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Abstract 
 

Increasing Transgender-Inclusive Behaviors Via Self-Monitoring 

Author: Abigail Kaylyn Petronelli 

Advisor: Rachael Tilka, Ph.D. 

Within behavior analysis there is an increasing demand for research to create 

inclusive organizational cultures. To create a culture of inclusion, it is necessary to engage 

in inclusive behaviors towards individuals of varying race, gender, and sexual orientation. 

Despite the rising social demand and call for diversity in research, there are still few 

studies which apply an intervention to improve inclusive behaviors. One target of inclusive 

behaviors is proper pronoun use towards individuals who are transgender or gender non-

conforming (TGNC). To date, there is only one published article regarding TGNC topics, 

which explored a TGNC-inclusive tool (Leland & Stockwell, 2019). However, there are 

currently no studies which implement an intervention to promote gender inclusive 

behaviors. Given the extreme and sometimes even life-threatening risks that are frequently 

associated with individuals who are TGNC, the benefits of identifying an intervention that 

effectively promotes inclusion and could in turn increase feelings of acceptance are 

undeniable.  It is most certainly an area that would benefit from further research and 

discovery. As a science that prides itself on socially significant outcomes, extending the 

literature in this area would seem, at the very least, a worthwhile venture if not a 
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responsibility. Thus, the purpose of the current study will be to examine the effects of a 

behavioral intervention on promoting gender inclusive behavior. 

Keywords: self-monitoring, gender identity, transgender, inclusive 

behaviors, pronouns, gender 
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Introduction 

 

Inclusion in Organizational Culture 

Organizational culture is an important component of performance. Environments 

which foster teamwork, cohesion, and support for others in the group impact the 

organization’s culture, which influences performance. More specifically, Gregory et al. 

(2009) showed better performance with higher patient and employee satisfaction over less 

supportive teams. Performance improvement is further increased when the culture is 

inclusive to other identities. Nelissen et al. (2017) found similar results with inclusive 

culture resulting in employees being more prosocially motivated toward individuals with 

disabilities, offering to help with workloads or review what the individual missed whilst 

absent. There are several areas that culturally inclusive practices may be applied. Race, 

sexual orientation, and gender are a few examples (DeFelice & Diller, 2019). There is a 

growing demand for research on culturally inclusive practices (Binder, 2016; Houmanfar et 

al., 2015). Specifically, authors note the importance of identifying interventions aimed at 

both reducing discriminatory behaviors and increasing prosocial behaviors to develop and 

maintain an inclusive culture. 
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Inclusive Practices and Social Significance  

While culture, and specifically inclusive practices, are topics found primarily 

within Industrial/Organizational and Social Psychology fields, Behavior Analysis can offer 

much to this body of literature, particularly with its focus on developing interventions that 

lead to socially significant outcomes. The study of inclusive behaviors can fit under the 

“applied” and “effective” dimensions of Applied Behavior Analysis (ABA). Baer et al. 

(1968) cite that research must be guided by topics of social demand. Rather than target a 

theory, ABA is “practice driven” and focusses on identifying practical interventions that 

can be effectively implemented and tested through direct means when developing research. 

Additionally, as mentioned, applied research must then be effective, resulting in significant 

behavior change to address these socially important issues. Cultural inclusion is a topic of 

social significance, with research showing the negative effects of exclusive cultures 

(Beauregard et al., 2018; Dietert & Dentice, 2009). It has been found that (within the 

workplace) 15% of individuals who identified as transgender were verbally or physically 

harassed, with 23% reporting other forms of discrimination such as having their identity 

revealed to others without their consent (James et al., 2016). The effects of workplace 

isolation and discrimination are discussed in other studies, with higher rates of depression, 

anxiety, and suicide attempts reported among people who identify as transgender when 

they perceive themselves as being secluded from the group (Beauregard et al., 2018). It is 

apparent that this is an area that is ripe for behavioral research focused on exploring 

interventions designed to promote inclusion and reduce discrimination. Behavior analysis 

has already begun researching inclusion. Acceptance and Commitment Therapy (ACT) is 

one form of intervention that has been applied to LGBTQ+ topics and has had success in 
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reducing negative outcomes such as anxiety, depression, and stress (Bennett and Taylor, 

2019; Singh et al., 2020; Yadavaia and Hayes, 2012;). Thus, expansion of such research 

into other environments is necessary to further reduce these harmful outcomes. 

As they relate to the workplace specifically, inclusive behaviors have been found 

to increase satisfaction, promote collaboration, and reduce turnover (Nishii, 2013). As 

such, Developing an organizational culture of inclusion is a topic of increasing relevance 

and as such, this should prompt future research. Promoting inclusion is an area that is well 

within the scope of ABA given its focus on applying behavioral principles to promote 

behavior change in people (Wilder et. al, 2009). Additionally, the topic seems fitting for a 

behavioral lens. Skinner (1957) discussed how thoughts and other complex behaviors are 

forms of behavior which can be studied through applying the same principles of behavior 

analysis as more “simplistic” behaviors. Specifically, Skinner (1957) discussed the notion 

of complex verbal behavior, which he noted was shaped by the verbal community through 

consequences. Once the community begins reinforcing inclusive behavior, this will lead to 

more frequent expressions of such behavior, and will ultimately aid in the development of 

a culture of inclusion and contribute to societal change.  

Furthermore, Organizational Behavior Management (OBM) is a specific subset of 

ABA which focuses on promoting behavior change in organizations (Wilder et al., 2009). 

As a subset of ABA, the purpose of OBM is to increase socially significant behaviors, 

specifically by pinpointing behaviors which are determined to have value to the 

organization (McGee, 2007). While an underdeveloped topic, there is an increasing focus 

on research related to organizational culture, inclusion, and diversity. There are several 

authors in the Journal of Organizational Behavior (JOBM) that note the importance of 

organizational culture (Binder, 2016; Houmanfar et al., 2015). Studying these issues is 
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being encouraged within the field, evident with the 2019, interest in studies on diversity in 

Behavior Analysis in Practice. This demand for research is emphasized by the role of 

inclusivity on performance, with higher job satisfaction, less turnover, and more 

collaboration (Gregory et al. 2009; Nelissen et al., 2017; Nishii, 2013). As the demand 

grows for research on diversity and improving the lives of marginalized individuals, there 

is a growing need for research which explores the use of interventions designed to promote 

cultural inclusion within the field of OBM. 

The term TGNC was first used and defined in behavior analytic literature by 

Leland and Stockwell (2019). An individual who is TGNC identifies differently than the 

sex assigned at birth, or whose gender expression or behavior are not in alignment with the 

gender roles of the sex they were assigned at birth (APA, 2015). Individuals who identify 

as TGNC frequently face high rates of discrimination in the workplace (James et al., 2016). 

For instance, Dietert and Dentice (2009) interviewed male individuals who were assigned 

female at birth and found concerns of experiences with discrimination, as coworkers did 

not acknowledge their identity and pronouns. These experiences also led the male 

participants to be more reluctant to be open about their identity. In another report, it was 

determined that 77% of individuals who identified as transgender reported taking efforts to 

hide their identity (James et al., 2016). Those who are open about their identity (or whose 

identity is outed), frequently face immediate and delayed negative consequences regarding 

their identity, including physical assault, isolation, and depression (Beauregard et al., 2018; 

James et al., 2016). . 
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Applying OBM to Increase Inclusive Practices 

There is a growing number of studies within OBM which directly study inclusive 

practices (Gravina et al., 2019; Kunze et al., 2019; Leland and Stockwell, 2019; Matsuda et 

al. 2020; Plessas et al., 2019). Plessas et al. (2019) discussed the integration of ABA 

principles within Māori mental health models and expanded on how ABA can work 

alongside mental wellness research in the Māori culture. Specifically, authors noted that a 

collaborative treatment model that includes ABA principles to improve the lives of 

individuals with mental health concerns is socially significant. Matsuda et al (2020) 

described racism in behavior analytic terminology and recommended methods to 

acknowledge and confront racial bias. The role of culture was also explored within the area 

of language. One study analyzed the frequency of mands with a child who used a speech 

device and attended an English-speaking school, but whose family spoke Spanish (Kunze 

et al., 2019). While the child did not show a difference in responding when a therapist 

spoke in Spanish or English, the child manded more frequently in Spanish than English. 

The higher frequency of responding indicates a potential language preference and prompts 

considerations for staff training, including language training and cultural awareness to 

ensure best practice treatment for clients.  

Regarding gender identity, there is an increasing demand to develop more 

inclusive environments (Sundberg et al., 2019). Gender diverse and inclusive environments 

have been found to have several benefits, including reducing turnover and increasing 

workplace satisfaction (Nishii, 2013). However, there is little research in ABA which 

directly addresses gender. Li et al (2019) analyzed the gender disparity in university faculty 

and their salaries, finding most professors being men and men being paid up to 15% more 
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than women counterparts. Gravina et al. (2019) reviewed the publication rate of women in 

JOBM and identified an increasing trend of women publishing in the journal and 

publishing as first authors as the years progressed. Both studies concluded with a need for 

diversifying professor positions with more females, as well as equal pay amongst genders. 

However, these reviews only analyzed current positions and did not manipulate variables.  

While awareness of the disparity and inequality as it relates to gender is important, 

further research should be done to improve gender inclusivity and equality. Research on 

genders beyond the binary is even more limited. There are no studies to date which utilize 

an intervention to promote gender-inclusivity, including those who identify as TGNC. 

While Gravina et al. (2019) noted consideration for other gender identities, Leland and 

Stockwell (2019) is currently the only article published in behavior analysis which 

discusses inclusion of individuals who are TGNC. To ensure inclusivity for all gender 

identities, it is necessary for more research be done including those who are TGNC. 

  Beyond an organizational setting, other settings may also benefit from gender 

inclusive cultures. The healthcare setting is one example. Dolan et al. (2020) states that 

there is a need for research on inclusive practices in hospitals amongst administrative staff 

and doctors towards patients, such as indicating pronouns on forms and changing the 

gender on one’s medical record. Regarding universities, an interview with students who 

were transgender found that university students felt they could express themselves and be 

more open with their identity (Storrie and Rohleder, 2018). However, problems with 

university policies on dorm assignments based on sex, and experiences with 

microaggressions such as misgendering and stares were still reported by the participants. 
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With the increase in openness of individuals who are transgender, it is necessary that 

universities and staff become more aware and adopt more inclusive behaviors.  

. 

Pinpointing Inclusive Practices as They Relate to Gender 

Identity 

Pinpointing is the process of identifying and describing specific behaviors 

(Daniels, 2014). The most effective pinpoints consist of several characteristics, including 

specific and objective measures that are not interpretations and can be easily measured 

(Daniels, 2014). Inclusive practices involve specific behaviors which can be targeted for 

interventions (i.e., reducing derogatory comments, increasing time spent reviewing female 

applicants resumes) and environmental manipulation (i.e., trainings, feedback). Within the 

field of OBM, behaviors such as discriminatory comments, engaging in conversations on 

social issues related to marginalized identities, and social repertoire (smiling, eye contact), 

can all be targets within an organization to alter the organizational culture and be more 

inclusive. Leland and Stockwell (2019) provide a tool specifying behavioral pinpoints to 

target for inclusivity toward people who are TGNC and present strategies to create an 

inclusive environment. Usage of names specified, using gender neutral language (saying 

“everyone” instead of “ladies and gentlemen”), and creating questions or scenarios with 

various genders reflected (examples using females and non-binary students) are some 

examples of pinpoints dedicated to creating a TGNC-inclusive environment. Proper 

pronoun usage is another behavior under several domains within the tool. Targeting 

inclusive behaviors as a method of fostering healthy environments offers many benefits, 

both within organizations and beyond, including schools and clinical settings.  
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Targeting pronoun usage seems a fitting target for an intervention as it is a specific 

and objective measure and is easy to observe. Johnston and Pennypacker (2008) note that 

when selecting a behavior for manipulation, alongside a clear definition, it must be 

sensitive to manipulation and be able to be measured accurately. Pronoun usage is a clear 

target with specific terms being considered pronouns (i.e., she, they, he). Pronoun usage is 

also sensitive to change, depending on who is being described, what someone knows about 

the person being described (i.e., gender identity), and the appearances of a person 

(discussed further in the next section). 

Regarding social validity, proper pronoun usage is a common behavior which 

involves referring to another individual. Additionally, proper pronoun usage offers 

validation and support for the individual’s gender identity. Improper pronoun and name use 

are forms of misgendering an individual, questioning their identity and invalidating their 

experiences. There are higher instances of stress, depression, and anxiety in individuals 

exposed to misgendering behaviors, but less so when an individual receives social support 

in the form of gender validation (McLemore, 2018). By validating an individual’s identity 

through use of name and pronouns, it offers them social support and reduces the impact of 

negative stigma associated with being misgendered (Russell et al., 2018). 

 

Operant Conditioning, a Behavioral Explanation for Lack of 

Proper Pronoun Use 

In order to effectively address improper pronoun use, it is important to first 

understand why it may occur. There are a variety of reasons to explain improper pronoun 

or name use. One explanation is through the laws of operant conditioning. 
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  Gender typing refers to the establishment of certain activities, appearances, and 

attributes, as associated to one gender or another and creating stereotypes and this is 

established through learning history (Kollymayer et al. 2018). The rationale for why people 

assume an individuals’ pronouns as a result of name or appearance is a result of learning 

and continuous reinforcement of certain characteristics as either “male” or “female”, and 

thus being identified as denoting he/him or she/her, respectively (Cartwright et al., 2017). 

From an early age, children learn to engage in gender specific activities and appearances 

from parents and teachers. Children who engage in behaviors that affirm the child’s gender 

assigned at birth (e.g., girls playing with dolls, boys playing with trucks) are frequently 

reinforced with praise and attention, while those who engage in play which differ from 

their gender are often corrected with reprimands from authority figures (Kollymayer et al., 

2018). The engagement in the same-gender activities is also reinforced through peer 

interactions, who imitate the gender-affirming behaviors from their parents and teachers. 

As a result, children learn to discriminate certain items, activities, and appearances with 

either males or females. When presented with the sight of both “masculine” toys (truck, 

dinosaurs, robots) and “feminine” toys (dolls, stuffed animals, princess outfits), to a male 

child the “masculine” toys will act as discriminative stimuli that evoke selecting and 

playing with those toys, given that in the past, they were paired with positive 

consequences. The “feminine” toys may act as an S-delta or discriminative stimuli for 

punishment, due to prior consequences with the boy playing with those toys (i.e., bullying 

from other children, reprimands from authority figures). The gender discrimination is not 

limited to toy selection alone, but also extends to activities and appearances. Females who 

express an interest in wrestling or boys who put on dresses often face similar consequences 
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that may include reinforcement for engaging in stereotyped gender activities and 

punishment for engaging in activities not associated with the child’s gender.  

Pronoun usage is another gendered aspect which is influenced by learning history. 

she/her and he/him pronouns are singular terms to refer to an individual, and historically, 

they/them are used to refer to groups. During language development, children are taught 

pronouns to use when describing someone, something, or an action (Morgenstern et al., 

2019). The use of a pronoun may be a related to a tact, in which an individual must 

covertly tact another person’s gender and then assign a pronoun that aligns with that 

gender. As stated by Skinner (1957), a tact is part of a three-term contingency in which a 

stimulus evokes a tact and is then subsequently reinforced. As mentioned, with gender, 

there is prior learning history of associating certain characteristics as being “female” or 

“male”.  Indicators such as long hair or make-up, act as discriminative stimuli evoking the 

use of she/her pronouns when pronoun is needed in conversation. A similar occurrence 

happens with “masculine” characteristics and the use of he/him. When a pronoun is 

needed, an individual may use the characteristics of another person to covertly tact a 

gender, and then overtly use the pronoun associated with that gender. In this case, the 

reinforcement of using such pronouns (related to the gender-tact) may lie in the continual 

conversation. Negative reinforcement via avoidance of reprimands may also influence the 

use of pronouns. 

In other cases, non-physical characteristics such as a name may act as the 

discriminative stimulus. Names may have a personal connection or may be explicitly stated 

as relating to a certain gender. A person may state, “Rebecca is a girl’s name!” to a child 

who uses he/him as a pronoun or labels “Rebecca” as a boy. The gendering of certain 

names furthers the habitual use of a pronoun, depending on the association of the name as 
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“male” or “female”. This pattern of usage is then reinforced throughout life, as individuals 

can continue engaging in a conversation without corrective feedback in most cases. 

Because of the ingrained learning history that has rarely been met with corrective feedback, 

assuming pronouns based on appearances or non-physical characteristics, becomes a habit, 

and makes it very effortful to break. 

While there is a well-established history that results in the automatic use of a 

gender-tact depending on the characteristics of a person, it is possible for this to be 

modified. Specifically, it is possible to begin using a pronoun which may differ than the 

automatic pronoun. For example, using he/him pronouns for an individual who may 

present with characteristics which have been associated with females and evoke the use of 

she/her pronouns (e.g., name, long hair, long nails). Skinner (1957) discussed self-editing 

as a method of behavior modification. Attendance to one’s own behavior and how they 

speak about others may assist in using the correct pronouns. Individuals already engage in 

self-editing, choosing which ideas and thoughts to vocalize, depending on the environment 

they are in. For example, an individual may not vocally state pronouns of a person who 

may exhibit characteristics associated with both females and males, and instead just use the 

person’s name.  Additionally, Skinner (1957) noted that people edit themselves when they 

misspeak or say the wrong thing, often as a form of an escape from an aversive condition. 

In the case of pronouns, individuals can monitor the words they use to refer to someone, 

and engage in self-correction (i.e., “She said…, I mean he said…”) when the improper 

pronoun is used. While self-editing and monitoring is an effortful behavior on the part of 

the speaker, praise and appreciation from the individual who is TGNC may serve as 

substantial reinforcement to the speaker. 
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Curry et al. (2019) noted that rapport may assist in openness to engage in more 

effortful behaviors, so it is possible that those with rapport towards someone who is 

TGNC, may be more likely to engage in proper pronoun usage. In this case, the 

reinforcement from the individual who is TGNC (e.g., smiling, expression of gratitude, 

continual friendship) may negate the effort of monitoring and editing one’s own behavior.  

Interventions 

As mentioned, there are currently no published articles within behavior analysis 

which directly target an intervention towards trans-inclusive practices. However, there are 

several intervention strategies that could potentially be applied to attempt to create 

inclusive organizational cultures.  

 

 

Feedback 

Feedback has been identified as a common intervention used in OBM (Wilder et 

al., 2009). Feedback has been defined as information delivered regarding performance to 

influence performance later on (Alvero et al., 2001).  Feedback has been found to be 

successful in a variety of studies in the OBM literature (Choi et al., 2018; Johnson, 2013; 

So et al., 2013; Tittelbach et al., 2008). The popularity of feedback in the OBM literature 

and its success could make it a tempting intervention to consider when attempting to 

increase inclusive behaviors, especially if combined with task clarification (specifying the 

need to practice inclusive behaviors). However, inclusive behaviors may be more sensitive 

to feedback. Specifically, it may be difficult to receive feedback on a behavior around 
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inclusion given the sensitivity of this topic. For instance, Choi et al. (2018) found, despite 

increases in number of assembly of virtual phones, there was more negative emotionalism 

when participants were only given corrective/negative feedback on their assembly task. 

While the task did not involve a sensitive topic such as inclusion, the negative 

emotionalism on task completion alone may be exacerbated by sensitive topics. The 

additional aversive nature of being viewed negatively or prejudiced may result in more 

intense negative emotionalism on topics of social issues and inclusion. Skinner (1957) 

discussed how verbal behavior may be punished if a speaker is connected to something that 

may result in additional punishment (like committing a crime). The potential to be viewed 

as prejudiced, which is societally regraded as negative and something to be punished, may 

reduce one’s willingness to talk and have discussions on these topics. Moreover, in an 

applied setting, a person who is transgender may correct someone on their pronouns and 

the individual receiving the feedback may respond negatively or defensively, thus reducing 

the likelihood of the individual who is TGNC correcting others in the future. For these 

reasons, it may be worthwhile to identify an intervention that increases awareness of 

improper pronoun use, but allows one to do so more privately to break the habit of 

assuming pronouns. 

Self-management and Self-monitoring 

As mentioned, attendance to one’s own behavior and how they speak may assist in 

using correct pronouns (Skinner, 1957). One way to promote this self-awareness could be 

through self-management and more specifically, self-monitoring. This approach would 

alleviate concerns associated with receiving feedback on a sensitive topic. Self-

management, particularly in the form of self-monitoring has been found to result in 
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significant behavior change (Gaetani et al. 1983; Gravina et al. 2013; Richman et al., 1988) 

and may lend itself well to this particular behavior given the sensitivity around the topic of 

inclusion. Self-management is a self-control process which involves modification of 

environmental contingencies by an individual to change some target behavior (Godot & 

Brigham, 1999). One aspect of self-monitoring is the need for continuous monitoring of 

one’s behavior to ensure effective and consistent results, with behavior change decreasing 

once the monitoring stops (Watson and Tharp, 2014). Data collection of the selected target 

behavior is an essential component in self-management and self-monitoring is the method 

of doing so. Self-monitoring requires an individual to collect data on a specific targeted 

behavior, typically right after a behavior occurs (Watson & Tharp, 2014). An individual 

who uses self-monitoring must indicate the occurrence of a behavior with some 

measurement (rate, frequency, duration) and often sees the effects on behavior 

modification with just monitoring alone (Watson & Tharp, 2014).  

To ensure effective self-monitoring, targets need to be specific and able to be 

monitored objectively (Watson & Tharp, 2014). Objective measures allow for higher 

accuracy of data recording. Gravina et al. (2008) and (2013) analyzed safe postures, 

specifying what positions were correct and incorrect by giving detailed instructions on 

what the correct hand or body posture looked like. In both studies, the self-monitoring of 

these specific responses resulted in improvements with significant improvements with the 

addition of self-monitoring accuracy training (Gravina et al., 2013). Accuracy of self-

monitoring also appears to be an important factor in amplifying the effects of self-

monitoring. The influence of accuracy was supported by McCann and Sulzer-Azaroff 

(1996) who targeted proper posture of the upper body (back, forearm, neck, shoulders, 

wrists) and feet, and saw increases in correct postures with highly accurate self-monitoring 
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in a treatment package. However, while accuracy may enhance the effects of self-

monitoring, moderate improvements may still be made even if recording is found to be 

inaccurate (Gravina et al., 2008). One study found, despite the inaccuracy of self-

monitoring, cleaning behaviors of lifeguards within a pool setting spiked (Rose & Ludwig, 

2009). Thus, while accuracy may assist in the effectiveness of self-monitoring, self-

monitoring may still be an effective intervention even when it is inaccurate. 

The implementation of self-management has been effectively used to address a 

variety of behaviors including, safety behaviors (Gravina et al., 2008, 2013). Health 

behaviors such as mood, physical activity, and food intake are other areas which self-

monitoring can be applied effectively. For instance, Harmon et al. (1980) had patients self-

monitor mood and activity and results showed an improvement in mood and activity during 

the intervention. Application of self-monitoring to increase children’s physical exercise 

during recess saw improvements in activity during periods of play (Hayes & Camp, 2015). 

Self-monitoring was also applied to patients with eating disorders and resulted in 

reductions in binge-eating bouts (Latner &Wilson, 2002). Overall, self-monitoring has 

been shown to be an effective strategy beyond safety behaviors, improving health 

behaviors as well. 

Productivity in an organization is another area in which self-monitoring has been 

shown to be effective. Self-monitoring was applied to decrease tardiness in a business 

owner relative to opening time, which resulted in more customers (Gaetani et al., 1983). 

Self-monitoring has also been effectively used to increase social interactions among staff 

and clients in a residential setting (Burg et al., 1979). Another study which targeted social 

interactions showed an increase in client and staff interactions with a self-management 

package, which included self-monitoring, self-evaluation, and self-reinforcement (Burgio 



 

 

16 
 

et al, 1983). Furthermore, the benefits of the study generalized to the clients, who increased 

their appropriate play and decreased problem behaviors such as aggression. The 

generalization of benefits to others may be useful for inclusive behaviors as the change in 

behaviors may lead to better mental health and performance outcomes. The range of 

behaviors which self-monitoring can be applied and the desired change in behavior helps 

illustrate that it is a successful intervention strategy. While never applied to inclusive 

behaviors, its previous success in addressing a variety of different behaviors suggests that 

it may be a useful intervention.  

Along with a vast range of behaviors that can be addressed, there is also a broad 

range of populations that have benefited from using self-monitoring as an approach to 

behavior change. For instance, self-monitoring has been applied to individuals with 

developmental disabilities working in a restaurant and led to increases in cleaning 

behaviors (75%) compared to baseline (25%) (Sowers et al., 1985). Lone workers are 

another population that are ideal targets for this type of intervention. For instance, bus 

drivers were targeted to improve various safety-behaviors including complete stops and 

loading and unloading passengers. Results found a group increase in safety of 12% and up 

to 41% on the individual level (Olson & Austin, 2001). Similar results regarding safety 

behaviors, were obtained with truck drivers who decreased their speeding and extreme 

breaking with the introduction of self-monitoring (Hickman & Gellar, 2005). Overall, self-

monitoring is an intervention an individual can use to change behavior, making it a 

potentially strong intervention for inclusive behaviors, which would have a wide variety of 

users. 

Furthermore, evidence suggest self-monitoring is well received by users, which 

may impact its use. Self-monitoring was applied to staff training in specific client 
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programs, such as tooth brushing and hair brushing (Kissel et al.,1993). Along with the 

performance increase by staff and clients, staff reported they felt learning was easier and 

faster, increasing their confidence in performance. Participants within studies are often 

receptive towards the intervention and report positive reactions (Burgio et al., 1983; Godat 

& Brigham, 1999). The receptiveness towards self-monitoring may make individuals 

within the study more willing to continue using it after the study has concluded.  

Self-monitoring may be an effective intervention for increasing use of indicated 

pronouns as it requires individuals to attend to their behaviors and their environment. Self-

monitoring may be completed privately without outside involvement from someone else, 

covertly, which is more naturalistic across contexts as people can independently note and 

adjust their behavior. It may not be necessary to record every instance of the behavior at 

the time of its occurrence. This should be considered when addressing pronoun use. For 

instance, it may be uncomfortable for a professor, advisor, or peer to make a note each time 

they use the proper pronoun immediately after doing so. However, it may be possible to 

quietly reflect on overall pronoun use during a classroom interaction following the class 

period once the students have left. Research suggests that positive results can be obtained 

by recording behaviors at a later time. For example, Critchfield (1999), who analyzed 

swimmers, found that self-monitoring less frequently (after each session) resulted in higher 

performance than doing so after every two or four laps. These findings are echoed by 

Olson and Austin (2001) who only had bus drivers record and graph data once or twice a 

day, yet still saw performance increases. Because self-monitoring is effective even with a 

delay, it is an ideal intervention to use in a natural setting, as individuals can reflect on 

their pronoun usage during a conversation to improve in the next opportunity. The covert 

and less frequent monitoring could make it ideal for addressing inclusive behaviors.  
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As mentioned, there are no published studies within the OBM literature which 

implement an intervention to increase inclusive behaviors towards those who identify as 

TGNC. Research on this topic is of social relevancy to improve the experiences of 

individuals who are TGNC and offer methods designed to assist in promoting TGNC-

inclusive behaviors. Self-monitoring could be an effective approach to increasing correct 

pronoun usage. This approach would require the individual to attend to their own behaviors 

and modify their future interactions, while allowing them to do so covertly and without the 

need to receive potentially aversive corrective feedback from others. As such, the purpose 

of the present study will be to assess the effects of self-monitoring on number of proper 

pronouns used by university students during a simulated task which emulates the role and 

expectations of a university advisor.  
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Method 
 

Participants 

Participants were graduate students at a southeastern university gathered through a 

graduate course. Recall that in order to be included as a participant, the individual must 

have scored 0% correct pronoun use during baseline probes. Two participants were 

selected for the study as these participants met the inclusion criteria. Both participants 

identified as women and were taking courses in behavior analysis. 

Setting and Materials 

The study was run and recorded via Zoom. Additional materials included the 

following: An “Academic Advisor” email account (See Appendix A), a list of gendered 

and gender-neutral names (See Appendix B), a demographic information form for each 

hypothetical student advisee (See Appendix C), a data sheet with questions to ask about the 

hypothetical student advisees (See Appendix D), and scripts (See Appendix E). Discussion 

of the application of these materials is described in more detail in the section below.  

Experimental Task 

The task was a simulated advising work task in which the participant acted in the 

role of an Academic Advisor at a college or university and received emails from 

hypothetical student advisees that had been constructed by the researcher prior to the 

experimental session. During the simulation, the participant, acting in the role of the 

“Academic Advisor,” would review each email and attached demographic information 

form. This task was meant to represent a typical email interaction that may occur between a 
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student advisee and Academic Advisor during which the student advisee may send 

information to an advisor to review to better advise them.  

Dependent Variable and Measurement 

Prior to beginning the study, the participants were informed of the nature of the 

task. Additionally, they were also told that the study was a memory study and that they 

should try to learn as much information on the demographic student information form as 

possible as they would be questioned later about it to determine how much they recalled. 

Each hypothetical student email interaction provided a new opportunity to learn 

information about a new hypothetical student based on the demographic information form 

that was attached to the email.  

However, importantly, this study contained an element of deception. While 

participants were told that the focus would be on their ability to memorize information 

about the hypothetical students, the researcher actually assessed whether they would use 

the correct name or pronoun when questioned about each piece of information on the 

demographic information form that corresponded with a given student. For instance, 

following the review of the form, the researcher might have asked what the student’s major 

was, and the participant could then respond with “His major is Philosophy.” Or “Her 

major is psychology.” Each question then provided an opportunity to identify the 

hypothetical student using the correct or incorrect pronoun.  

The reason deception was believed to be necessary was to ensure the participants 

would be focusing on “distracting” information to avoid a high level of correct pronoun 

usage due to the participant’s awareness of the purpose of the study. This was intended to 

be more representative of a typical Academic Advisor’s position given that faculty and 
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advisors are typically told to attend to pronoun usage, but then may become overly busy 

with additional information including having to learn new information about each new 

student which may increase the likelihood of mistakes.  

To best highlight the effects of the intervention, emails were primarily from 

hypothetical students who identified as TGNC, with around a third being from hypothetical 

students who were cisgender. Considering the email list and the order of the emails, the 

first email in the lineup was always from a student who identified as cisgender and the next 

was from a student who identified as TGNC. The emails continued with every third email 

being from a hypothetical student who identified as cisgender. Once opened, each email 

account contained a generic message with a greeting, a message about meeting later, and a 

sign-off with a signature block with the legal name or preferred name (hypothetical 

students who were TGNC), pronouns, institution, and status as a student. It should also be 

noted that while hypothetical students who were TGNC had a “gendered” legal name on 

their demographic form, the email ended with the pronouns and a gender-neutral, preferred 

name (See Appendix B for the list of names). Including the gendered legal name on the 

demographic form was intended to be to be representative of a typical student encounter 

given that it may be difficult for TGNC students to change their legal name and thus, they 

may need to provide it on some documentation which can lead to additional confusion and 

may increase the likelihood of incorrect pronoun use.   

For the purposes of this study, proper pronoun use was defined as using the 

pronoun specified in the email signature block (she/her, they/them, he/him). An example of 

proper pronoun usage was, with a signature block that indicated a hypothetical student’s 

pronouns were he/him, answering, “His middle initial is M.”, or “He is an international 

student”. An incorrect or improper instance of pronoun usage could have been, for the 
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same hypothetical student, “Her middle initial is M”, or “She is an international student”. 

Additionally, while they/them pronouns are appropriate for instances in which pronouns 

are not known, for the current study, because the pronouns were indicated, use of 

they/them pronouns when the pronouns in the email were she/her or he/him were marked 

as incorrect. Questions in which a participant used the hypothetical student’s legal name 

rather than the proper name or pronoun were counted as incorrect. 

Measurement of the dependent variable was based on percentage and was 

calculated according to the number of times the participant used the correct name or 

pronoun out of the 10 demographic questions they were asked for each hypothetical 

student. Each set of 10 demographic questions was considered one experimental session or 

data point. If a student used the proper pronoun more than one time during a single 

opportunity, it was only counted as one. If a student made a mistake and immediately 

corrected themselves, it was counted as correct. On questions that were unable to be scored 

such as when the participant did not use a pronoun or name, the Researcher reminded the 

participant to use full sentences “Please remember to use complete sentences when 

responding.” and asked another question on the demographic form in order to provide 

another opportunity (Up to five additional opportunities were provided per hypothetical 

student). If a participant regularly failed to use a name or pronoun the study ended, and the 

participant was debriefed and dismissed from the study. Questions were made simple in 

order to avoid multiple and potential mixed pronoun usages by participants, as well as to 

facilitate ease of data collection. It should be noted that the questions were one- or two 

words (such as “Name?”) in order to avoid the potential for any confound that may have 

been associated with the Researcher modeling proper or improper pronoun use through the 

question. Additionally, to promote the use of full-sentences, the researcher modeled full 
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sentence usage in the Interview Script prior to beginning the interview. Additionally, as 

mentioned, participants were instructed to use a full sentence when answering questions. .  

Inter-observer agreement (IOA) 

Trial-by-trial was the method of IOA that was selected for the study. The formula 

was the number of agreements/agreements + disagreements (100). A secondary observer 

reviewed the video recordings and independently scored a random sample of 33% of the 

sessions. An agreement was considered to have occurred when the observers agreed that a 

single opportunity counted as proper or improper pronoun use. The IOA calculated was 

99.02% agreement. 

Independent Variables 

Subtle Cue 

To counter the argument that perhaps the subjects may have been using the 

proper pronoun simply due to increased awareness alone, a subtle cue condition 

was included. Specifically, prior to reviewing demographic information on a 

particular hypothetical student advisee, the researcher provided a cue that instructed 

participants to “attend to and be sensitive to various cultural and other background 

information as any Academic Advisor would be expected to.” The subtle cue was 

introduced in the script (Appendix E). 

This was intended to simulate a real-world task in which a typical 

Academic Advisor must in fact remember a lot of information about each of their 

students. However, they are frequently also prompted (often subtly) at the start of a 
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semester to be sensitive to student background information, and social and cultural 

differences.  

Self-Monitoring  

Self-monitoring was the independent variable that was assessed in the study.  All 

participants were instructed to self-monitor their use of pronouns, for all hypothetical 

students, regardless of identity as TGNC. The Researcher instructed participants to use 

Microsoft Word and following each interview, in the intervention condition the researcher 

instructed the participant to mark a tally on the word document if they believed they used 

proper name or pronoun 100% of the time during the interview (See Appendix F). If they 

believed they made any mistakes, they were instructed not to mark a tally. After the 

participant marked a tally, the response was saved, and the same form was used after each 

session so the participant could easily see their pronoun use progress. Instead of self-

monitoring after each question, this study had a similar model to the self-monitoring 

implementation by Olson and Austin (2001), in which bus drivers estimated their 

performance twice a day over a ten-hour shift, rather than after every instance of a 

behavior. Marking a tally after each hypothetical student interview was believed to be more 

realistic, as individuals in the natural environment may not always be monitoring every 

single response they give concerning whether they are using the right pronoun when 

talking about a person. Instead, individuals may reflect on what they said later and modify 

how they speak in future scenarios. Additionally, should the participant use a self-

monitoring method in the natural environment, it would be easier to do after multiple 

responses rather than after every single comment. Upon the participant indicating they had 

finished self-monitoring; the researcher began the next session.  
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Accuracy 

The accuracy of self-monitoring was also reviewed. All sessions during which the 

participant either marked a tally or did not mark a tally were video recorded. Correct 

implementation of the treatment was considered to have taken place each time a subject 

either correctly marked a tally or did not mark a tally based on their pronoun usage. For 

instance, if the Researcher’s data form for one session indicated that the subject failed to 

use the proper pronoun or preferred name 100% of the time and the subject was observed 

not marking a tally, then this was considered accurate. Alternatively, if the Researcher’s 

data indicated that the participant used the proper name or pronoun 100% of the time and 

the participant was observed marking a tally during that same session, then was also be 

considered accurate implementation of the intervention 

Treatment integrity 

Treatment integrity was gathered for half the sessions of the subtle cue condition. 

This was done to ensure the researcher was using the correct script for the subtle cue 

session. Treatment integrity was conducted by a secondary researcher reviewing the 

recording of the session. Phrases such as “be respectful” and “various cultural factors” 

were used in the script and were pinpointed as important to clearly state to the participant. 

A total of eight phrases were targeted. During the review, the secondary researcher 

indicated whether the phrase was vocally stated exactly as it was written. For example, the 

phrase “Concerning the background” was only scored as correct if stated exactly. Had the 

primary researcher said “Concerning backgrounds” it would have been scored as incorrect 

by the secondary observer. The treatment integrity check determined that all eight target 

phrases were stated exactly as written in the script, resulting in 100% treatment integrity. 
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Experimental design 

A multiple-probe design across participants was determined to be the best design 

choice for this study. Baseline data was collected on all participants for the first session. If 

proper pronoun use remained at 0%, the intervention was introduced for the first 

participant. Once participant one reached criterion, a probe data point was collected for the 

remaining participants and then the intervention was introduced for the next participant. 

Introduction of the intervention continued in this manner (with probe data being collected 

for all participants when the previous participant reached criterion) until all participants 

entered the intervention phase. Once in the intervention phase, data were collected for all 

participants. 

Procedures 

Selection and Informed Consent 

An incoming participant was informed that they were participating in a memory 

study and informed consent was obtained. The participant was then read a script and data 

collection began. If they scored 0%, data collection continued. All subjects who scored 

above 0% on initial baseline probes were debriefed (See Appendix G) and read a script 

explaining that they did not meet inclusion criteria and were given instructions concerning 

how to be connected with an alternative assignment (See Appendix H).  

Baseline 

Given that the study was completed over Zoom, the participant began at their own 

computer. The researcher read off an Introduction script describing the purpose of the 

study and provided instructions. The participant was told they would be taking on the role 

of an Academic Advisor and were to read an email and email attachment containing 
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information about a hypothetical student that they must attempt to memorized in one-

minute. As mentioned, the signature block within the email contained the hypothetical 

student’s pronouns and preferred name (if TGNC). 

Immediately after the introduction script was read, participants were given time to 

briefly review the body of the email. Recall that the body of the email also contained the 

signature line with the hypothetical student’s pronouns and preferred name. Once the 

participant stated that they were ready, the Researcher opened the attachment and from that 

point, participants were given one-minute to learn as much information on the 

demographic form as they could. Once the minute had elapsed, the researcher stopped 

sharing the screen. Immediately afterward, each participant engaged in a brief interview 

session during which they were questioned about their knowledge of the hypothetical 

student on the demographic characteristics. 

During this interview session, the researcher asked the participant at least 10 

questions about the hypothetical student. As mentioned, additional questions were asked if 

the 10 pronoun-usage requirement was not met. The researcher recorded the pronoun used 

for each question asked on the datasheet. After completing the questions, the researcher 

again shared their screen for the next hypothetical student, allowing the student time to 

read the body of the email. Once the participant stated that they were done, the Researcher 

opened the attachment and the participant again was given one-minute to review the 

information before being asked questions.  

Subtle Cue 

A subtle cue condition was also implemented to mimic what academic advisors 

may receive to encourage inclusivity towards students. After the new introduction script 
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was read to participants, the study was run similarly to baseline with participants given 

access to the email and one-minute to review the information about the hypothetical 

student. Participants were then asked questions until the 10-pronoun criteria was met. 

Introduction of Self-Monitoring 

Following the subtle cue condition, the self-monitoring intervention was 

implemented for the remainder of the study. The researcher began this phase by reading the 

Intervention Script. This phase was run similarly to baseline, with participants given one- 

minute to review the email and attachment of the hypothetical student. However, before 

beginning the trial, a brief training occurred in which the researcher instructed and modeled 

which behavior specifically they should be self-monitoring and when to tally themselves. 

The participant was also able to practice after the modeling session. 

During each session in the intervention phase, participants was again asked the 

questions by the researcher (to meet the 10 pronoun-use criteria). Upon answering all 10 

questions, the participant was instructed to mark a tally or not mark a tally based on the 

aforementioned criteria. The researcher collected data on whether the participant tallied or 

not. 

Maintenance 

A maintenance probe was completed eight weeks after the last intervention 

session. Participants were instructed to recall information about the student. Again, 

participants were to self-monitor and tally whether they used the proper pronoun 100% of 

the time. One data point of maintenance was collected for each participant.  
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Social Validity 

Upon completion of the study, the participant was de-briefed on the nature of the 

study of increasing trans-inclusive behaviors, specifically related to pronoun usage. 

Additionally, similar to Gravina et al. (2013), an exit form was completed, asking whether 

the tool was helpful, easy to use, whether they would use the tool in the future, and if they 

preferred this method over receiving feedback directly from someone else (See Appendix 

J). As mentioned, a demographic form was also administered to note anecdotal 

observations, such as if gender of the individual influenced their sensitivity to the 

behavioral target, and what their familiarity with TGNC topics or individuals. 

Participants were asked complete a demographic form after completing the study 

(See Appendix I). The demographic form was used for anecdotal observations, such as if 

sensitivity to pronouns differs across males and females, or between age of participants. 

 

.  
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Results 

Results 

In baseline, there was no subtle cue to the study’s nature aside from the preferred 

name and pronoun in the signature block of the email. Participant one proceeded to error 

on all three trials, with 0% proper pronoun or name usage. Instead, the participant used the 

pronoun which most closely aligned with the gendered legal name. For example, 

participant one referred to Ash, whose pronouns were he/him but whose legal name was 

Ashley, with she/her pronouns. This error was consistent across whether the pronoun 

indicated was she/her, he/him, or they/them. Participant two’s data mirrored participant 

one’s data in that 0% proper pronouns were used. Like participant one, participant two 

emitted pronouns that tend to align with the gendered legal name of the hypothetical 

student rather than those specified in the signature block. 

 In the subtle cue condition, both participants showed no change in responding from 

the baseline condition; 0% proper pronouns or name were used. The final condition was 

the self-monitoring condition. Participant one used proper pronouns 100% of the time in 

intervention. Interestingly, participant one was not 100% accurate in this condition, 

marking themselves as not using the proper pronoun 100% of the time with one of the 

TGNC hypothetical students. Regardless, participant one still used the proper pronoun 

100% of the time across all sessions. A similar pattern was observed in participant two 

concerning correct pronoun usage (i.e., it was at 100% across all sessions). However, 

participant two was 100% accurate with the tally marking. 
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 Maintenance probes were conducted eight weeks after the last intervention session. 

For both participants, they used the proper pronouns100% of the time. Both participants 

were accurate in their tallies for the maintenance probe. 

Social Validity 

Participant one reported the tool as helpful and easy to use and would use the 

strategy all or most of the time in the future. Participant two, while agreeing the tool was 

easy to use, reported it was somewhat helpful and may sometimes use in the future. 

Participants also differed on how often they would have liked to record. Participant one 

stated that recording after each student was sufficient, while participant two would have 

preferred to have recorded more frequently. Both participants reported no preference of the 

tool over feedback.  

Demographic Information 

Both participants identified as women and were in their early twenties. Both 

participants also reported having friends or past experiences with individuals who were 

TGNC. With this, participant one and two reported being ‘somewhat familiar’ with TGNC 

topics. 
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Discussion 
 

Discussion 

The present study assessed the effects of a self-monitoring intervention on the 

percentage of proper pronoun usage in college students acting in a simulated advising role. 

The results from the current study provide additional evidence for the effectiveness of self-

monitoring. Previous research has validated the use of self-monitoring for various target 

behaviors, including cleaning (Rose & Ludwig, 2009; Sowers et al., 1985), productivity 

(Burg et al., 1979; Burgio et al, 1983; Kissel et al., 1993), and safety (Gravina et al. 2008, 

2013). The data from the current study show, upon the implementation of self-monitoring, 

responding increased to 100% correct pronoun usage, mirroring previous research on the 

use of self-monitoring to increase target behaviors. Alongside the intervention phase, self-

monitoring was effective after an eight-week delay for the maintenance probes, with 

performance remaining at 100% proper name or pronoun usage, and correct 

implementation of the tool.  

 Accuracy was also evaluated in the current study. Self-monitoring has been found 

to be effective while inaccurate (Gravina et al., 2008; Rose & Ludwig, 2009,). However, 

previous research indicates that it is most effective when behavior reports are accurate to 

the performance (McCann & Sulzer-Azaroff, 1996; Gravina et al., 2013). Participant one 

was not 100% accurate, missing one opportunity to tally, despite using the proper 

pronouns. Participant two was 100% accurate and, like participant one, when using a 

pronoun, used the one instructed. Thus, accuracy in the current study had no impact on 
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performance, though more complex behaviors may still benefit from accurate self-

monitoring.  

There is a deficit in current literature regarding inclusive practices in ABA, despite 

there being a demand for evidence-based inclusivity research for practitioners. The 

Behavior Analyst Certification Board (BACB) has released the Ethics Code for Behavior 

Analysts to be implemented in 2022 (BACB, 2020). Within this code, there are several 

areas that outline the need for research on topics of biases and inclusivity. Code items 1.07 

Cultural Responsiveness and Diversity, and 1.10 Awareness of Personal Biases and 

Challenges makes a specific call to practitioners to recognize and address biases in both 

themselves and their supervisees (BACB, 2020). Furthermore, code element 4.07 

Incorporating and Addressing Diversity states supervisors must include diversity in 

trainings (BACB, 2020). Despite the apparent need for diversity and trainings to promote 

inclusivity, there is limited research on creation and use of trainings to effectively promote 

inclusive behavior-change. The current study offers a potential intervention for supervisors 

to use when working with supervisees and ensuring people are using the names and 

pronouns of their colleagues. 

Individuals who identify as transgender make-up approximately 0.6% of the 

population (Flores et al., 2016). However, this definition of transgender may not 

encompass all identities which differ from the gender assigned at birth, as some individuals 

may not identify as transgender, but rather gender non-conforming or non-binary. Thus, 

this number may be underestimated. This number may be further reduced by individuals 

who do not publicly identify as TGNC. Surveys show 77% of individuals who identify as 

transgender are not publicly open about their identity in the workplace, out of fear of 

violence (physical or otherwise) and potential repercussions, such as being fired (James et 
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al., 2016). Additional ramifications for those who are LGBT not being out about one’s 

identity in the workplace is psychological distress (Pachankis, 2007) and lower likelihood 

of reporting discrimination (Fric, 2019). Therefore, it is apparent that research on TGNC-

inclusivity is needed to begin promoting workplace inclusivity for positive outcomes. 

As mentioned, assumption of pronoun is connected to learning history. Traits, 

activities, and names are all gendered within society which imbeds a complex association 

between a name and certain pronouns. The current study attempted to mimic this by giving 

the hypothetical student a gendered legal first name (e.g., Eugene, Clementine). The 

gendered name likely prompted pronoun errors when referring to the student, as 

participants relied on their learning history to use a specific pronoun, much like in a 

workplace setting when an individual might use she/her pronouns when referring to 

someone with a historically feminine name. Individuals who are TGNC may change their 

name to feel more comfortable. However, it should also be noted not all individuals who 

are TGNC change their name, and that future research should address monitoring pronoun 

usage towards those individuals with a typically gendered name who use pronouns which 

may not align with this gendered name. For example, an individual named Stacy, which is 

gendered as belonging to someone who identifies as a woman, may use he/him pronouns to 

refer to himself but does not want to change his name from Stacy. 

 The social significance of the study lies within its effect of the outcomes and 

wellness of individuals who identify as TGNC. Individuals who are TGNC experience high 

levels of discrimination and have negative health outcomes correlated with experiences of 

discrimination (Beauregard et al., 2018; Puckett et al., 2020). Proper pronoun and name 

usage are examples of inclusive behaviors which are correlated with improved outcomes, 

such as lowered likelihood of suicidality and depression (Russell, 2018). The significance 
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of the current study indicates self-monitoring as a successful tool to help increase inclusive 

behaviors. With the implementation of self-monitoring as a tool for effective behavior-

change for inclusive practices, individuals who are TGNC may have improved health 

outcomes and experiences within and beyond the workplace. 

Alongside the change at the individual level, there may be resulting change within 

the organizational culture. Organizational culture is formed through the actions and 

practices of those within the organization which can also impact other individuals within 

the organization (Olson, 2002). This description of culture and its effects is discussed by 

Skinner (1957) on the creation and influence of verbal communities. With individuals 

using self-monitoring to practice inclusive behaviors such as pronoun sensitivity, there 

may be a generalization to other individuals within the organization or community. Those 

who use proper pronouns may act as a model and provide positive reinforcement to others 

for engaging in TGNC-supportive behaviors. There may also be punishment by the 

community for engaging in discriminatory actions against individuals who are TGNC. 

With the development of these supportive communities, individuals who are TGNC may 

be more likely to feel comfortable and safe being open about their identity in the workplace 

and can experience positive outcomes from inclusivity. This is supported by a meta-

analysis completed by Badgett et al. (2013), which found correlations between openness to 

identity and commitment to the organization.  

Interestingly, several potential participants mastered out of the study within the 

baseline condition. In these scenarios, participants attended to the pronouns and name in 

the email and, when talking about the hypothetical student, used those proper pronouns to 

discuss the hypothetical student. The mastery out of baseline provides further evidence to 

the social and external validity of attending to and using names and pronouns in emails. 
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While the current study only targeted university students, individuals 18 to 24 may be more 

likely to identify as TGNC, and therefore, university students may also be more likely to be 

associated or know someone who is TGNC (Flores et al., 2016). Further research also 

correlates the longer an individual has attended university, the more positive outlook they 

have on LGBT individuals (Copp & Koehler, 2017). The mastery out of baseline for 

university participants may reflect a growing change in the larger cultural awareness and 

acceptance towards TGNC-related topics. As such, it is important to understand why that 

may be the case and how to best promote further change and generalization to others.  

 Alongside the validation of self-monitoring as a tool to promote inclusive 

behaviors, the current study reflects how current methods to promote inclusivity in 

organizations may not be as effective in producing necessary change. The subtle cue 

condition was intended to emulate the instructions an advisor or other professional may 

experience to promote inclusivity. Specifically, advisors may be generally instructed to 

respects individual and cultural differences of students or faculty, with no specific 

behaviors instructed for faculty instructed to monitor Previous research has found LGBT 

policies have been associated with improved outcomes at the individual and organizational 

level, including greater job satisfaction and productivity (Badgett et al., 2013). The lack of 

attendance and use of pronouns in the subtle cue phase, however, shows the ineffectiveness 

of such an intervention. While the goals of these interventions may be to encompass a wide 

range of inclusive behaviors for individuals to engage in, they ultimately may not address 

the concerns of inclusivity and discrimination in the workplace. 

The implications of the lack of correct pronoun usage in the current study in the 

subtle cue condition reflect the need for specific targets in ethics and non-discriminatory 

clauses in the workplace and beyond. For effective behavior-change, workplace and ethical 
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codes should instruct how individuals can address their biases and engage in inclusive 

practices by targeting specific behaviors and using evidence-based practices. Self-

monitoring, with its efficacy, would be an evidence-based intervention to promote 

inclusive behaviors, such as using inclusive terms (e.g., “Hello everyone” instead of “Hey 

guys”) and including diverse populations in examples and representations (such as 

representing a doctor as a woman of color instead of a white male). Suggestions for 

specific target behaviors and interventions would help create an inclusive environment for 

marginalized individuals, improving their experiences in the workplace, but also 

increasingly the likelihood of collaboration and productivity in the workplace (Gregory et 

al., 2009; Nelissen et al., 2017). 

More general implications of the current study include the use of self-monitoring 

in a natural context. Participants were instructed that they were acting as the role of an 

Academic Advisor, informed they must memorize information and recall information 

about students. This scenario mimics the natural environmental context in which an advisor 

may need to attend to pronouns and names in emails to actively engage in inclusive 

behaviors. In this context, self-monitoring and self-recording are effective methods to 

using the names and pronouns of students, even if the data collected is inaccurate. This 

type of intervention may be especially applicable to academic advisors due to the higher 

prevalence of university students as TGNC (Flores et al, 2016). 

Beyond an academic advisor, professors or managers in a workplace may receive 

emails from students or employees which have their name and pronouns in the signature 

block of emails. To properly engage in trans-inclusive practices, it is necessary that staff 

attend to these indicators within emails so that they may change their verbal behavior to 

align with an individual’s name and pronouns. Self-monitoring may be the ideal 
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intervention for these positions as previous research finds, beyond its effectiveness, self-

monitoring is well received by its users (Burgio et al., 1983; Godat & Brigham, 1999; 

Kissel et al.,1993). These results are reflected in the present study, with participants 

reporting that the tool was easy to use and that they were likely to use the tool at least some 

of the time in future email correspondences. The ease and reported use of the tool beyond 

the scope of the study provides evidence to the social validity of self-monitoring to address 

proper pronoun use, as the easier and well received a tool may be, the more likely someone 

will use it in the future. 

While the setting mimicked a situation that an academic advisor may encounter, 

there are some limitations with the design. The current design does not consider scenarios 

in which pronouns are not within an email and are instead stated vocally. It may be 

necessary in some conditions that individuals ask the name and pronouns, or to recall what 

name and pronoun the individual vocally indicated someone should use. While these 

scenarios may differ from the present study, self-monitoring may still be an effective 

intervention in promoting proper pronoun use, as evidenced by previous research and the 

present study. 

The number and population of participants were further limitations for the study. 

Only two participants were used for the current study. Additional overlap in the data points 

would provide more supportive evidence to the effectiveness of self-monitoring. However, 

experimental control was demonstrated with the use of the two participants in the overlap 

of the data and conditions. The population selected from consisted of university graduate 

students (both of which identified as women), which may impact the generalizability of the 

results. University students may be more likely to encounter TGNC related topics, either 

identifying as TGNC, meeting other individuals who are TGNC, or taking coursework 
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which addresses TGNC-related topics, such as taking women or gender studies courses. In 

the current study, both participants reported knowing individuals who were TGNC and 

being ‘somewhat familiar’ with TGNC topics. Furthermore, research indicates that 

individuals who were non-cisgender males, such as women, were more likely to have 

positive attitudes towards LGBT (Copp & Koehler, 2017), which may further impact the 

generalizability of these results. Ultimately, university students may be more open and 

engaged with TGNC-topics than the general population. 

There was also a limitation with reactivity. While a maintenance probe showed the 

participants would still use the tool when in the study, no data were collected on if the 

participants would continue to monitor and use the correct pronouns when they were not 

under observation by a researcher. Such data would further establish validity of the results 

and the effectiveness of the intervention in increasing attendance to pronouns. 

Further research may address other populations with limited experience in TGNC-

related topics, such as older adults or individuals who have not attended a university. 

However, caution with this expansion of research is necessary in that some individuals 

may act negatively towards TGNC related topics (transphobia) which could be outside of 

the scope of this research study. Further research is necessary on increasing willingness to 

engage in TGNC-related topics, as well as other topic such as racism, homophobia, and/or 

classism. Such interventions could include educating individuals on certain topics and 

providing reinforcement (e.g., social praise) for engaging in inclusive behaviors. 

Research should extend self-monitoring to other inclusive behaviors. Leland and 

Stockwell (2019) offer a tool for evaluation of TGNC-affirming practices and thus, offer 

other potential targets for self-monitoring (or other interventions). Furthermore, pronouns 

of the hypothetical students were she/her, he/him, or they/them, although there are other 



 

 

40 
 

forms of pronouns such as ze/hir or ze/zir. Future research could expand upon the training 

and monitoring to the use of these other types of pronouns. Appearance of the individual 

could be another independent variable for study, such as aiming to use the correct pronouns 

even if the gender expression or presentation of the person does not align with the gender 

typically associated with a given pronoun. For example, it may be interesting to assess the 

effects of using an image of someone who presents femininely but uses he/him pronouns, 

which is typically associated with masculine presentation. 

 The scenario in which self-monitoring could be applied could be expanded in 

research. In some social settings, nametags have locations to indicate pronouns, or people 

write them on the nametags below their names. A similar self-monitoring method could be 

used to attend to written pronouns in-person, with participants tallying or using a clicker 

when they use the proper pronoun 100% of the time. Furthermore, as mentioned, the 

current study did not assess the vocalization of name and pronouns, but rather a permanent 

product (i.e., the email signature block). Further research may apply self-monitoring to 

recalling and using the name and pronouns of individuals who identify as TGNC. This may 

occur in settings such as in-person meetings where no nametags are present. 

 Participants in the current study were given information on a hypothetical student 

and thus, did not know or have rapport with them. As mentioned, rapport may have some 

effect on willingness to engage in effortful behaviors (Curry et al., 2019). Adjusting to 

using a new name and pronouns is an effortful behavior, yet yields respect, affirmation, 

and social support for the individual who is TGNC. Interacting with individuals who may 

have known them previously using another name or pronoun is an experience that occurs 

with all individuals who are TGNC. As such, it is necessary to address these topics to 
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improve the experience of those who are TGNC, as well as help those who want to be 

more inclusive with respect towards TGNC-topics. 

 Future research should also consider alternative methods for promoting inclusive 

practices. Feedback, for example, is another evidence-based intervention that has 

successfully increased target behaviors (Johnson, 2013; So et al., 2013; Tittelbach et al., 

2008). Feedback may be used to target correction of names, pronouns, or other inclusive 

behaviors. Engaging in conversations related to the topics of social justice, discrimination, 

and diversity can be uncomfortable, but these conversations are necessary for improvement 

of the conditions for marginalized individuals. As such, feedback, is an important 

component in modifying individuals’ conversations and perspectives on social justice 

topics. 

Expansion of self-monitoring to inclusive topics beyond and intersecting with 

TGNC must be considered, such as race and class. Matsuda et al. (2020) performed a 

review of behavior analytic articles regrading topics of racism found very few articles 

which addressed the topic, and further discusses how implicit biases can impact public 

behavior and how acceptance and commitment training may be used to address such 

biases. While not public behavior, implicit biases are equally as important to study and 

their influence can impact the experiences of others. For example, if someone has an 

implicit bias against women in academic, a recruiter may not give a woman applicant as 

much consideration or be more likely to pick a man for the position. Matsuda et al. (2020) 

mentions one form of implicit biases tests, the Implicit Relational Assessment Procedure 

(IRAP) as one method to measure covert biases against individuals of color. As such, 
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future research should evaluate covert biases across a variety of marginalized identities and 

determine strategies to best address these biases. 
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Conclusion 
 

Conclusion 

There is an increasing awareness and need for LGBTQ+ inclusive practices in the 

workplace and beyond. While there is a growing acceptance of the LGBTQ+ community, 

individuals who are transgender are not as accepted as other individuals who identify as 

LGB (Copp & Koehler, 2017). Thus, those individuals who are TGNC may be more likely 

to face discrimination, either in the form of overt behavior or microaggressions, in the 

workplace.  

To best address and improve the experiences of TGNC in the workplace and 

beyond, it is necessary to research these topics and determine evidence-based strategies to 

increase inclusive practices. Self-monitoring is a repeatedly validated tool to change 

targeted behaviors. In the present study, self-monitoring was successful in changing proper 

pronoun use from 0% to 100%.  

Previous research has found LGBTQ+ policies has been correlated with improved 

experiences in the workplace (Badgett et al., 2013). However, whether this is due to a 

decrease in discriminatory behavior or an increase in inclusive behavior is not specified. 

Individuals may no longer be making overtly offensive comments, but that does not 

necessarily mean they have adopted inclusive practices, such as proper pronoun use or 

integration with the group. Regardless, current strategies to promote inclusivity may not be 

as effective as possible as demonstrated by the subtle cue condition showing no change in 

use of pronouns. It was only upon implementation of a specified target behavior to self-

monitor that responding increased to 100% proper pronoun usage. Thus, organizations 
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should begin to give specific targets to monitor, such as attending to pronouns, to best 

promote inclusive practices.   

Beyond attending to the pronouns, to further promote inclusivity, it is also 

necessary to normalize introducing oneself with pronouns or using pronouns in email 

signature blocks. When individuals who are TGNC are the only individuals indicating 

pronouns, it creates a divide between the individuals who are cisgender and individuals 

who are TGNC. This separation may result in discomfort or fear of one’s identity being 

public and add to further feelings of isolation in the group. Openness about identity can 

allow for further experiences of validation and affirmation. Additionally, pronouns are 

used by all individuals and should always be respected, regardless of gender identity. Thus, 

it is important for individuals who are cisgender to also indicate their pronouns to 

normalize introducing one’s self with pronouns.  

It should also be noted the present study used preferred name to replicate a name 

change an individual who is TGNC may have. However, preference implies use of the 

legal name or another name would be appropriate when that is not the case. When an 

individual who is TGNC (or otherwise) introduces themselves with a name, it is necessary 

that the other party proceeds to use that name, regardless of whether the other party has 

known them previously using another name. Using the indicated name has been correlated 

with a decrease in depression and suicidality (Russell et al., 2018). Thus, it is paramount 

that individuals respect and use the name provided to them. 

Despite the intervention-focused model of research, there is limited research on 

inclusive practices in behavior analysis. Additionally, there is a gap in the behavior 

analytic literature surrounding LGBTQ+ topics, especially those who are TGNC. It is 

ultimately necessary with the increasing awareness and societal call for inclusivity, that 
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behavior analysis offer its intervention strategies to best address these topics. Regardless of 

whether the topics addressed concern gender, race, sexual orientation, socioeconomic 

status, disability, or a combination of these, behavior analysis can and must begin avenues 

of research in these areas. 
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Figure 1 

Multiple Probe Design Across Participants for Percentage of Correct Pronouns 

Used  

 

Note. This figure displays the percentage of correct pronouns used across two 

participants in baseline and intervention conditions.   
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Appendices 
 

Appendix A: Email Example 

 

Note: This is what the participant will see on their screen. On the left, is the 

completed form from which to memorize information. On the right, is the email 

with the preferred name and pronouns in the signature block of the email. The body 

of the email indicates to a participant where to focus their attention for 

memorization.  
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Appendix B: List of Names 

“Female/Male” names Gender neutral nickname 

Alexandra/Alexander Alex 

Andrea/Andrew Andy 

Ashford/Ashley Ash 

Jordan Jordan 

Charlotte/ Charles Charlie 

Christina/Christian Kris 

Clementine/Clement Clem 

Danielle/Daniel Danny 

Denise/Denis Denny 

Francesca/Francis Frankie 

Eugenia/Eugene Gene 

Blakely/Blake Blake 

James Jaime 

Jessica/Jesse Jess 

Judy/Judas Jude 

Kristopher/Kristine Kris 

Matilda/Matthew Matty 

Maxine/Maxwell Max 

Melanie/Melvin Mel 

Veronica/Nicholas Nicky 
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Ariana/Artemis Ari 

Regina/Reginald Reggie 

Samantha/Samuel Sam 

Victoria/Victor Vick 

Andrea/Andrew Drew 

Leland/Leia Leigh 
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Appendix C: Pseudo Student Attachment/Demographic Form 
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Appendix D: Data Sheet 

Name of hypothetical Student:  

Preferred pronouns:  

Preferred name: 

Appendix D 

Data Sheet for Researcher   

Question She/Her/ 

Hers 

He/Him/ 

His 

They/Them/ 

Theirs 

Preferred 

Name 

NA 

1) First name?      

2) Last name?      

3) Middle initial?      

4) Country of 

origin? 

     

5) State of origin?      

6) Major?      

7) Second major?      

8) Minor?      

9)  Capstone or 

thesis? 

     

10) Degree program      
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11) Starting 

semester? 

     

12)  Name of 

scholarship? 

     

13) Year loan 

applied? 

     

14) Pre-paid plan 

name 

     

15) GPA?      

Total Percentage of 

Proper pronoun or 

preferred name use:  
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Appendix E: Scripts 

Introduction scripts 

Baseline script 

“You will be participating in a study that is designed to assess memory. For 

this study, you will be taking on the role of an academic advisor. Academic 

advisors typically are assigned many different students and must have the ability to 

recall substantial amounts of information about their students. For this study, you 

will be receiving an email from a hypothetical student that has been assigned to 

you. The attachment in the email contains demographic information. You will pull 

up the demographic information on the student and attempt to memorize as much 

as you can in one-minute and then will be questioned about the items later. Items 

that are particularly relevant have been mentioned in the body of the email, please 

ensure you attend to these items along with any other items you are able to. Do you 

have any questions? Please read the body of the email that will direct you to 

important information and let me know when you are ready for me to open the 

attachment. Once I open the attachment, I will then begin the timer and you will 

have one-minute to learn the information. Let me know when you want to open the 

attachment.” 

Subtle cue script 

“You will be participating in a study that is designed to assess memory. For 

this study, you will be taking on the role of an academic advisor. Academic 
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advisors typically are assigned many different students and must have the ability to 

recall substantial amounts of information about their students. For this study, you 

will be receiving an email from a hypothetical student that has been assigned to 

you. The attachment in the email contains demographic information. You will pull 

up the demographic information on the student and attempt to memorize as much 

as you can in one-minute and then will be questioned about the items later. Items 

that are particularly relevant have been mentioned in the body of the email, please 

ensure you attend to these items along with any other items you are able to. Along 

with having to learn substantial amounts of information about each student, 

academic advisors must also remember to be respectful concerning the 

background of their students. They must be sensitive to various cultural 

factors and other background information. Please attend to this as any other 

advisor should to ensure the experience is in alignment with what would be 

experienced in an applied setting. Do you have any questions? Please read the 

body of the email that will direct you to important information and let me know 

when you are ready for me to open the attachment. Once I open the attachment, I 

will then begin the timer and you will have one-minute to learn the information. Let 

me know when you want to open the attachment.”  

Interview script 

 “I will now ask you questions on the content you have reviewed. As you are acting 

as a role of a supervisor, please speak professionally during this meeting as any 

academic advisor would be expected to. We will move quickly so I will use short 
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statements but please use complete sentences when answering. For example, I will 

say “Major?” and you will say “Her major is Biology”, or I will say “Middle 

initial” and you will say “His middle initial is Q”.  

Intervention script 

“You will now be instructed to self-monitor your behavior as it relates to 

preferred pronoun usage. Pronouns are often found in the signature blocks of 

emails, usually after the name of the individual. Please pay attention to information 

such as preferred pronoun and preferred name while reviewing the student’s 

information. You will be using the electronic white board feature available through 

Zoom to tally your proper pronoun use. Give yourself a tally on this whiteboard if 

you used the hypothetical student’s preferred pronoun or preferred name when 

responding to every question during the interview. In other words, you used the 

proper pronoun or preferred name 100% of the time for every opportunity you were 

given. If you missed a time, then do not give yourself a tally.” 

 

Researcher models how to use white board and allows participant to practice and 

gives feedback.   

 

“Do you have any questions? Upon completion of this study, this document will be 

reviewed by the researcher.  
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Additionally, please do not share information about this study with any of your 

classmates at this time as this could impact the results of the study.”  
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Appendix F: Example of Word Document with Tallies 
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Appendix G: Debreifing Form 

The purpose of this study was to evaluate the attendance and use of pronouns to 

increase inclusivity. Pronoun indicators are a growing method to promote 

inclusivity in organizations and Universities. The current study aimed to see if 

people attend to and use these indicators, as well as offer a method to assist in using 

the proper pronouns. Automatic use of pronouns based on name is a result on 

learning history and is a difficult habit to break. Doing so requires training and 

working on self-monitoring one’s own behavior.  As mentioned, the information 

you provided will be confidential. If you are interested, we have provided you with 

a list of websites and organizations for further information on Transgender and 

Gender Non-conforming topics. 

List of organizations and websites 

National Center for Transgender Equality: https://transequality.org/ 

The Trevor Project: https://www.thetrevorproject.org/resources/trevor-support-center/a-

guide-to-being-an-ally-to-transgender-and-nonbinary-youth/ 

 

Also, please do not discuss the purpose of the study with anyone. The study is 

still being run and learning of its purpose could affect the results. This is very 

important.  

 

 

https://transequality.org/
https://www.thetrevorproject.org/resources/trevor-support-center/a-guide-to-being-an-ally-to-transgender-and-nonbinary-youth/
https://www.thetrevorproject.org/resources/trevor-support-center/a-guide-to-being-an-ally-to-transgender-and-nonbinary-youth/
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Appendix H: Script for Not Meeting Criteria 

“Thank you for your interest in the study. Unfortunately, you do not meet inclusion 

criteria for this particular study. However, you still will be provided with an 

alternative opportunity for extra credit if you are interested. Please email your 

instructor and let her know that you did not meet inclusion criteria for this study, 

but would like to be provided with an alternative opportunity for extra credit and 

she will set you up with that.” 
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Appendix I: Participant Demographic Form 

Gender identity (i.e., non-binary, woman of trans experience, man, bigender, etc.): 

__________________________________________________ 

Age:_____________ 

Race: __________________________________________ 

English first language?   Yes   No    

 If no, please state : ________________________________ 

 

Friends or past experiences with individuals who are Transgender or gender non-

conforming? 

Yes   No Prefer not to say Unknown 

 

How would you describe your familiarity on TGNC topics? 

Very familiar  Somewhat familiar  Not very familiar 
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Appendix J: Social Validity Questionnaire 

How helpful did you find this tool? 

Very helpful Somewhat helpful Not helpful 

Was this tool easy to use? 

Yes    No 

How likely are you to use this strategy again? 

All or most of the time  Some of the time Few or none of the time 

Do you prefer this tool over feedback (i.e., someone correcting you on their 

pronouns) 

Yes   No  No preference 

 

Do you believe it was easier to record after the session had concluded or would 

you have rather recorded more frequently?  

 


