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Stars ABA Intervention Plan
Organizational behavior management is essential in running an organization and helping an organization achieve its goals and mission. It is crucial to address behavior analytic concerns via an appropriate behavior analytic program to address the issues (Robson & Sebba, 2018). Stars ABA is an organization that offers clinic-based ABA interventions for children with autism. The organization uses discrete trial training to teach children appropriate replacement behaviors and skills. Besides, the organization creates systematic behavior intervention plans to decrease interfering behaviors. However, Stars encounters various issues; for instance, many staff members arrive late for their scheduled shifts. Also, the staff members are not regularly delivering reinforcers when children engage in appropriate behavior. They provide a lot of attention and react emotionally when children engage in inappropriate behavior. To add, the organization experiences a high turnover rate. The essay seeks to develop a plan for a behavioral analytic process and a possible solution for Stars’ concerns to improve the mastery of the target skills and decrease the inappropriate behaviors exhibited by all clients.
Desired Results for Target Behavior in Objective and Observable terms
The Stars staff need to embrace immediate reinforcers, such as verbal praises and tokens, to encourage the children to maintain and improve more in their appropriate behavior. Staff members need to improve on their arrival time by avoiding lateness to settle down for their daily tasks. Stars staff members should be able to calm and avoid emotional reactions to the inappropriate behavior exhibited by the children. Lastly, Stars organization needs to reduce employee turnover by offering relevant motivation to retain employees.


Reinforcement as it relates to staff behavior
Employee lateness entails reporting to work past the stipulated time. The phenomenon leads to low productivity due to the loss of working hours and imposing work strain on others who are forced to work extra minutes before handing over a shift (Daniels, 2016). It is prudent to address the situation early by underlining that lateness is not acceptable in the organization. Organizational expectations need to be stated clearly by defining what it means to be on time (Cooper, Heron & Heward, 2019). Those who improve on their lateness need to be praised via positive compliments to encourage them to maintain the acquired change. An electronic clock-in system can be used to determine the frequency of lateness and the possible improvements made by the employees (Daniels, 2016). It is essential to schedule brief meetings before starting the day to push employees to report early enough for the meeting and commencement of shifts. Employees need to be trained on dealing with lateness by communicating early enough to the relevant personnel, for instance, the supervisor. Sometimes getting late is inevitable. One should communicate the unfortunate situation for appropriate adjustments. A reasonable excuse should be given, and the employee needs to plan effectively to avoid such occurrences. This may include planning for alternate routes in case of traffic jams or train/bus delays. Another practical strategy is getting enough sleep to be able to wake up at the routine time.
Relevant skills need to be inculcated in staff members to utilize positive reinforcers whenever a child showcases appropriate behavior (Daniels, 2016). This will help the children to acquire new skills and maintain them over time. In this case, positive reinforcement “is anything that happens after the behavior that increases the likelihood that the behavior will reoccur” (Robson & Sebba, 2018). Children’s behavior can be enforced via verbal praises and congratulatory remarks (Daniels, 2016). They can also be exposed to new activities or items. One needs to be observant to determine things of interest or help in determining the reinforcers. Children can find elements like sleep and food to be the most positive reinforcer. It is upon the staff members to be keen on nailing the reinforcers that suit every child.
Stars staff should be trained in relevant skills to avoid reacting emotionally to inappropriate behaviors showcased by the children. It is essential to underline that a child who has autism need to be treated as exceptional cases who need tolerance and patience while attending to them (Preity et al., 2017).  Autistic children face problems recognizing and expressing their emotions. Everyday interactions, for instance, via social stories and emotion cards, can help them improve their emotional skills. Staff members need to acquire emotion regulation to help them respond calmly to inappropriate behaviors from autistic children. This can help the children to improve on their behaviors instead of overreacting. 
The problem of employee turnover at Stars organization is an unfortunate event. The organization lost three of fifteen staff members in six months. The trend is unfortunate for it equates to an average of six employees annually. The organization stands to lose competent employees and register low productivity and high expenses in recruiting other employees. Employee turnover can be reduced if the management takes appropriate measures to curb employee exodus (Daniels, 2016). One of the strategies that can foster employee retention is hiring the right people. The recruitment process should specify the expected roles and relevant set of skills and also have interview questions that gauge if the applicant can fit in the organizational culture (Daniels, 2016). This will help get employees who fit in the work environment of the organization. Another move is offering employee benefits and competitive pay as compensation. It is good to conduct extensive research to determine what other related organizations pay and the benefits they offer. It is also helpful for the organization to allow flexible work schedules to strike a balance between work and their private life. This helps them attend to other matters, for instance, appointments and spending quality time with their families. Also, the organization needs to show appreciation for work well done. This can be via verbal praises or rewards to specific individuals or groups. It is also vital to improve the competency levels of the staff to enable them to advance in their career paths and qualify for promotions. The promotions need to be enacted on merit.
Punishment as it relates to staff behavior
Punishing undesired behaviors is another strategy of changing employee behavior (Cooper et al., 2019). Lateness can be punished by introducing punctuality into the organization’s quarterly performance review. The staff should be reminded that the reviews will be considered during other necessary organizational procedures, for instance, promotion and salary increment. Another punishment strategy is stating disciplinary actions that the habitual latecomers may face. The information needs to be relayed to them during meetings and via communication channels, such as printed documents and email.
Employees who react emotionally to inappropriate children's behaviors need to be demoted to other lesser roles that guarantee minor interactions with children. Alternatively, such employees should be fired and the right ones hired.
Measurement System
The intended results and behaviors will be measured by observation and the calculation of measures of central tendencies. The use of reinforcers and cessation of emotional reactions can easily be observed over time and even be documented in terms of frequency.  Reduction in employee turnover can be calculated at the end of June and December to calculate the frequency rate. The outcomes can also be presented graphically to reveal the trend. The supervisor will be responsible for collecting and recording the data. The secretary can help collect data relayed in the electronic check-in system, which is then given to the supervisor for recording. Datasheets for data collection include a frequency table to determine the number of times a variable occurs and a tabular check sheet to gather quantifiable data. Check sheets will be used to collect data from respondents in a real-time and specific location.
The specific method being used for staff training
Staff training will involve various methods. The basic one will be instructor-led training, where instructors with specific skills will be invited to train employees in inadequate areas. The mentoring strategy will be used where supervisors and veteran employees will offer coaching to employees about emotional regulation and the use of enforcers (Robson & Sebba, 2018). Electronic learning will be used in topics like reducing employee turnover and how to curb lateness. Competent behavior consultants with remarkable success will be used to offer both instructor-led training and online learning. They are also required to sharpen relevant skills in supervisors to act as role models and mentors.
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Firstly, the management and all employees will be involved in establishing goals for the training program. This will help in capturing transparent and honest needs that should be addressed. An employee training plan and the expected budget will be formulated based on the learning objectives. Subject matter experts will be incorporated to offer unique insights. The third step will be creating compelling employee learning experiences, for instance, choosing the most relevant eLearning tools and acquiring relevant resources for the program (Daniels, 2016). Employee training content should be relevant and easy to understand. The program should be implemented at the appropriate time to avoid interfering with daily organizational activities and the private life of the staff. The program's implementation should be followed by evaluating participant progress and evaluation to revise the training and make necessary changes.
Plans for feedback delivery
Instructors and mentors will be giving feedback at the end of every session to determine the progress and obstacles faced during the program's implementation. Also, verbal interviews and open-ended questionaries will be used to acquire data from the participants. An example of feedback desired staff behavior is improved staff reporting to work and swift changing of shifts. An example of undesired staff behavior is a continuation in emotional reaction by the staff towards inappropriate behaviors from children.
Program question and research design
The program question is How effective the program will emerge in addressing inappropriate employee behaviors.  A descriptive research design will be used to present the data. The strengths of the design include less time consumption in carrying out research, effectiveness in analyzing non-quantified issues and topics, and the chance to integrate both quantitative and qualitative methods of collecting data. It also offers the possibility of observing the variables in their natural environment (Bailey & Burch, 2017). Disadvantages include the inability to statistically test research problems and biasness due to the lack of statistical tests. Also, the design cannot pinpoint the causal factors.
Program evaluation
The staff will be observed every week to determine changes. Employee turnover rate will be determined after every six months.  If the index is positive, it reveals that the reinforcement is working. If no change is reflected, it is prudent to use a different strategy that can work.  The results will be measured using measures of central tendencies, for instance, the mode, median, and mean of the occurrences.  Factors that will be considered include timely communications behind the mishaps, for instance, lateness and the effectiveness of the resources allocated for the program. Also, feedback from trainees about the competency of trainers and other shortcomings will be looked into during the data analysis (Daniels, 2016). Generally, a positive index in outcomes will be used as an indicator of success. The subsequent intervention measures will include searching for alternative interventions to improve specific areas and recruiting more competent staff who can bridge the gaps.
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