change a Culture ~
Jerry Pounds
directly encourage the behavior that leads to the prize—the
money, the payoff, or the award. A leader may be trying to
create a customer-focused culture, while the existing reward
systems may encourage cost control or productivity supported
by behaviors that may make the customer a secondary factor.
Reward and recognition systems should be evaluated for the
impact they have on teamwork, quality, ethics—and many
other factors that can be usurped by compelling tangible
rewards. Rewards and recognition practices represent an
organizational system that influences other systems—
particularly the social system, human behavior—in profound
ways. They often lull the organization into a sense of wellbeing—a quiet before the storm of unpredicted issues
gathering on the horizon.
If you want to change the way an organization functions, you better
know what elements of the current culture to preserve and those
to change. “The way companies do things” is a function of their
business, their leadership and economic history, and the values and
principles executed by current leadership.
Few leaders understand how their behavior becomes a model for
every level of management in the company, nor do they recognize
that the things they reward and punish are incorporated into the
things managers and supervisors also reward and punish. If a senior
leader is defensive about or ignores new ideas, then every level of
the organization does likewise.
If you understand behavioral principles, then you understand that
each manager can choose the behaviors they will recognize or
ignore. Most people who think about the benefits of culture change
really want to change critical employee performance behaviors.
Culture change is the wrong objective.

Generative Instruction to the Front
As reported in our last issue (link), the Center and Tucci Learning
Solutions brought experts in Generative Instruction to San Jose in
April 2013.
Generative instruction builds upon continuously researched
and tested successful teaching methods with Applied Behavior
Analysis (ABA) as a foundational component. The model provides
novel, challenging activities that require students to engage in
new performances, by recombining and extending what has been
explicitly taught or brought to fluency.
Kent Johnson, Ph.D., one of the speakers and Center Trustee shares
thoughts on the importance of this model.
“Educators cannot possibly teach everything that needs to be learned
in order to become an effective independent adult. Everything that
needs to be learned cannot be taught with explicit, direct instruction.
Explicit instruction is best implemented for generalized imitation
training. Generative Instruction involves arranging conditions
that produce novel and complex behavior, in new circumstances,
without directly teaching them.
Effective citizens must demonstrate generativity. Even full mastery
of the entire K–12 curriculum will not do the trick. They engage
in the behaviors they learned in instruction under a vastly wider
Continued on Page 10
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Continued ~ From the Executive Director

and our annual meeting is an excellent way to find
opportunities to participate in and support our vital
mission.

Rob

companies protect their employees and colleagues protect each
other through evidence-based solutions. A particularly poignant
moment was when a presenter asked how many in the audience
knew someone who had died in an industrial accident. Many of the
375 or so attendees stood up. It was a very powerful moment and
reinforced the continued need for Center involvement in behavioral
safety.

Continued from Generative Instruction to the Front
variety of stimuli and contexts than those presented in classrooms
(i.e., same behavior, new stimuli). They engage in new, untaught
blends and re-combinations of behavior to new stimuli and contexts
not previously presented in instruction (i.e., new behavior, new
stimuli). Their current, relevant repertoires survive under the
constantly evolving novel natural contingencies that prevail in the
real world. In the generative process, behaviors learned under prior
conditions or circumstances are recruited by new, very different
conditions to form new combinations or blends that serve a new or
different function or outcome, in a new context, in the absence of
instruction.”

Dwight Harshbarger and his safety team envisioned and created
our Behavioral Safety Accreditation program featured in a BSN
workshop and award presentation. This year’s workshop was
planned and run by trustee Mark Alavosious. The Commissioners
have been very active reviewing applications, giving insightful and
respected feedback to companies who want to make sure “they are
doing it right.” Accreditation by the Cambridge Center recognizes
outstanding safety performance and broadcasts it to the world. For
employees it becomes a source of pride and constitutes a source of
valuable reinforcers that sustain safe performance.
Center accomplishments will continue to increase through our
Trustees’ and Advisors’ efforts, time and contributions. Donations
continue to be needed, and we need you and your colleagues
to attend our conferences, buy our books and recommend our
continuing education opportunities. Each of these activities helps
advance our cause.

The Center will continue to bring Generative Instruction to the
front through an online course soon to be available through Tucci
Learning Solutions’ The Teaching Machine(TM).
The Teaching Machine ™ will be demonstrated by CCBS Advisor Vicci
Tucci during the ABAI Second Education Conference in Chicago, November
8-10. If attending, be sure to put “An Online Teaching Machine Based on
Skinner’s Work in the Area of the Technology of Teaching” on your itinerary.

I hope to see you in Buckhead in November. We need your support

Behavior Analysts l Psychologists l Parents l Teachers l Special Education Providers

Speakers

7th Annual West Coast Conference on

Peter F. Gerhardt, Ed.D.
Director of Eductaion,
Upper School for the
McCarton School, NYC

Autism & Related Disorders:
Research-Based Solutions

William L. Heward, Ed.D., BCBA

Featuring leading experts in the fields of Autism, Autism Insurance, Education and a special panel on diversity.

Professor Emeritus in the College of
Education and Human Ecology,
The Ohio State University

Friday, April 25, 2014

Rob Holdsambeck, Ed.D., LCP, BCBA-D

Santa Ynez Valley Marriott Hotel
Buellton, California

Executive Director, Cambridge Center
for Behavioral Studies
CEO, Holdsambeck and Associates

Lorri Shealy Unumb, J.D.
Vice President
State Government Affairs at
Autism Speaks

Panel Discussion:

Including: Chair Marianne L. Jackson, Ph.D.,
BCBA, Assistant Professor, Department
of Psychology, California State University,
Fresno,; Amanda Nicolson Adams, Ph.D.,
BCBA-D, Associate Professor, Department
of Psychology, California State University,
Fresno; Heather Flores, MS, Director of Case

Presented by the
Cambridge Center for Behavioral Studies,
The Autism Society of Santa Barbara, Holdsambeck and Associates and the
University of West Florida
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Management, Central Valley Regional
Center; staff of SEEK Education Inc. and
conference speakers.

CEs Pending: APA (Includes California Clinical Psychologists, LCSWs, MFTs and School Psychologists) & BACB®
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Issues in serving diverse populations

HUMA

UPCOMING CONFERENCE

A one-day conference featuring leading
experts in fields of Science, Special Education,
and Autism Spectrum Disorders.
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ETHICS
in

Rob Holdsambeck, Ed.D.,
LCP, BCBA-D

Executive Director
Cambridge Center for Behavioral Studies
CEO, Holdsambeck and Associates, Inc.

Are There Really
50 Shades of Grey?

Professional
Practice

Presenters
Andy Bondy, Ph.D.

Pyramid Educational Consultants

Multicultural Aspects of Ethical
Practice

Continuing Education:

APA (6.0), BACB® (7.0) and Teaching PDPs (6 pts)

Aubrey C. Daniels, Ph.D.
Aubrey Daniels International

Friday, August 16, 2013

Business Ethics:
Is there such a thing?

Endicott College Campus

Beverly, Massachusetts

H.S. Pennypacker, Ph.D.

University of Florida, Emeritus and
MammaCare Corp.

www.behavior.org

The Ethics of Buying in
Without Selling Out

Mary Jane Weiss, Ph.D. BCBA-D

Drs. Michael Dorsey and Thomas Zane of the Institute for Behavioral Studies at The Van Loan School
of Graduate and Professional Studies, Endicott College, welcome you and the Cambridge Center to
this beautiful campus. This one-day conference features leaders in the fields of Psychology, Business,
Autism and Applied Behavior Analysis.
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Applying the Guidelines in
Context: Ethical decision
making, ethical supervision,
and ethical training
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THE INSTITUTE FOR BEHAVIORAL STUDIES
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Generative Instruction
Monday, April 22, 2013

School of Arts & Culture at the Mexican Heritage Plaza
1700 Alum Rock Ave. l San José, CA l 95116

A one-day conference with presentations and
an interactive panel.
Learn from leading experts in fields of
Parent Advocacy, ABA, Response to Intervention, General/Special
Education, Generative Instruction, and Precision Teaching Practices.

Presenters:

Of benefit to:

Dr. Kent Johnson, Morningside Academy

Founder and director of Morningside Academy in Seattle, a catch-up
elementary and middle school for typically developing children who benefit
from more explicit instruction and practice.

Vicci Tucci, BCBA, Tucci Learning Solutions

Founder of Tucci Learning Solutions and Developer of the Competent
Learner Model a distance learning program that trains teachers,
paraprofessionals, and parents with follow-up coaching.

Teachers
Principals
Social Workers
Psychologists
Speech & Language
Pathologists
Parents

Dr. Janet Twyman, Department of Pediatrics
University of Massachusetts Medical School

Lifelong educator focusing on evidence-based innovations in education and
the systems that support them to make a meaningful difference in learners’
lives.

Welcome Remarks:

including California

Executive Director, Cambridge Center for Behavioral Studies
CEO, Holdsambeck and Associates, Inc.

Clinical Psychologist
LCSW, MFT

Special Keynote:

School Psychologist

BACB® & CA SLP

Lorri Shealy Unumb, J.D., Vice President
State Government Affairs, Autism Speaks

The parent advocate who started the autism insurance reform movement.
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Dr. Rob Holdsambeck, LCP, BCBA-D
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Brought to you by
the Cambridge Center for
Behavioral Studies and
Tucci Learning Solutions
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Support our mission ~ Donate today

The Cambridge Center for Behavioral Studies is a charitable nonprofit organization with IRS 501(c)(3) status that relies upon dedicated
volunteers and financial support through contributions and purchase of our publications, courses and other educational opportunities. Please
help us today by donating.

Yes, I want to help bring behavioral solutions to society.
I want to support the Cambridge
Center’s mission as:

Name: _______________________________________________
Address: _____________________________________________

Angel

$25,000 +

_____________________________________________________

Guarantor

$5,000 - 24,999

Telephone: _______________________ Fax: ________________

Benefactor

$1,000 - 4,999

Patron

$500 - 999

Email address: _________________________________________

Sustaining

$250 - 499

Supporting

$100 - 249

Contributing

$50 - 99

Friend
Student

$25
$15

I would like to support the
Autism Campaign Fund by giving
$_________.

I enclose a check for $_________ made payable to Cambridge Center for
Behavioral Studies.
Please charge $_________ to my credit card
Discover
AmEx
Mastercard
Visa

Card # _________________________________________Exp. Date: ____/____/____
Name on card:___________________________________ Verification Code:_______
Signature: ____________________________________________________________

Mail to: CCBS, P.O. Box 7067, Beverly, MA 01915

Give online at: www.behavior.org
Cambridge Center for Behavioral Studies

P.O. Box 7067 l 100 Cummings Center, Suite 340F l Beverly, MA 01915
H.S. Pennypacker, Ph.D. ~ Chair, Board of Directors
Rob Holdsambeck, Ed.D. LCP BCBA-D ~ Executive Director, Interim
Steve Fortado ~ Business Manager
Rebekah Pavlik ~ Editor, The Current Repertoire & Manager Member/Web Services
Joanne Winn ~ Office Associate

Telephone: (978) 369-2227 l Fax: (978) 369-8584 l Email: center@behavior.org l www.behavior.org

The Cambridge Center for Behavioral Studies was founded in 1981. The founder, Robert Epstein, was joined by a distinguished group of behavior scientists,
philanthropists, and corporations: Edward L. Anderson, Donald A. Cook, Gerbrands Corporation, J.M. Harrison, Kenneth J. Keller, Anne Kupfer, Jeffrey Kupfer,
Hugh G. Loebner, Norman Baxley Associates, Pfizer Corporation, Research Press, Leo J. Reyna, and Upjohn Company.

