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Abstract

Pay disparities have numerous adverse effects upon organizations, employees, and
clients, which can affect the organization’s ability to deliver services, including cul-
turally responsive services. Evidence is accumulating that pay inequity, particularly
among females and males, is present within the field of behavior analysis (Li et al.,
2018; Vance & Saini, 2022). The purpose of the present study was to examine the
annual income of Board Certified Behavior Analysts (BCBA) and doctoral-level
BCBAs (BCBA-Ds) who work with children, with a particular focus on the impact
that salary practices have on the provision of services to this age group. A survey
was distributed to collect information regarding annual income, demographics, and
various aspects of service delivery. The sample included 236 (96.7%) BCBAs and
eight (3.3%) BCBA-Ds who had been in the field an average of 11.3 years (N=244).
Annual income for female BCBAs and male BCBAs was $74,888 and $79,140,
respectively. For those who served children and adolescents, female respond-
ents earn an annual average of $75,840, while male respondents earn an average
of $74, 673. The annual incomes of female BCBAs that served urban, rural, and
combined rural and urban regions were $76,931, $69,198, and $77,199, respectively.
The observed differences between service regions were statistically significant,
whereas the difference observed between females and males was not. Considering
this, females made less than male counterparts in nearly every comparison, which is
alarming. The present study adds to the growing list of observations indicating that
a change in salary practices is needed to improve behavior-analytic service delivery
to clients.
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Within human services, behavior-analytic practitioners serve numerous age
groups, races, ethnic groups, gender identities, geographic locations, and more
to increase socially significant behavior change. From 2010 to 2021, the demand
for Board Certified Assistant Behavior Analysts (BCaBAs), Board Certified
Behavior Analysts (BCBAs), and doctoral-level BCBAs (BCBA-Ds) has signifi-
cantly increased. Specifically, an over 64,300% increase has been observed for
BCaBAs and an over 5,800% increase has been observed for BCBAs and BCBA-
Ds (Behavior Analyst Certification Board [BACB], 2022). Despite the increased
demand, discourses on pay equity within the field have emerged, which can have
a detrimental impact on the outreach of behavior analysis to diverse populations,
including the provision of culturally responsive services. Globally, pay equity has
historically been a socially significant issue, which garnered federal attention in
the United States (U.S.) in 1963 with the signing of the Equal Pay Act by former
President John F. Kennedy (National Equal Pay Task Force, 2013). This legisla-
tion guaranteed equal pay for women and men performing the same work with
the same employer.

The Equal Pay Act also set the tone for other federal and state laws to pass,
including the Civil Rights Act of 1964, which prohibited discrimination based
on one’s sex, race, color, national origin, and religion (U.S. Equal Employment
Opportunity Commission, n.d.). Considering these landmark efforts, significant
changes have been observed in relation to the reduction of gender disparity in the
workforce and general educational attainment. For instance, according to Toossi
and Morisi (2017), the presence of women in the labor force has increased over
the years, reaching a peak of 60% in 1999. Although data have demonstrated a
decline in this trend, 56.7% of the labor force consisted of women in 2015, and
women are still projected to account for most of the labor force (i.e., 55.8%) by
2024. In addition to increases in female participation in the workforce, women’s
educational attainment has also increased. Specifically, women in the U.S. aged
25 years and over obtained more bachelor and master’s degrees when compared to
men in 2019 (U.S. Census Bureau, 2019).

Unfortunately, only a marginal decrease in pay equity has been observed following
the passage of these laws. Since the signing of the Equal Pay Act of 1963, the pay gap
has not narrowed substantially. Specifically, women earned 60% of men’s pay in 1963,
compared to women earning 77% of men’s pay in 2011 (U.S. Census Bureau, 2012).
Much of the current research indicates that pay inequity is still present and primarily
impacts women (National Equal Pay Task Force, 2013), despite changes in women’s
participation in the workforce and increased educational attainment over time.

Generally, research has indicated that several factors influence pay inequity,
including, but not limited to, differences in industries or occupations, as well as dif-
ferences in experience and hours worked. In their analyses, Hegewisch and Hart-
mann (2014) reviewed occupational segregation and occupational integration from
the past several decades and found differences in pay due to differences in indus-
tries or held occupations. Within predominantly female workforces (i.e., over 75%
female), such as teachers and nurses, wages and benefits were lower when compared
to predominantly male workforces, such as lawyers and engineers. Further analyses
indicated that females’ median hourly earnings were lower when compared to males’
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median hourly earnings across all types of occupations (i.e., predominantly female
workforces, integrated workforces, and predominantly male workforces). These dif-
ferences in median hourly earnings were observed across all skill levels (i.e., low,
medium, and high; Hegewisch & Hartmann, 2014). The one noted exception from
Hegewisch and Hartmann (2014) found higher female median hourly earnings in
predominantly female occupations that also required high skills (i.e., required at
least a four-year college degree). Specifically, women’s median hourly earnings were
calculated at $24.04, and men’s median hourly earnings were calculated at $23.85.

Remuneration Among Helping Professionals who Support Children

Differences in wages between females and males are evident overall, as well as
within specific disciplines, including predominantly female professions or those
that work to support children (e.g., teaching, school psychology, social work, etc.).
According to Hegewisch and Barsi (2020), female elementary and middle school
educators earn $1,042 per week, while male counterparts earn $1,161 per week,
despite women accounting for 79.8% of the profession. Moreover, female teacher
assistants earn $570 per week, while male teacher assistants earn $707 per week.

Similar differences are seen within the field of school psychology. Specifi-
cally, Crothers et al. (2010) examined salaries and promotion negotiation practices
of practitioners and university instructors in school psychology. Using a survey,
researchers asked respondents about their salary, negotiation practices, and job
satisfaction. Even when controlling for years of experience and educational attain-
ment, results suggested that female respondents earned less than male respondents.
Considering that school psychology is a predominantly female profession (87% in
2020; Goforth et al., 2021), the findings of lower female pay is in alignment with
the findings of Hegewisch and Hartmann (2014), who reported that males earn more
than females in predominantly female occupations. One noteworthy finding was that
male respondents were more likely to negotiate for promotions within their place of
employment. The findings of Crothers et al. raise important considerations for which
behaviors are related to wage increases, such as salary negotiation and consult-
ing others to prepare for the negotiation process. Although a two-way contingency
analysis revealed that 66% of both female and male respondents reported negotiat-
ing their salaries, females were more likely to perceive contacting punishment for
engaging in such practices due to their gender.

Social work is another profession that is predominantly female and works with chil-
dren. According to the U.S. Bureau of Labor Statistics (2022), 86.8% of child, family,
and school social workers were female in 2021. Much like other predominately female
professions, differences in remuneration are observed among social workers regard-
less of their area of professional emphasis (e.g., hospitals and medical centers, govern-
ment agencies, etc.). Specifically for social workers in school settings (K—12™" grade),
women had the lowest annual salary ($38,000), while men had the highest annual sal-
ary ($92,700; National Association of Social Workers [NASW], 2011). Lewis (2018),
this pattern in pay difference has been observed from 1980-2014, particularly consid-
ering that social workers who identified as Black/African American, Latino/a/e/x, or
female earned less than their white male counterparts who worked the same number
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of hours in the same state and had the same age and educational attainment, which can
have detrimental impacts on the field and populations served.

In 2019, Li and colleagues were the first to inform on remuneration in behavior
analysis. Through an examination of publicly available salary data for faculty members
teaching in programs accredited by the Association for Behavior Analysis International
(ABAI), Li et al. (2019) noted that the highest reported salary was earned by males
across all academic ranks, even though there were more females with ranks as assistant
professors and associate professors. Although data on years in academic rank, primary
area of professional emphasis, success in obtaining funding, years to promotion, and
other measures related to productivity were not collected, Li and colleagues’ findings
suggest that there is a gender pay gap for faculty teaching in ABAI accredited programs.

With a focus on behavior-analytic practitioners certified by the BACB, Vance
and Saini (2022) evaluated the impact of race (categorized as minority and non-
minority) and gender (i.e., male, female, and non-binary) on remuneration for these
certificants. Overall, results found that there is a pay gap, particularly for Registered
Behavior Technicians (RBTs) and female minorities. Particularly, Vance and Saini
found that, on average, male certificants earned more than their female counter-
parts, except at the doctoral level (i.e., BCBA-D). Additionally, female minorities,
on average, earned less than males across all levels of certification and regardless
of their race and ethnicity. These findings are noteworthy, since behavior analysis
is a predominantly female field (i.e., as of November 10, 2022, 86% of Board Certi-
fied Behavior Analysts [BCBAs] and BCBA-Ds are female; Beaulieu et al., 2019;
BACB, n.d.a; Conners et al., 2019; Nosik et al., 2019; Vance & Saini, 2022).

Impacts of Pay Inequities

The impact of salary inequity is far-reaching and can have deleterious effects on
areas related to culturally responsive pedagogy (CRP) and job performance, to name
a few. A conceptual framework proposed by Ladson-Billings (1995), CRP highlights
three foundational practices that effective educators can follow when serving stu-
dents from different racial, ethnic, economic, linguistic, and disability groups: (1)
academic success, (2) cultural competence, and (3) critical consciousness. With aca-
demic success, environments that are conducive to successfully navigating academic
environments and academic careers (e.g., teaching students the essential response
classes to succeed in academic settings) can be fostered (Ladson-Billings, 1995).
Next, the characteristic of cultural competence highlights the importance of students
preserving their own cultures (e.g., languages/dialects, music, food), yet acting in
accordance with the majority culture (e.g., white, middle-class, English-speaking,
non-disabled groups) when needed, which may differ from their personal cultures.
Finally, Ladson-Billings (1995) describes critical consciousness as educators incor-
porating social issues into their educational curriculum to create opportunities for
students to reflect on or challenge their own social viewpoints.

Although Ladson-Billings’s (1995) CRP framework was originally based on edu-
cators working with Black/African American students, it applies to students from
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various racial, ethnic, economic, linguistic, and disability groups and can be uti-
lized by behavior-analytic practitioners (Hugh-Pennie et al., 2021). Furthermore,
the application of CRP allows for BACB certificants to remain ethically responsi-
ble in expanding their knowledge and repertoires to ensure cultural responsiveness
and diversity in their work (BACB, 2020, 2021). According to Croen et al. (2017),
children with autism spectrum disorder (ASD) between the ages of 5 to 12, those
with private health insurance, and individuals receiving 10 or more hours a week of
behavioral health treatment, such as ABA, are more likely to engage in such treat-
ment. Yet, children with ASD who have public insurance or whose mothers have a
bachelor’s degree, respectively, receive less than 15 h of individual behavioral health
services or classroom-based behavioral health services (Nguyen et al., 2016).

In 2021, Black/African American children (42.7%) and Hispanic/Latino/a/e/x
children (37.0%) were the two largest racial/ethnic groups with public health insur-
ance (Keisler-Starkey & Bunch, 2022). Moreover, individuals from racial or ethnic
minority groups experience increased barriers in accessing ASD services (Angell
et al., 2016; Castro-Hostetler et al., 2021; Liptak et al., 2008; Magaia et al., 2016;
Thomas et al., 2007). As professionals who serve children, including those who
come from historically underrepresented backgrounds, BACB certificants must con-
sider the unique needs of those they serve to cultivate culturally responsive, inclu-
sive, and empowering environments. However, to work toward such a goal, equal
compensation should be provided to allow for fair living wages, which can meet the
demands of BACB certificants and prolong the sustainability of the field.

In addition to the application of CRP within ABA, pay inequity may also impact
job performance. In an experimental analysis of pay inequality on job performance
of individuals employed at a manufacturing facility that assembled a variety of prod-
ucts, participants were randomly assigned to either homogenous compressed wages
or heterogenous wages (Breza et al., 2018). Participants in the heterogenous pay
group that earned lower amounts than peers for the same work (a) reduced their
output by 52%, and (b) were 13.5% less likely to attend work. This can suggest that
pay inequality may make escape from work more probable. Escape could take many
forms, including not completing assigned work, calling in sick, looking for other
forms of employment, or even leaving the workforce altogether. Escape can have
meaningful impacts on the ability of an organization to deliver services, which can
impact learning outcomes, in the case of ABA. It almost goes without saying that
high rates of employee turnover also negatively impact organizations.

Considering the data and aforementioned factors that can influence pay disparity, it
is evident that numerous variables are involved. As a discipline, behavior analysis can
analyze and minimize variables that promote and maintain practices such as pay dis-
parity. Although Li et al. (2019) provided data on faculty salaries in behavior analysis
according to gender, and Vance and Saini (2022) provided data on salaries of practi-
tioners that are certified by the BACB according to gender and race/ethnicity, data on
differences in remuneration of certificants by gender, geographic locations served, and
age groups served (particularly children) are not available. An emphasis on geographic
locations served by BCBAs and BCBA-Ds is necessary, as some research has shown
that children with ASD who receive ABA-based services and reside in metropolitan
(i.e., urban) areas have greater access to BCBAs (Yingling et al., 2021a, b, 2022),
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while other research has shown that white families living in geographic areas with
higher median household incomes have increased availability of behavior-analytic ser-
vices and that access to ABA-based services is affected by structural racism (Broder-
Fingert et al., 2020; Coli¢ et al., 2021 ). As a result of the discrepancies in these results,
further research on pay disparities is needed, especially for maintaining culturally
responsive services for children living in impoverished/disenfranchised communities.

According to the results of Li et al. (2019) and Vance and Saini (2022), it is
apparent that a pay disparity does exist, which requires that it be quantified and
tracked over time if solutions are to be found. Therefore, the purpose of the cur-
rent study is to utilize a more homogeneous sample and identify if there are pay
disparities between BCBAs and BCBA-Ds who work with children (ages 0-21)".
Additionally, the current study expands on Vance and Saini (2022) by accounting for
gender (i.e., male, female, and nonbinary) and practice location (i.e., urban, rural,
combined), and informing on the impact a pay gap can have on culturally respon-
sive, behavior-analytic services provided to children.

Method
Participants and Recruitment

Recruitment methods for the current study included posting a recruitment flyer on
behavior-analytic social media groups, use of the BACB’s mass email service, and
verbal communication with practitioners. Emails with an invitation to complete the
survey were sent to 22,576 BCBAs and BCBA-Ds via the BACB’s mass email service.
Of those 22,576 emails, 5,465 were opened (42%) and 309 individuals clicked the sur-
vey link (5%). After a follow-up email was sent by the BACB, an additional 212 indi-
viduals (4% of the follow-up sample) clicked the survey link. The number of respond-
ents recruited via social media postings and verbal communication is unknown. Study
procedures were declared exempt by the university’s Institutional Review Board (pro-
tocol #19,141). Inclusion criteria included having provided consent, being certified as
a BCBA or BCBA-D, having completed over 98% of the survey, residing in the U.S.,
and primarily working in a clinical setting providing or supervising behavior-analytic
services. BCaBAs were not included in the current analysis because the primary
dependent variable of interest was salary and such certificants are not paid similarly to
BCBA:s; the inclusion of these data would cause quite a bit of variability.

From July 2019 to December 2019, a total of 595 respondents completed a
45-71-item survey (see Table 3 in Appendix A) requesting information about
their gender identity, race/ethnicity, BACB certification, clients’ age groups,
geographic location served, employment, income, and various other factors
related to salary and service delivery. The survey covered a broad range of pro-
fessional activities and information, and only relevant items are presented in

! According to the U.S. Department of Health and Human Services (2017), many states provide child-
based Medicaid services to individuals aged 0-21. Therefore, the current paper will categorize anyone
0-21 years old as “children.”.
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the current data set. Three respondents’ data were not included in the current
analysis because consent was not provided. An additional 105 respondents’ data
were also not included because they completed less than 98% of the survey.
Data of respondents who reported living outside of the U.S. (59 in total) were
not included, as their income could not be compared to respondents residing in
the U.S. In total, 426 respondents reported identifying as female, male, or non-
binary. Of those respondents, 244 indicated they were BCBAs or BCBA-Ds and
worked in a primarily clinical setting with children and therefore were included in
the final data set. See Table 1 for the demographic characteristics of the sample.

Survey

The survey, which was hosted on Qualtrics (Provo, UT) and required an internet-
capable device to complete (e.g., laptop, smartphone, tablet, etc.), inquired about
gender, (i.e., female, male, transgender female, transgender male, gender variant/non-
conforming, open option) age, educational attainment, BACB certificate status, area
of professional practice (i.e., private practice, non-profit, school district, residential,
private pay, government, for-profit), and finances (e.g., annual salary, optimal sal-
ary, primary source of income). Participants were also asked “What is your primary
geographic work location?” and selected among rural, urban, or mixed service areas.
Items were presented via single answer, multiple answer (i.e., check all that apply),
fill-in, 5-point scale, and 7-point scale dimensions. The final item of the survey was
reserved for respondents to provide optional feedback or comments. Respondents
were allotted one month to complete the survey and could complete it across multiple
attempts. Upon completion of the survey, respondents were presented with the option
to enter for a chance to win one of three $20 Walmart gift cards.

Data Analyses

All analyses were completed using the Statistical Package for the Social Sciences, ver-
sion 28 (IBM SPSS; Armonk, NY) with a significance level of p=0.05. Annual income
was the primary dependent variable, which was calculated by multiplying each respond-
ent’s calculated hourly rate by 2,080 h (i.e., 52 weeks of 40 h worked per week). The
annual salaries for respondents were not normally distributed; however, the data were
not transformed, as variable transformation does not necessarily need to occur in linear
regression (Kim, 2015).

Independent Sample t-tests

Independent sample #-tests were conducted to determine if statistically signifi-
cant differences existed in annual income between females and males and between
BCBAs and BCBA-Ds that serve rural, urban, and combined (i.e., rural and urban)
areas. One sided #-tests were conducted in cases for which a clear hypothesis was
generated. In this case, it was hypothesized that males would make more than
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females (i.e., Li et al., 2019; Vance & Saini, 2022), and rural serving BCBAs and
BCBA-Ds would make less than those serve urban only or combined regions. Oth-
erwise, two-sided #-tests were conducted. Confidence intervals for estimates of mean
differences are also included to specify the range of likely possibilities.

Linear Regression

An adjusted linear regression was conducted to test for differences in annual income between
females and males and rural/urban locations. Total years in the field of behavior analysis
were included in the regression because annual income increased based upon this variable.
Adjusted analyses are important because they account for differences among the samples
of males, females, and non-binary individuals (e.g., males had more years of experience in
the field in our sample). According to guidelines of linear regressions, at least 20 partici-
pants per independent variable were included in the analysis (Austin & Steyerberg, 2015).

Results
Sample Characteristics

Demographic information for the sample is presented in Table 1. There were 211 females
(86.4%), 31 males (12.7%), and two non-binary individuals (0.8%) included in the analysis
(N=244). Most respondents identify as white (i.e., non-minority; 83.6%), with the second
highest race/ethnicity being Hispanic or Latino/a/e/x (7.0%). The average age of respondents
was 37.2 years, and many respondents were married or in a domestic partnership (70.5%).

The sample compromised 236 (96.7%) BCBAs and eight (3.3%) BCBA-Ds, with
the average length of time in the field of behavior analysis being 11.3 years. Most
respondents served clients in urban areas (47.5%), followed by clients in both rural and
urban areas (i.e., combined; 35.2%). Fewer respondents served clients in rural-only
areas (16.8%). Regarding region of the U.S., respondents were largely from the west.

Compared to females, male certificants were older (40.3 years for males, 36.4 years
for females) and had more years of experience in the field of behavior analysis (15.5 years
for males, 10.7 years for females). However, female certificants were more likely to
work exclusively with children (28.9% for females, 12.9% for males). Certificants who
served rural and combined areas were older than those who served urban areas (38.6 vs.
35.6 years). Additionally, rural certificants had been in the field slightly longer than those
who served urban and combined areas. Compared to urban (21.6%) and rural/urban certi-
ficants (13.4%), rural certificants were much less racially/ethnically diverse (7.3%). Rural
certificants, compared to urban certificants, were less likely to serve only children (19.5
vs. 34.5) and more likely to serve a wider age range of clients (78.0% vs. 62.9%).

Annual Income

Annual income by sample characteristics is shown in Table 2. Mean annual income
(+Standard Deviation) was $76,094 (+$25,899), overall. Annual income for females,
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males, and non-binary individuals was $75,599 (+$25,668), $80,707 (+$27,734),
and $56,761 (+$10,236) respectively (see Fig. 1). The annual income of certificants
that served urban, rural, and combined regions was $77,060 (+$21,921), $69,467
(£$19,876), and $78,195 (+$32,395), respectively (see Fig. 2). Mean annual income for
BCBAs and BCBA-Ds was $75,221 (+24,948) and $101,842 (+$40,100), respectively.

Independent Sample t-Tests

The observed difference in annual income between males and females was not statisti-
cally significant (one-tailed [240]=1.024, p=0.153, M=3$5,108, 95% CI [—$4,719,
$14,934]). Annual income for certificants that served rural (vs. urban) locations was
significantly lower (one-tailed #[155]=1.952, p=0.026, M=$7,593, 95% CI [-$92,
$15,277]), which was similar for rural vs combined (one-tailed #[117.093]=1.868,
p=0.032, M=$8,728, 95% CI [—$527, $17,983]). Differences were not observed
between certificants that serve urban only vs. combined (¢{140.537]=0.281, p=0.779,
M=$1,135, 95% CI [—$6,857, $9,128]). These relations remain when comparing the
annual income of BCBAs only (data are not included but available upon request).

$85,000 -

$80,000 A

i

$75,000
2 $70,000 1
<
=
£ $65,000
$60,000 1

$55,000

$50,000
Males Females
Gender

Fig. 1 Annual salary for males and female BCBAs. Note. Error bars represent standard errors. The differ-
ence in salaries was not statistically significant (p >.05)

$85,000 1 *

$80,000 A

——

HH

$75,000 A
$70,000 A

$65,000 A

Annual Salary

$60,000 A

$55,000 A

$50,000

Rural Urban Mixed
Practice Location

Fig.2 Annual salary for BCBAs that provide services to rural, urban, and mixed locations. Note. Error
bars represent standard errors. * indicates p < .05 (one-tailed)
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Linear Regression

Data from the adjusted linear regression indicated that total years in the field pre-
dicted annual income (b=0.280, #242)=4.426, p<0.001), but gender (»b=0.002,
1(242)=0.353, p=0.724) and combined (i.e., rural and urban) service location did not
(b=0.146, 1(242)=0.146, p=0.884). The model indicated that annual salaries increase
$971 each year in the field. The R? for the model was 0.08, which is very low, which
means that when years in the field, gender, and service location predict income, the
predictive utility is low. Other variables, including organization- and job-specific char-
acteristics, are likely more relevant to annual income.

Discussion

The main purpose of the current study was to examine whether a pay disparity exists
among female and male BCBAs and BCBA-Ds who serve children. Results indicate
that female BCBAs annually earned $4,252 less than male BCBAs. It is recommended
that caution is advised when interpreting this number, as males in this dataset worked in
the field approximately 4.7 years more than females, and this difference was not statisti-
cally significant. Moreover, results suggested that male respondents earn a higher salary
when serving urban areas, rural methods, and combined geographical locations. Finally,
female respondents who primarily serve children and adolescents (i.e., 0-21 years old)
make $1,167 more than their male counterparts who serve the same age group.

With the prevalence of ASD (Center for Disease Control & Prevention, 2022)
and developmental disabilities in children of various backgrounds (Zablotsky
et al., 2019) increasing over time in the U.S., the necessity for services to sup-
port children with these diagnoses is likely to increase, especially in relation to
CRP. Although the number of BCBAs and BCBA-Ds has grown exponentially on
a global scale (from 28 in 1999 to 54,223 in 2021; BACB, n.d.b), region-specific
certificant data indicate that there are more BCBAs and BCBA-Ds in the U.S. and
certain regions of the U.S. Particularly, California (8,346), Florida (5,556), Massa-
chusetts (3,326), Texas (3,290), and New Jersey (2,709) are among the states that
have the most BCBAs and BCBA-Ds as of October 2, 2022. Although these states
are in the west, south, and northeast parts of the U.S., disproportionate access to
such professionals is highlighted for states in the Midwest and other areas.

According to Frey (2021), Hispanic/Latino/a/e/x youth have grown from 12.2%
of the population in 1990 to 25.7% in 2020, making up the largest ethnic group
in the U.S. Furthermore, Black/African American children account for the largest
racial demographic in southern states such as Louisiana and Virginia, while His-
panic/Latino/a/e/x youth are highly represented in California, Arizona, New Mex-
ico, Nevada, Texas, and Florida (Frey, 2021). Considering that California, Florida,
and Texas are among the states that have the most BCBAs and BCBA-Ds, children
in these states are likely to have access to various clinicians, which affords the
option of switching providers if clinical needs are not being met. This can be helpful
for children receiving ABA-based services, particularly if cultural variables are not
being considered in the provision of services. At the same time, clinicians residing
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in these states may have the option to switch employers if they are unsatisfied with
renumeration, work environments, etc. This can also be helpful for BCBAs and
BCBA-Ds when aiming to ensure fair wages and/or work environments; however, it
can increase turnover, which is problematic for families being served.

Per the BACB (2022), a 5,852% demand increase for BCBAs and BCBA-Ds
has been observed from 2010 to 2021. These data, which were collected by ana-
lyzing web-based employment postings, also informed on the demand of BCBAs
and BCBA-Ds by state from 2020 to 2021. Among the top five states were Min-
nesota (106%), Ohio (97%), Tennessee (95%), New Jersey (81%), and Indiana
(80%), which are states in the Midwest (Minnesota, Ohio, and Indiana), mid-
south (Tennessee), and northeast (New Jersey). Results from the current study
found that female respondents residing in the Midwest, and respondents residing
in the Midwest and serving rural, urban, or combined areas earn less than their
counterparts. Specifically, the current study found a $7,592 difference in annual
income between rural and urban practitioners, which was statistically significant.
Despite the demand for BCBAs and BCBA-Ds increasing for states in the Mid-
west, it will be difficult to attract BCBAs and BCBA-Ds if salaries are lower,
which would magnify inequities for such certificants, and children served by
these certificants in rural areas, including decreased access to behavior-analytic
clinicians for children living in impoverished/disenfranchised areas. Additionally,
the current study found that rural certificants were less likely to only serve chil-
dren and more likely to serve a wider age range of clients. This difference likely
reflects the trends in rural areas that fewer people have more responsibilities sim-
ply due to having a smaller population. Under the assumption that there are also
fewer resources in these geographical locations, certificants may be faced with
the challenge of ineffectively individualizing services due to the high demand of
services across a wide age range of clients. From a CRP perspective, this is detri-
mental, as opportunities to enhance academic success, cultural competence, and
critical consciousness are minimized (Ladson-Billings, 1995).

Overall, data obtained from the current study are heartening, considering the
results were not statistically significant. Disparities in pay in the U.S. workforce
are particularly important to the field of behavior analysis because it is a predomi-
nantly female workforce (87.2% of the present sample was female; Beaulieu et al.,
2019; BACB, 2022; Conners et al., 2019; Nosik et al., 2019; Vance & Saini, 2022).
Specifically, the overall sample was determined to be representative of BACB cer-
tificants, based on data for gender and race/ethnicity obtained from sources such as
the BACB (n.d.a), Beaulieu et al. (2019), Conners et al. (2019), Nosik et al. (2019),
and Vance and Saini (2022), which indicate that the majority of certificants through
the BACB are white and female. Compared to other predominantly female work-
forces, such as teaching, school psychology, and social work, where it is reported
that males earn statistically significantly more than females (e.g., Crothers et al.,
2010; Hegewisch & Barsi, 2020; NASW, 2011), results of the current study do not
suggest a gender pay gap for females. Though continued monitoring of salary dif-
ferences will be important (regardless of the absence of statistically significant dif-
ferences in the current study), organizations and hiring managers within the field of
ABA should be commended for their equitable pay arrangements.
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Limitations and Areas For Future Research

Although overall results from the current study suggest the absence of a gen-
der pay gap among BCBAs and BCBA-Ds who serve children, there are some
noteworthy limitations and areas for future research that should be noted. First,
although the literature suggests that the current study included a sufficient num-
ber of participants and that standards were met to conduct a power analysis (Aus-
tin & Steyerberg, 2015), the sample size is small (N=244), compared to the over
187,880 BACB certificants as of October 3, 2022 (BACB, n.d.a). Including a
larger sample and additional analyses (with particular attention to certificant type,
region served, and remuneration) may highlight disparities of compensation. Sec-
ond, to ensure consistency in data analysis, the inclusion criteria of the present
analysis excluded participants who may have contributed meaningful data. Specif-
ically, responses from 105 participants were removed because they completed less
than 98% of the overall survey and responses from 59 participants were removed
because they resided outside of the U.S. Third, although the current study inquired
about the number of languages respondents spoke, the survey was only available
in English, which poses constraints on data collection and analyses of BCBAs
and BCBA-Ds who are bi- or multi-lingual and provide services to children. Such
data could begin to provide insight into whether cultural competence within the
CRP framework is being enhanced for bi- or multi-lingual children, if BCBAs
and BCBA-Ds are integrating languages outside of English into clinical services.
Fourth, data of respondents residing outside of the U.S. were not included, as an
adequate comparison of incomes between U.S. and international respondents was
not possible. Again, access to these data may begin to inform on the integration of
non-Western cultural values into ABA-based services.

The amount of time to complete the survey could have also served as a limitation.
Data collected by Qualtrics (n.d.), the platform used in the current study, indicated
that surveys exceeding 12 min on a computer and 9 min on mobile devices begin to
see lower completion rates. Throughout recruitment and within the consent form,
respondents were informed that the survey would take 15-20 min to complete. It is
possible that given the longer completion time, the numbers of respondents to fully
complete the survey was impacted and subsequently decreased the sample size. In
other words, the length of the survey likely increased the rate of attrition.

An additional limitation of the current study relates to practitioners in the field of
behavior analysis who do not hold BACB certification but deliver services to chil-
dren. Although four individuals without an active BACB certification responded to
the survey, they were excluded due to the inclusion criteria. In general, individu-
als without BACB certification but who practice behavior analysis are a difficult
demographic to reach if they are not connected to professional organizations (e.g.,
the BACB, ABAI). Consequently, the data collected from uncertified individuals is
limited, but warrants continued inclusion within future related studies.

A final limitation is related to the meaningfulness of salary across individuals
and their geographic location. Per the U.S. Bureau of Labor Statistics (2013), rural
households in 2011 earned approximately $16,000 less per year than urban house-
holds, spending more money on items such as prescription drugs and transportation.
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The costs of items such as housing and food also vary by region (e.g., the west coast
versus the Midwest versus the east coast). A difficulty in analyzing salary dispari-
ties relates to the differences in costs across the U.S., as salaries may be increased in
some regions due specifically to cost of living and decreased in other regions where
costs are lower. Furthermore, data may need to be analyzed on a more granular level
to determine disparities within regions, including within rural and urban locations.

There are several areas for future research given the results obtained from
the current study. For instance, future research should assess for pay disparity
across BCBAs and BCBA-Ds who identify as cisgender, transgender, and gen-
der non-conforming and provide services to children. There was a < 1% response
rate from individuals who identified outside the female and male gender binary,
which did not allow for inclusion of such data in most analyses of the current
study, except for practice location. Research indicates that transgender and gen-
der diverse individuals are four times more likely to report having an income
below poverty lines, even if they have higher educational attainment (Movement
Advancement Project & Center for American Progress, 2015). Therefore, it is
necessary to examine any pay disparities with such populations. Though the field
of behavior analysis has increased its awareness and responsiveness related to
gender identity (e.g., Capriotti & Donaldson, 2022; Leland & Stockwell, 2019;
Petronelli & Ferguson, 2022), it may be challenging to collect data from indi-
viduals who identify as transgender or gender non-conforming due to low preva-
lence. However, this does not diminish the significance of reaching this popula-
tion, especially with the population’s lived experiences to inform on a framework
of CRP within behavior-analytic services.

In bridging intersectional feminism and behavior analysis, DeFelice and Diller
(2019) posit that more than one variable (e.g., gender, race/ethnicity, and disability
collectively) should be simultaneously considered when attempting to understand
the experiences of individuals, especially given these combined variables have
been largely disregarded in the past. As the U.S. and community of BACB certifi-
cants continue to diversify across various demographics, a movement toward inter-
sectional analyses will be needed to inform on the experiences and contingencies
that shape the participation and remuneration of such certificants in the field. The
current study is among the few to do this, which speaks to the urgency of future
researchers to follow suit. In a time when topics of racism and racial prejudice in
behavior analysis have also increased in awareness and responsiveness (e.g., Hilton
et al., 2021; Mizael et al., 2021; Saini & Vance, 2020, etc.), the results of the cur-
rent study indicate that respondents who identify as minorities have higher annual
salaries than non-minority respondents across gender (i.e., male and female) and
geographic location served (i.e., rural, urban, and combined), which again suggests
the presence of pay equity within the clinical practice of behavior analysis. Should
such future analyses indicate a pay disparity between minority and non-minority
respondents, an examination of maintaining contingencies would be necessary to
modify such environments not only for the purpose of maintaining pay equity and
retaining minority BACB certificants, but also for meeting the cultural needs of
minority individuals receiving behavior-analytic services.
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Future research should also attempt to identify any differences among the expe-
riences (including compensation) of behavior analysts beyond gender (e.g., the cur-
rent study and Vance & Saini, 2022) and race/ethnicity (e.g., Vance & Saini, 2022),
such as sexual orientation, socioeconomic status, and other characteristics that may
impact experiences and opportunities within the field. Although the majority of
BACB certificants reside in the U.S. (BACB, n.d.b; Deochand & Fuqua, 2016), it
is important to account for the experiences and potential pay disparities of BACB
certificants and behavior-analytic practitioners outside of the U.S. Through adopt-
ing an intersectional and behavior-analytic lens (DeFelice & Diller, 2019), country-
specific contingencies/variables that contribute to pay disparity can be considered,
particularly if those contingencies/variables are not present within the U.S. If pay
disparities in and out of the U.S. are identified by regular and rigorous data collec-
tion, a scientific approach can be utilized to ameliorate such disparities.

Future researchers may also consider examining the remuneration of BCBAs and
BCBA-Ds during the COVID-19 pandemic, as research suggests lapses in pay for
women during the pandemic due to childbirth, childcare, or elderly care may exist
(Zamaroo & Prados, 2021). Data for the current study were collected between July
2019 and December 2019, which was prior to COVID-19 being declared a pan-
demic on March 11, 2020 (World Health Organization, 2020). It may be that BCBAs
and BCBA-Ds took unpaid leave during the pandemic, even with the possibility
of working remotely. For women specifically, this may be in addition to increased
expectations and/or responsibilities to care for children or elderly loved ones. As
there are various contingencies involved, this is an area that future researchers are
encouraged to explore to continue investigating potential pay disparities. Further-
more, differences in remuneration and their impact on behavior-analytic services for
children during the pandemic can be addressed. Although it can be suggested that
more children were/are receiving ABA-based services during the pandemic given
the effective use of telehealth for children with ASD (Nohelty et al., 2021), the ques-
tion remains whether the salaries of BCBAs and BCBA-Ds were impacted.

A final area of future research relates to identifying whether any pay inequities
exist among other BACB certificants, namely RBTs and BCaBAs, who provide
direct services to children. As of October 3, 2022, there are 123,960 RBTs and
over 5,570 BCaBAs (BACB, n.d.a). Combined, RBTs and BCaBAs outnumber
BCBAs and BCBA-Ds. Although Vance and Saini (2022) found that non-minor-
ity male RBTs earn more than non-binary RBTs and minority female RBTs, data
were not collected on the age groups with which the respondents work. Inform-
ing on whether pay gaps are present among RBTs and BCaBAs who serve chil-
dren can have significant implications for remuneration practices, given behavior
technicians’ level of satisfaction with training, supervision, financial compensa-
tion, and different aspects of the job predicted their intent to leave their position
of employment, which can in turn impact the provision of services (Kazemi et al.,
2015), including those that work from a CRP framework.

In light of these limitations and areas for future research, the intersection of
CRP and ABA-based services cannot be possible if BCBAs and BCBA-Ds are
not being fairly compensated regardless of their gender, the age groups they serve,
the locations in which they practice, etc. As a profession that identifies functional
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relationships, behavior analysis must continuously examine such relationships to
maintain pay equity. In conjunction with this, the field is also encouraged to exam-
ine environmental variables that are hindering and/or promoting the use of a CRP
framework within clinical services. In a survey conducted by Beaulieu et al. (2019),
most BCBA and BCBA-D respondents reported moderate to high levels of com-
fort and moderate to high skill levels in working with culturally and linguistically
diverse clients, despite their report of little to no training in this area, which suggests
a paucity of coursework and training across graduate training programs, employers,
and continuing education that is focused on providing culturally responsive care.

Thankfully since then, numerous resources have become available for behavior
analysts to consult, such as how each characteristic of CRP can overlap with ABA,
particularly for behavior analysts working in educational settings (Hugh-Pennie et al.,
2021), ways that the field can move toward becoming anti-racist (Levy et al., 2021),
a conceptualization of power and privilege (Louisiana Contextual Science Research
Group, 2022), how the field can move away from disciplinary centrism and toward
humble behaviorism (Kirby et al., 2022), ways that behavior analysts can engage in
self-assessment of awareness, knowledge, and skills in the context of culturally respon-
sive services (Beaulieu & Jimenez-Gomez, 2022), how cultural responsiveness can be
used in behavior-analytic research and practice (Jimenez-Gomez & Beaulieu, 2022),
and much more, which all can maintain the provision of ABA-based services informed
by a framework of CRP. Despite the field’s continued journey toward creating cul-
turally aligned, sustainable, and inclusive environments, particularly for historically
underrepresented communities, some of the work can be ameliorated by maintaining
pay equity and continuously educating oneself on best practices to support children/
individuals of various racial, ethnic, economic, linguistic, and disability groups.

To the knowledge of the authors, the current study is among the first empirical
studies on the wages of BCBAs and BCBA-Ds, particularly for those who serve
children. It is heartening to see that within a predominantly female field, such
BACB certificants are being compensated fairly and equitably. Although statisti-
cally significant differences were not found in pay between males and females
(e.g., the current study and Vance & Saini, 2022), differences in pay among gen-
der were seen, which is alarming. Moreover, a statistically significant difference
was detected for BCBAs and BCBA-Ds who served rural areas in the current
study. These findings highlight the necessity for additional and more comprehen-
sive research to ensure that the profession of behavior analysis continues to work
toward and maintain fair and equitable practices. By offering fair and compelling
wages, the field of behavior analysis can attract a wide range of talented individu-
als from varied backgrounds, which can continue the field’s efforts in considering
culture within services. Moreover, as the demographics and needs of the field
evolve, it may be that remuneration of behavior analysts shifts as well. In con-
sidering the various biological, psychological, and emotional changes that chil-
dren experience, behavior analysts have the tools to support children during these
challenging times. Therefore, the utilization of our science can apply not only
to traditional populations (e.g., individuals with developmental disabilities, indi-
viduals with health issues, etc.), but to our own population, where we can shape
an equitable and sustainable field.
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