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INTRODUCTION

variety of techniques including psychological assessment, work samples,
medical, vocational, and educational information, as well as other methods
and resources to not only assess the existent functional levels of
individuals with disabilities, but also, in many cases, to make predictions
about future functional capacity. These predictions are used for a variety
of purposes.

On a macro level, Shalock and Karen (1979), for example, indicated that much
of the data derived from vocational evaluation services is often used to make
decisions about a severely disabled individual's feasibility for vocational
rehabilitation services within the State-Federal vocational rehabilitation
system. Implicit in this process is the assumption that this data can be
used to make reasonably accurate predictions about the likelihood that a
program of vocational rehabilitation services will lead to employment or
other acceptable outcomes identified by the State-Federal system. This
assessment of "rehabilitation potential® is often difficult with severely
disabled individuals, particularly if they have had little or no previous

|
|
|
Vocational evaluation is a comprehensive assessment process which uses a

work experience or rehabilitation training. To overcome this difficulty, at
least in part, specialized services such as vocational evaluation have been
developed and utilized extensively during the last decade.

On a micro level, data derived from vocational evaluation techniques such as
work sample testing and job-site-evaluation in particular, is often used to
make specific predictions about employment potential for a given job or job
area, as well as the likelihood the client will benefit from related train-
ing. A client's performance on one or two administrations of a work sample
may be used to either screen a client out of further consideration for that
Job cluster, or recommend that the client receive technical training for the
Job, or be placed in the job area immediately.

The performance measures themselves are most often represented by what
Blakewmore and Coker (1982) described as "static measures." Examples of these
types of static measures include mean time to complete a task such as a work
sample, total time, number of pieces produced and so on.

The essential characteristic of these static measures is that they do not
effectively take into account changes in an examinee's performance during
the actual assessment process. Performance scores on individual trials are
typically lumped together resulting in a mean score which is then compared to
a norm group or production standard. Rarely is any systematic effort made
by the evaluator to contrast changes in performance that occur during the
actual testing itself. As a result, a client may show dramatic gains in
performance during the latter stages of testing on a given task, but because
the scores are then combined with initial scores which may be significantly
lover, the end result is a depressed mean score which may not accurately
reflect the client's performance capability. In other words, no systematic

1




effort is made to take into account variation in performance during the fixed
testing period.

The inherent assumption with this approach is that performance is highly
stable. A client's performance after a small number, or in many cases only
one administration of a task, is considered to be a reliable benchmark for
not only establishing his current capabilities, but also his future perfor-
mance potential. This assumption has been widely-accepted, at least
impiicitly, within the practice of vocational evaluation despite the fact
that research in psychology, education, and industry has shown quite clearly
that on most tasks, and indeed psychomotor tasks in particular, performance
improves significantly with practice (Bilodeau & Bilodeau, 1961; Blakemore &
Coker, 19823 Chyatte, 1976; Crossman, 1959; Dunn, 1976; Fitts & Posner, 1967;
Newell & Rosenbloom, 1981).

While current definitions of vocational evaluation do not explicitly indicate
the predictive component of this service (VEWAA, 1977), there should be
little doubt, as previous authors have ¢ .ggested, that prediction is an
important component of vocational evaluation with many clients. Indeed, as
early as the 1960's, leading vocational evaluation authorities were suggest-
ing that prediction is an important focus of vocational evaluation.

Nadolsky (1969) defined vocational evaluation as "a process which attempts to
assess and predict work behavior primarily through a variety of subject-
object assessment techniques and procedures," (p.23). Gellman (1967) noted
that vocational evaluation is primarily concerned with assessing an
individual's present level of functioning and making predictions about future
levels of functioning. More recently, Dunn (1976b) indicated:

...the predictive use of vocational evaluation underlies much of

current practice (although) there seems to be considerable con-

fusion among evaluators and others as to what prediction is all

about and how it is done.

(p. 41)

If one accepts the premise that prediction will continue to play an important
role in vocational evaluation, then it is important to carefully examine this
practice. Are the static measures typically used in current practice
adequate to ensure reliable and accurate predictions about client capabili-
ties? The research literature is relatively sparse in this regard. However,
it would appear that based on what evidence is available, the current
emphasis on using static measures as a basis for prediction is uncerfain, at
best. Blakemore and Coker (1982), for example, in conducting research which
focused on comparing the accuracy of work sample measures versus learning
curves to predict future performance found:

...the traditional static work sample measures provided consistent-
ly worse estimates of the final performance level than did any
other techniques used in this study. This finding clearly supports
the need to use learning curves or other indices reflecting




learning for prediction purposes rather than the traditional static
measures such as mean or total score.
(pp. 35-36)

Others (Feuerstein, 1979; Schalock & Karen, 1379) have suggested that with
regard to Lhe assessment of individuals with mental retardation, the focus
should shift from the current traditional psychometric approach, one which
does not take into account dynamic changes in performance during the assess-
ment process, to an "edumetric" approach. The edumetric approach to assess-
ment would focus on measuring dynamic changes in performance as a result
of learning which occurs during the assessment process itself. These changes
in performance would then be taken into account whenever predictions are made
about future functional capabilities.

This approach is in direct contrast to the current psychometric orientation
of vocational evaluation services. This orientation often relies on using
one or two administrations of a task as a basis for making predictions about
future performance. And even within these administrations, little effort is
made to take into account learning and improvements in performance which may
occur as a result of increased experience with the task. Instead, the
client's total performance is combined and a mean score is developed and then
compared to that of a norm group or in some cases an industrial standard -
once again based on two important assumptions: performance is stable and
therefore initial performance is a reliable indicator of future practiced
performance levels; and secondly, the performance of an inexperienced
worker or examinee can be reliably compared to that of experienced performers
to determine both short and long-range suitability for employment. Yet, as
Dunn (1976a) indicated, comparing the performance of inexperienced, un-
practiced examinees to that of experienced workers can lead to erroneously
screening the first group out of future employment despite the fact that
continued practice can lead to significant advances in performance levels to
the extent that the examinees may eventually achieve competitive performance
levels if allowed an adequate period for practice and learning.

Feuerstein (1979) also suggested that reliance on traditional static measures
of performance, particularly with regard to mentally retarded individuals
"... can only result in a tautological process in which a manifest level of
functioning, already known to be low, is once again demonstrated by poor
results obtained by the examinee" (p. 89).

Clearly, it is vitally important that vocational evaluation practices attempt
to take into account changes in client performance which are a direct result
of learning and experience with a task. This is particularly true with
regard to assessment of individuals with severe disabilities who have
relatively little work experience and often find themselves engaged in work
sample, situational assessment, and other psychomotor tasks as part of
the vocational evaluation process. Where dynamic changes in performance are
evident, it is essential that these changes be considered when making
predictions about an individual's performance capability.

Recognizing the important role prediction is likely to continue to play in
vocational evaluation, both in terms of serving as a basis for making
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decisions about specific occupational outcomes, and training potential, as
well as feasibility for vocational rehabilitation services through the
State-Federal system, it is obvious that every effort must be made to ensure
that the tools and techniques used as a basis for making such predictions be
as reliable and accurate as possible. One approach that has been shown to be
a relatively accurate predictor of performance potential is the learning
curve. Learning curves have been used in industry, education, psychology,
and other fields for several decades, as a basis for making predictions about
human performance potential on a variety of tasks. They also appear to hold
much potential for use within rehabilitation services.

The primary purpose of this monograph is to describe how learning curves can
be applied to vocaticnal evaluation procedures to enhance the reliability and
accuracy of performance prediction. Particular emphasis is placed on de-
scribing two techniques known as the "best 20% method" and the "Performance
Analyzer and Enhancer." The latter is a computer software program designed
for use with inexpensive microcomputers in both vocational evaluation and
work adjustment services. Together, they represent an effective and
practical approach to learning curve applications in typical vocational
evaluation settings. Both approaches were developed through research
conducted at the Research and Training Center at the University of
Wisconsin-Stout. This monograph is designed to enhance the utilization of
this research in applied rehabilitation service delivery settings.

Finally, it should be noted that while learning curves have much to offer the
practice of vocational evluation, they are certainly no panacea. As will
become evident in later sections of this monograph, learning curves are not
without their limitations. Indeed, they are to some extent, a misnomer.
Learning curves actually indicate changes in performance. These changes may
or may not be indicative of the extent of learning tkat has occured. For
example, an individual may quickly learn a repetitive task, but because of
boredom or fatigue, his performance scores do not reflect the amount of
learning that has taken place. As a result, they should be regarded as
useful tools which can further enhance existing vocational evaluation
techniques rather than substitutes for current practices. When used wisely
by properly trained vocational evaluation personnel, learning curves have
much to offer in further enhancing the evaluator's expertise and his or her
ability to successfully evaluate the widely varying capabilities of the
clients served.




THE LEARNING CURVE

A learning curve is basically nothing more than a graphic depiction of
changes in performance or output during a specified time period. The term
learning curve is also used to refer to mathematical equations which describe
the relationship between practice and performance. Learning curves provide a
concrete measure of the rate at which an individual or group of individuals
are learning a task. In their simplest forms, Tearning curves are generally
depicted in either one of the forms shown in Figure 1 and Figure 2.

TIME TO COMPLETE UNIT (in minutes)

30 [ r
28 2t
% 4
?
29 f g 6 p
b
[~
22 ¢ E g8 b
=
2 % = 10 F
=
18 f Z 12}
|
16 | STANDARD i T I STANDARD
14 ‘El'] 16
3
12 p O 18 |
o
10 } -2 p
w
8 | 2 2t
6 24 }
4 L 26 |
2 28
[ L 1 S SR 3 1 i | . (] 30 A 1 1 1 A0 » |
1 2 3 4 5 6 7 8 910 1 2 3 4 5 6 7 8 9 10
TRIALS TRIALS
FIGURE 1 FIGURE 2

[t is important to note that both Figures are based on the same data.
However, as is readily apparent, one curve slopes downwards while the other
curve slopes upwards. Both are correct. But in most cases, the upward
sloping curve with the X (horizontal) and Y (vertical) axes depicted as shown
is preferred because it is generally regarded as less confusing. People tend

10




to assume that improvement in performance should be associated with an
upward swing in a graph.

Another common way to express a learning curve is to use percentages instead
of time values for the Y axis. For example, in both Figure 1 and Figure 2,
time values are exprassed on the Y axis with trials expressed on the X axis.
However, as is indicated in the example provided in Figure 3, these time
values can be replaced by another measure, the percent of standard. This is
a useful approach because it indicates quite clearly the extent to which an
individual's performance is approaching the production standard or norm.
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SR W S
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TRIALS
FIGURE 3

To convert an actual time score to a percent of standard value, the following
formula is used:

(Standard / Time Obtained) X 100% = 7 of Standard

For example, if the industrial standard for a simple work sample assesbly
task is 15 minutes then it is possible to determine the percent of standard
for each of the time values shown in Figures 1 and 2. Using the formula, 30
minutes would convert to 50% of the standard and 20 minutes would convert to
75% of the standard and so on. Thus, it is apparant that the data dispiayed
by this type of learning curve would provide an evaluator with a readily
useful tool for assessing not only changes in a client's performance as a
result of learning, but also the relationship of the client's performance to
the standard.
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Learning curves are useful because they clearly indicate changes in perfor-
mance based upon learning. Some important characteristics of learning curves
in general are worth noting. First, performance tends to improve with
practice. Second, the rate of improvement is often very rapid when someone
first begins learning a task. This rate, however, tends to slow as the
amount of practice increases. This is the leveling off phenomenon observed
in most learning curves. Finally, there is some point beyond which further
signi,icant increases in performance will not occur. It should also be ncted
that other factors besides Tearning can influence performance. These include
factors such as environmental cencerns, fatigue, distraction and others.

Learning curves have been used to not only measure the rate at which an
individual or group of individuals learn a task, but also to compare that
rate to an existing standard. Thus, it is not surprising that learning
curves have been used to a limited extent, in industry, as performance
appraisal tools (Stevenson, 1982). They have also been used in industry to
make predictions about long-term improvements in performance that can be
expected as a result of the curvelinear relationship that exists between
performance level and the amount of practice an individual has. In other
words, industry has long-recognized that as workers' gain experience with a
task, performance can be expected to increase significantly. These increases
can be taken into account and predicted relatively early on for some tasks,
resulting in improved production scheduling, better labor cost estimates and
so on. The same principles can be applied, to some extent, to the use of
learning curves in education, psychology and vocational evaluation. A brief
review of how learning curves have been used in industry may be useful in
better understanding the diverse ways in which they can be used in rehabili-
tation facilities.

To date, the primary application of learning curves has been in manufactur-
ing. They have been used extensively since the 1930's to help manufacturers
better plan and schedule work. They have proven to be a useful tool for not
only better controlling manufacturing costs but also for increasing efficien-
cy. Learning curves have been developed for specific industrial applications
where research has shown that a relatively stable relationship exists between
clianges in labor input and unit output. In other words, when first learning
a task, the more experience individual workers have with a job, particularly
those that involve psychomotor tasks, the more likely it is that they will
show significant improvement in performance. This improvement is often quite
dramatic during the intitial stages of learning and then begins to level off
and eventually stablize over extended periods of time.

The Boeing Company is perhaps best known for having recognized the 80%
learning curve effect for the manufacture of airframes. This effect is based
on their own research which indicated that for this specific activity, each
time unit output is doubled, there is a corresponding 20% decline in labor
itput or the time needed to produce the end product.

For example, if 10,000 hours dare needed to produce the first airframe (1
unit), it can be projected with the use of the 80% learning curve, that only
8,000 hours will be needed to produce the second unit, 6,400 hours to produce

7
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the third unit and so on. Of course, the curve begins to level off with
poduction reaching a point where improvements in unit output begin to
stablize. However, the value of such a predictive tool is obvious in terms
of enhancing manufacturing efficiency.

An important distinction should be made between different learning curve
rates. An 80% learning curve, for a given job, indicates that the typical
worker will show a 20% improvement in performance on that particular job. A
90% learning curve, for a specific job, indicates that only a 10% improvement
in performance can be expected from the average worker. A 100% learning
curve reflects the fact that for that particular job, workers will not show
any significant improvement in performance even as they gain experience with
the task. Thus, it is apparent that if one were to draw a learning curve
representing the tradional static approach to work sample performance
assessment, an approach which assumes performance is stable and therefore
will not change with additional trials, a "learning curve" much like the one
presented in Figure 4 would result.

100 == o — — — — —

% OF STANDARD

.
1 2 3 4 5 6 7 8

TRIALS
FIGURE 4

Tillman (1971) was one of the first proponents to suggest that learning curve
principles could be applied to vocational evaluation activities in re-
habilitation. He summarized the problem of using work samples as predictive
tools in the following manner:

Most often work samples are used on a single administrative basis.
This provides information on the client's present level of func-
tioning. From this information attempts are often made for
prediction of ability to succeed on a job. There is, however, some
doubt that knowledge of a client's present level of functioning
sufficiently indicates his potential for absorbing experience and
improving. Can we assume, for example, that a client who has had
no exposure to woodworking hand tools and does poorly on a work
sample involving these tools has no potential to learn? The answer
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is no. Would it be feasible to give him a number of trials on the
task and note any level of improvement on progressive trials? The
answer is yes. If we plotted improvement on a graph we would
have a learning curve.

(p. 1)

Tillman (1971) went on to provide an example of how a learning curve might be
p]ottedsfor different clients involved in the same task. It is presented in
Figure 5.
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More recently, Coker and Blakemore (1984) used five different types of
hypothetical learning curves to indicate how this dynamic approach to
assessment differs from the more traditional static psychometric approach.
They indicated:

The advantage of the learning curve approach to evaluating work
sample performance is that this method reflects what changes occur
in the client's work sample performance during testing. A static
process of evaluating the level of functioning, such as using the
mean or total production rate, fails to account for differential
performance during the repetitions of the tasks within the work
sample and the potential for further learning. Individuals
functioning at the same average level on a work sample involving
several repetitions are not necessarily performing comparably
during the entire session. Figure (6) illustrates this point.

In Situation A, the idealized learning curve is presented where
skill aquisition increases consistently over time. In Situation B,
performance deteriorates over time rather than steady improvement.
It is clear that the client initially performed well, but perfor-
mance deteriorated; and may have been caused by fatigue, boredom,
confusion, etc. In Situation C, performance is relatively stable

9
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except that there is a momentary decline in task performance due to
distraction, forgetting of instruction, or perhaps lack of parts.
In Situation D, there is a rapid reaquisition of the task. It is
indicative of having previously mastered the task and of the
ability to rapidly return to that level. Finally, steady Tlevel
task performance from first to last repetition is graphed as is
assumed under traditional work sample administration. Only in
Situation E is the true current and potential level of task
performance of 67% of the normative criterion accurate. In
other situations, current and potential task performance is
underestimated and additional valuable information about the client
is lost. It would not be lost, however, if a learning curve
analysis was used.

(p. 5)
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The previous learning curves represent examples of differential performance
during a work sample with the same normative score of 67%. They may be
summarized as follows:

A. Normal acquisition under an idealized learning curve.
B. Decline in performance due to fatique or lack of motivation.

C. Acquisition and reacquisition due to temporarily forgetting tasks,
disruption, lack of attention, etc.

D. Rapid reacquisition to steady state indicating the relearning of a
previously mastered task.

E. Idealized practiced worker performance assumed under traditional work
sample administration.

Tillman (1971) suggested a method for developing learning curves with
individuals as well as standardized learning curves for use with groups. He
indicated:

If it is desired to establish a standardized learning curve for a
group, the steps to be taken are as follows: (1) The task must be
administered to a number of subjects and their time recorded for
a set number of trials. (2) The average (mean) time taken for each
trial must be calculated. (3) Each trial's average time is plotted
on a graph. (4) The final average curve is drawn through the
points determined by the average curve. The larger the number of
subjects the smoother the curve will be.

The number of trials needed to establish a peak of client perfor-
mance Will depend upon the complexity of the task. It would be
difficult to establish a peak with less than four trials; six to
ten trials may be needed for more complex tasks. For any given
work sample, the most practical method of determining the optimum
number of trials is through the administration of the work sample
to a number of people. The important point is to give the client
enough trials to indicate his competency in a given task.

(p. 2

Plotting a learning curve by this method is a relatively simple task.
However, Tillman's suggestion that clients be allowed to repeat work sample
performance until supposed "peak performance" is achieved, is a major
drawback to this approach. Learning and improvement in performance may
continue almost indefinately on some tasks. Indeed, studies in industry
(Crossman, 1959; Peterson, 1975) have shown that for some routine, repetitive
tasks, Tillman,s notion of "peak performance" may not be achieved until
several thousand trials have been completed. Obviously, such an approach is
not feasible within vocational evaluation programs. Dunn (1976a) rejected
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Tillmar's approach, suggesting instead that learning curve equations offered
a viable method for predicting performance potential based on a relatively
small number of trials. He indicated:

A possible solution to this problem would be to predict an esti-
mated practiced performance level of the client from learning curve
data. Data from a relatively small number of trials could be used
to establish the equation for the individual's learning curve on a
work sample. Once this equation has been developed, the vocational
evaluator could use it to predict the client's estimated perfor-
mance level after being provided with a certain number of practice
trials (such as the number of trials provided to new workers by the
industry for learning) or the number of trials needed for the
client to reach the established industrial standard or norm.

(pp. 3-4)

Dunn conducted research to test this hypothesis with regard to work sample
testing (1976a). Using data collected by Botterbusch (1974), Dunn used the
performance scores collected during the first three days of testing to
predict performance on Day 4, the final day of testing. He found that the
final performance level could be predicted with less than 1% of error on the
average.

The results of this research were very encouraging; however, a major drawback
to this approach is that it requires evaluators to use relativley sophisti-
cated mathematical equations to make the predictions. Dunn indicated that
mathematical skills "at least adequate to develop and solve logarithmic
equations are required of the evaluator" (p. 11). In addition, this method
requires substantially more administration time as well as time needed to
make the actual calculations. These problems obviously tend to limit the
practical utility of this approach.

As a result of these problems, Blakemore and Coker (1982) conducted research
to determine if a simplified, yet accurate and reliable approach to the
predictive aspect of learning curve use could be developed and applied to
vocational evaluation activities.

As part of their research, they studied and compared eight different learning
curve formulas with regard to accuracy and ease of use in predicting work
sample performance. The accuracy of each of these methods was also compared
to the use of traditional static measures used to predict performance
capability (e.g. mean time, total time, norm reference). Subjects were
administered a work sample task which consisted of 50 trials per day for five
consecutive work days. Learning curve equations were applied to the data
collected during day one of testing, and predictions were made regarding the
level of performance expected at the conclusion of day five of testing.

Two major findings resulted from this research. First, all eight learning
curve methods were superior performance predictors in comparison to the
predictive accuracy of traditional work sample measures. Secondly, while the
learning curve methods varied greatly in terms of their complexity and ease
of application, the "best-20% method" was as accurate as the other more

12




complex techniques. Because of its ease of use, the best-20% method appears
to hold significant potential for use in work evaluation settings although
additional research is needed to confirm the efficacy of this approach. In
addition, the feasibility of using inexpensive microcomputers to gather data
and perform the actual learning curve equation calculations was confirmed.
These findings and the actual processes involved in applying learning curve
equations and techniques to vocational evaluation practices are discussed in
the following section.

13




LEARNING CURVE UTILIZATION

Recognizing that prediction is an important component of vocational evalua-
tion and that learning curves can provide an effective means for enhancing
the accuracy of these predictions, it is now important to examine how
learning curves can actually be applied to the vocational evaluation process
and related facility operations. In this section, five different approaches

to learning curve utilization are described along with cautions on each ones'
use.

METHOD NUMBER 1

Perhaps the simplest approach to learning curve use in vocational evaluation
and manpower selection in general was suggested by Tillman (1971). As
briefly indicated in section 2 of this monograph, this approach essentially
involves providing the examinee or werker with several repetitions of the
task and plotting the individual's performance on a graph. The end result
is often a learning curve much 1like the one indicated in Figure 7. As long
as the client continues to show improvement, additional administrations may
take place until Tillman's notion of “peak performance" is achieved.
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5 b ]
10 f
15 b
20 F

SECONDS
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30 |-
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FIGURE 7

The main disadvantages of this approach have already been briefly discussed
in Section 2. First, many hundred or even thousands of trials may be needed
for certain tasks before the client begins to approach "peak performance."
Indeed, Cochran (1968) found that punch press operators continued to show
improvement through 8,000 trials. And Crossman (1959) found that approxi-

mately four million trials and four years were needed for this group to
achieve peak performance.

Secondly, since there is little scientific basis for this approach, it is
difficult to reliably predict when peak performance has been achieved. For
example, learning curves typically show a series of improvements followed by
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plateus in which performance levels off. However, given additional oppor-
tunity to continue with the task, significant advances in performance may
continue with new plateus resulting. Because of this, it is difficult for
the evaluator to reliably predict when the client's final ultimate level of
performance has been achieved.

These two major problems not withstanding, this approach also is limited in
that it does not necessarily take into account the base performance level
needed to actually do the job. For example, a clieni's performance might
continue to improve as reflected in the learning curve. However, unless the
evaluator knows the industrial standard or norm for the job, it will be
difficult for him to reliably determine when this improvement has reached a
competitive level.

Industry has provided one limited solution to this problen. Stevenson (1982)
has suggested that learning curves can be useful in work settings to evaluate
nes workers during training periods.

This approach can be achieved by recording the new worker's performance in
much the same manner as suggested by Tillman. However, an addition is made
to the graph so that the new worker's performance is compared to the typical
performance improvements shown by other workers who previously performed
the task. The new worker's performance may also be compared to the standard
time or production standard developed for the task through industrial
engineering techniques such as stopwatch time study, predetermined motion
time systems or other methods. In this way, the new worker's performance can
be readily compared to the expected rate of learning, which is a dynamic
measure, rather than the usual static measure such as mean score, alone. It
can also be compared to the production standard to provide a more concrete
basis for decision-making about a client's employability. An example of
this approach is depicted in Figure 8. It indicates that at the end of the
first week of training the average worker is expected to achieve 75% of the
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60 4
50 o
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40

30 WORKER B (AVERAGE)

UNITS PRODUCED

20 WORKER A (UNDERQUALIFIED)

10

| > TRAINING TIME
ONE WEEK

FIGURE 8
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industrial standard (or produce 30 individual units when the standard for a
fully trained worker is 40 units). As a result, Worker A's performance is
far below this level and therefore he may be regarded as underqualified for
the task. Worker B is viewed as qualified and Worker C is overqualified in
that he far exceeds the normal level of performance.

While this approach has advantages over that offered by Tillman, it still has
many of the same limitations. For example, for a disabled client, the rate
of learning may be slower than the average rate as compared to a nondisabled
group of new workers. However, this does not necessarily ensure that the
disabled worker will not be able to reach the standard. Additional training
time may make it possible for the disabled worker to achieve the standard
within a reasonable period of additional training. If this factor is
overlooked, it may result in incorrectly screening clients out of jobs they
might otherwise be able to perform. In this regard, this approach has many
of the same limitations of traditional static measures of performance.

Additional problems with regard to the time needed to develop the worker
learning curves as well as the reliability of such curves and probable
shortage of workers on which to develop and test such curves also limits the
feasibility of this approach. Yet if the evaluation team has the time and
resources needed to overcome these obstacles, this approach can provide
useful data for decision-making. It certainly provides valuable information
not typically offered by the traditional static measures. It might be
especially useful in Jjob site evaluations where it is possible to develop
worker learning curves or use existing data provided by the employer.
Additionally, it would also appear to have potential for use with many work
sample applications. It could provide learning curve data for comparison
purposes.

At the present time, this data is not normally available with either commer-
cial work sample systems or individual work samples developed independently
in facilities. However, given the large number of clients who typically
engage in work sample tasks during the course of a year, and the relative
ease with which this data can be accumulated and synthesized, it would seem
feasible to develop this type of learning curve data for specific work
samples or entire commercial work sample systems. Yet, time constraints,
costs, and the need for the evaluation siaff to develop the learning curves,
as well as test them on nondisabled as well as disabled individuals alike,
once again limits their widespread use. Further, it is doubtful whether
commercial work sample system developers will be willing to make the invest-
ment needed to develop this data for complete work sample systems, despite
its usefulness to practitioners.

METHOD NUMBER 2

The second major technique involves the application of predetermined learning
curve rates to client performance. For example, it might be known that a
certain activity typically shows a learning curve rate of 80%. Another
activity might typically reflect a learning curve rate of 70% and so on.
Once these rates have been established for the assigned task, it is then
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possible to use learning curve formulas and coefficients which can be
applied to an individual client's performance in order to predict future
performance levels.

For example, let's assume that a work sample task is known to have a learning
curve rate of 80%. Once we have established the client,s initial level of
performance, we can then estimate future performance using a formula, like
}he one noted below (Stevenson, 1982), along with the data presented in Table

Tn = T1 x nb
Tn = Time for the nth unit
Tl = Time for the first unit
b = Log learning percent/log2

Let's assume in this example, that the client is involved with an assembly
work sample task. As indicated previously, an 80% learning curve rate is
considered appropriate. In other words, past experience has demonstrated
that on this task, examinees typically show a 20% improvement in performance
with practice. Let's assume it took the client 10 minutes to produce the
first unit. The evaluator would now like to predict how long it will
take the client to produce the 20th unit, without having to administer the
task another 19 times. To do this, he works through the following process.

w

T20 = 10 minutes ( 20 log .8/log 2 )

The evaluator may now use a calculator with a logarithmic function to work
through the entire formula. However, a more convenient technique is to use
the predetermined learning curve coefficients offered in Table 1.
To use the table, the evaluator works through the following process.

Step 1: Find the desired number of units on which the prediction is to be
based by simply reading down the unit number column. In this case, the units
are equal to 20.

Step 2: Now read across to the appropriate learning curve percentage; in
this example it is 80%.

Step 3: Select the applicable UNIT TIME from the appropriate column. In
this case it is .381

Step 4: Plug the numbers into the formula noted previously (Tn = Tl X nB)
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Aruitoxt provided by Eic:

Predicted time 20th unit = 10 minutes(.381)

Predicted time 20th unit = 3.81 minutes

Table 1
LAY 128
Learning curve cocfMelenia
70% 5% 0% 5% NA
Unit
number | Unit Total | Unit 7otal | Unit Total | Unit Total | Unit 7otal
time time time time time tune thme time tme time
1 1000 1000 | 1000 1000 ] 1000 1000] 1000 1000} 1000 10m0
2 700 1700 W50 1750 300 1800 850 18%0 w0 1 000
3 568 2268 634 23Mm 702 2502 773 2623 816 2746
4 190 2758 562 2716 610 3112 723 2313 810 3536
3 437 J.108 S13 3459 596 3738 686 4031 783 4309
6 J98 3593 475 3914 562 4299 657 4088 262 5101
7 367 3960 116 4380 534 48| 831 5922 44 5845
8 313 4303 422 4802 512 5316 .614 5936 779 65N
9 323 462 402 3204 493 5819 597 6513| 716 72
10 J06 4932 385 5549 477 63S 583 7416 703 7994
n 21 52 370 5998 | 462 6777 | .570 7G3G G953 8689
12 278 5501 57 6315 | 419 727 578 824 G683 234
1 267 5769 313 6660 | 438 7665 518 8792 | .677 10032
14 257 6026 34 6994 ] 428 80%2| .539 9331 670 10721
15 218 62U AR5 19| 418 851 WS30 9861 W66 11384
16 210 G5I4 36 7615 | 410 8920 522 10383 656 12010
17 213 67 309 7914 | 402 9322 .515 10898 | .6%0 126%0
18 2226 6913 301 8215 | 391 9716 508 11403 614 13334
19 220 719 25 85101 338 10104 | 500 11907 | 639 13974
20 24 7.407 288 8828 W81 10,485 95 12402 G 14608
21 W09 7618 283 9111 ] 375 10860 ] 490 12892 | GJ0 15237
21 01 7819 277 9388 370 11230 484 13376 62% 15862
pal 199 8018 22 9660 364 11591 419 13856 621 16483
1] 195 8213 267 9928 359 11934 A5 11331 617 17.100
28 191 8104 263 10191 355 12,309 { .470 14801 | .613 17.713
2 187 859 259 10410 330 12639 A66 15267 607 1832)
21 18y 8711 255 10704 | 316G 13003 162 15728 GUG 18 929
28 180 98994 250 10%5 342 13347 | 438 16146 G603 1951
29 177 910 217 1 3% 17683 | 434 16G40 599 20101
30 174 9303 214 11446 335 14020 450 1700 596 20.727
] 171 9476 210 11630 311 11351 117 17538 | 57 21020
32 168 9GA4 217 1174 328 14679 118 17981 5% 21911
n 165 9800 234 12158 324 15000 110 19422 588 22498
N 63 92972 231 12389 321 15324 137 188%9 585 21081
35 A0 1010 229 12618 318 15643 | 431 19291 | 583 W 666
a6 158 10291 226 12811 315 15958 | 432 19723 | 580 21246
7 156 10147 223 13067 313 1627 429 20151 578 21824
k] 15¢ 10601 221 17288 310 16581 425 207580 573 2547
9 152 10753 29 13%7 307 16888 121 21001 | 573 23972
10 150 10902 216 13723 | 303 171m 421 21425 571 26311
11 148 11030 24 17 303 17496 419 21844 567 2211
4?2 116 11196 212 1119 00 172796 416 22200 5G7 27678
13 1 11 210 14339 298 18071 414 2264 563 20213
™ 113 11 484 208 14567 296 18390 412 21086 567 22805
415 1 11628 26 14723 294 186481 410 23496 S61 29266
G 119 11761 201 14917 292 18975 408 21903 | 559 27928
17 178 1190 202 15180 290 19263 405 21309 557 30482
48 136 120380 | 201 15380 288 19592 401 24712 555 31017
49 13% 121731 .199 15519 286 19838 402 25 13 553 315%
50 434 12307 197 15716 20/ 20122 400 25513 | 592 32142
51 112 12419 19 15712 °82 20401 398 25911 550 3260
52 1711 12570 I'N 16166 280 20681 3G 26107 %18 31241
53 170 12700 172 16338 279 20963 Jnd w700 517 N
54 128 12828 191 16519 277 21239 I 27 094 515 3131
55 127 12933 | .190 16709 275 21515 301 27484 514 21877
56 126 13 081 188 16927 2724 21788 399 27873 512 35412
57 125 13206 187 1714 22 22060 388 23261 541 33960
58 121 133101 185 17299 271 22331 386 28617 519 3617
59 122 13453 | 184 1740 209 12600 | 384 29031 538 37037
60 J22 1351 J183 17666 208 22868 383 20414} 537 31514

Source: Stevenson, Production/Operations
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The evaluator can also use the table to predict the total time that will be
needed to produce all 20 units, based on the time needed to produce the
initial unit alone. To do this, he works through the following process:

Step 1: Read down the unit number column and identify the number of units
to be produced. In this example, 20.

Step 2: Now read across to the appropriate learning curve percentage; in
this case it is 80%.

Step 3: Select the applicable TOTAL TIME from the appropriate column. In
this case it is 10.485

Step 4: Plug the numbers into the formula noted below:
Expected TOTAL TIME for all 20 units = Tl X nB

Expected TOTAL TIME a1l 20 units = 10 min.(10.485)

104.85 minutes

Expected TOTAL TIME all 20 units

With this information, the evaluator now has a relatively reliable estimate
of the client's expected performance level at the end of 20 trials, without
having to administer the task all twenty times. The advantages of this
approach are quite obvious and once the predictions have been established, it
is then possible to compare these performance levels to the applicable norm
groups or production standards. In this way, the evaluator might observe
that based on the client's initial level of performance, he was not able to
meet the production standard for experienced workers; however, through
application of the learning curve, it is then possible to determine if
additional trials are likely to result in the client achieving the production
standard.

However, it is also evident that there are numerous limitations to this
approach. First, it is necessary for the evaluation team to establish
learning curve rates for certain work sample, situational assessment or job
site evaluation tasks. This would obviously be a very time consuming task
and it is unlikely that in the near future commercial work sample system
publishers will provide this data as part of their systems, despite its
value. With regard to job site evaluation, however, this problem may be
overcome in the few instances where employers have enough experience with
the task to have developed their own learning curves.

A secondary problem of equal importance is the fact that in most cases, the
established learning curve percentage is based on the learning rate typically
displayed by average, nondisabled workers. The extent to which this rate
corresponds with that of disabled examinees in a vocational evaluation
setting is difficult to estimate. In many cases, it may be possible that
while an 80% rate for nondisabled workers is appropriate, it may be necessary
to allow for additional trials for the average client to achieve the expected
20% gain in performance. Unless this problem is recognized, it could lead to
errors in predicting client performance.
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It should also be reemphasized that for a given job, the lower the assigned
learning curve percentage, the more improvement may be expected from the
typical worker performing this specific job. For example, a 70% learning
curve for a specific job indicates that a 30% improvement in performance may
be expected from the average worker, while a 90% learning curve indicates
that only a 10% improvement in performance should be expected for the average
worker. A 100% learning curve indicates no eXxpected improvement at all.
These expected levels of improvement are based on the specific job task and
cannot be arbitrarily assigned to other tasks.

Thus it is apparent that while this approach has many advantages over
conventional static measures, it too has significant limitations in terms of
practical implementation. If the problem of the time and related resources
needed to develop learning curve percentages for certain tasks can be
overcome, it is evident that this approach has many advantages over the
current practice which primarily relies on the intuitive judgement of the
evaluator or, in some cases, little more than educated guesses to predict
future performance levels for clients.

METHOD NUMBER 3

This method is somewhat similar to the previously discussed method in that it
involves using learning curve formulas to predict performance. The major
difference is that these formulas may be used without the need to have a task
or job already classified as either having a 70% curve, 80% curve, 90% curve
and so on.

Thus it would appear that this method has an important advantage over method
number two. However, in actual practice, the use of these learning curve
formulas is limited due mainly to the complexity of most of ihese formulas
and the resulting difficulty most evaluators would have in applying them, as
well as with regard to the time required to manually collect and manipulate
the data.

Many different learning curve formulas have been developed. Some are more
appropriate for certain kinds of tasks than others. Blakemore and Coker
(1982) for example, studied six different learning curve formulas with regard
to their predictive use in vocational evaluation. They included:

A
X+c _ A
Y = K (——) Y= +B
X+C+1
B
Yy=AB" Y= AX
Y=A -+(B-logX) Y= (LX) /(X-A)
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Blakemore and Coker's research indicated that each of these formulas was a
more accurate predictor of performance capability than were traditional
static measures such as mean score. The following example illustrates the
use of one relatively simple learning curve ejuation for a client involved in
a work sample task.

CALCULATING A LEARNING CURVE EQUATION

The instructions below describe how to calculate the hyperbolic learning
curve equation (Y=LX/X-A) developed by Thurstone (1919) using the least-
squares method described by Barlow (1928). The data used in the example
were taken from the research study conducted by Blakemore and Coker (1982).
The data represent a client's performance on the first 25 trials of a wor
sample task. The client eventually completed 250 trials on the task, 50
trials per day for 5 consecutive work days. The original scores werie
response times but they have been converted to a percentage of (industrial)
standard measure.

Although the method described below 1ooks somewhat complex, the calculations
involved are really quite simple and can easily be done with a hand held
calculator. The process can become quite time consuming, however, with a
large amount of data (more than 25 scores or so). For that reason, we
recommend the use of a microcomputer to perform the calculations if one is
available. This can simplify the task and speed it up greatly.

To calculate the learning curve equation, you need to determine the values
for L and A in the equation Y = (LX)/(X - A). These values, sometimes
called parameters, are calulated using equations 1 and 2 below:

L = EY2(EX2Y) - (EXY)(EXY2)* Equation 1
EY2(EX2) - (EXY)2
A= EX2Y - L(EX2) Equation 2
EXY

The first step in calculating the learning curve is to enter the data into a
table such as Table 2 and to calculate the values in the table. (Note that
we have included a blank table in the appendix for you to use with your own
data. Simply photocopy that form whenever you wish to calculate a learning
curve). As you can see from examining Table 2, there are 7 columns.
The values in the first 2 columns, labeled X and Y, you already have after
you have coliected some data. The X values represent the trial numbers
(starting at 6 - that is, the first trial is labeled 0, the second is 1,
etc.). The Y column coatains the scores the individual obtained on each
trial. The remaining values in the table, columns 3 - 7, are calculated
using the values in columns 1 and 2.

* The E in the formula represents a summing procedure, 2.g., 2+2+5 = 9, and
the 2 represents a squaring procedure, e.g., 2x2 = 4,
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TABLE 2

Table to be Used When Calculating the
Hyperbolic Learning Curve Equa%ion (Y = (L x X)/(X - A))

Values Used in the Calculation

X Y X2 Y2 XY XY2 X2Y
0 39% 0 1521 0 0 0
1 41% 1 1681 41 1681 41
2 52% 4 2704 104 5408 208
3 52% 9 2704 156 8112 468
4 56% 16 3136 224 12544 896
5 52% 25 2704 260 13520 1300
6 51% 36 2601 306 15606 1836
7 65% 49 4225 455 29575 3185
8 68% 64 4624 544 36992 4352
9 68% 81 4624 612 41616 5508
10 65% 100 4225 650 42250 6500
11 72% 121 5184 792 57024 8712
12 59% 144 3481 708 41772 8496
13 70% 169 4900 910 63702 11830
14 67% 196 4489 938 6284¢€ 13132
15 59% 225 3481 885 52215 13275
16 76% 256 5776 1216 92416 19456
17 79% 289 6241 1343 106097 22831
18 66% 324 4356 1188 78408 21384
19 63% 361 3969 1197 75411 22743
20 76% 400 5776 1520 115520 30400
21 74% 441 5476 1554 114996 32634
22 74% 484 5476 1628 120472 35816
23 79% 529 6241 1817 143543 41791
24 84% 576 7056 2016 169344 48384

Total 1,607% 4,900 106,651 21,064 1,501,068 355,178
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Follow the instructions below to calculate the values in the table and to use
the results of those calculations to compute the learning curve equation. We
assume to begin with that you will already have created {or copied) the table
and have entered the X and Y values and added the Y values.

Step 1. In the column labeled X2 (Column 3) put the square (the number
times itself) of each X value (found in Column 1). Then add the X2 values
and place the sum at the bottom of the column.

Step 2. In the column labeled Y2 (Column 4) put the square of each Y
value (Column 2), add all of the Y2 values, and place the sum at the bottom
of the column.

For example:

| TP Y2
K1 1521
3 1681, etc.

Step 3. Multiply each X value by its corresponding Y value and place the
results in the XY (for X times Y) column (# 5). Then add all of these values
and place the sum at the bottom of the column.

For example:

XeoooVeeuooannn XY
0..39 ...... 0
1..41 ...... 41
2 .. 52 ...... 104, etc.

Step 4. Take each X score and multiply it by its corresponding Y2 (Column
4) value. Add all of these XY2 values and place their sum at the bottom of
the column.

For example:

X eeo Y2 veunnn XY2

0.. 1521 ..... 0

1 .. 1681 .:... 1681

2 .. 2704 ..... 5408, etc.

Step 5. Take each X2 value (Column 3) and multiply it by its correspond-
ing Y value (Column 2) and place the result in the X2Y column. Add the X2Y
values and place the sum at the bottom of the column.

For example:

X2 Y ceeeen X2Y

0 39 ..... 0

1 41 ..... 41

4 52 ..... 208, etc

You have now completed the table and are ready to use the values in the table
to calculate the values of L and A (Equations 1 and 2).




Step 6. Take the sum of the Y2 values (Column 4) and multiply it by the
sum of the X2Y values (Column 7).

106,651 x 355,178 = 37,880,088,800

Step 7. Take the sum of the XY values (Column 5) and multiply it by the
sum of the XY2 values (Column 6).

21,064 x 1,501,068 = 31,618,496,350

Step 8. Take the value obtained in Step 6 and subtract the value obtained
in Step 7 from it. This is the numerator (top part) of Equation 1.

37,880,088,800 - 31,618,496,350 = 6,261,592,450

Step 9. Take the sum of the Y2 values (Column 4) and multiply it by the
sum of the X2 values (Column 3).

106,651 x 4,900 = 522,589,900
Step 10. Take the sum of the XY values (Column 5) and square it.
21,064 x 21,064 = 443,692,096

Step 11. Take the value obtained in Step 9 and subtract the value
obtained in Step 10 from it. This is the denominator (bottom part) of
Equation 1.

522,589,900 - 443,692,096 = 78,897,804

Step 12. Divide the value obtained in Step 8 by the value obtained in
Step 11. This is the value of the L parameter in the learning curve equa-
tion.

6,261,592,450/78,897,804 = 79.36
Step 13. Multiply the value of L times the sum of the X2 values (Column

3).
79.36 x 4900 = 388880

Step 14, Subtract the value obtained in Step 13 from the sum of the X2Y
(Column 7) scores. This is the numerator in Equation 2.
355,178 - 388,880 = ~33702

Step 15. Civide the value obtained in Step 14 by the sum of the XY (Column
5) scores. This gives you the value of the A parameter.

-33702/21,064 = -1.599
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You have now completed the computation of the L and A parameters in the
hyperbolic learning curve equation. You can now use these values to compute
the Y value predicted using the learning curve equation for any value of X
(i.e., any amount of practice). To do this you simply plug the X, L, and A
values into the equation and compute the resulting Y value. For example,
using the values we arrived at in the example given above we can make a
prediction of where performance would be after 30, 40, and 50 trials of
pr?ctice at the task. These would be calculated as shown in A, B, and C
below:

A. The predicted Y value after 30 trials would be
Y = (79.36 x 30)/(30 - -1.599) =
2380.8 / 31.599 = 75.34
B. The predicted Y value after 40 tria]sowould be
Y = (79.36 x 40)/(40 - -1.599) =
3174.4 /41.599 = 76.31
C. The predicted Y value after 50 trials would be
Y = (79.36 x 50) / (50 - -1.599) =
3968 / 51.599 = 76.90

These calculations indicate that the individual who was being tested on this
work sample could, based upon performance during the first 25 trials of the
task, be expected to perform at about 75% of standard during trials 30, 40,
and 50. The individual could also be expected to still be showing some
improvement on the task, as well.

As mentioned above, the data used in this example represent an individual's
actual performance on the initial 25 trials of a work sample task. As part
of the research that Blakemore and Coker (1982) conducted, tie data from the
initial day on the task was used to predict the average performance level
attained on the last day of practice (Day 5). The prediction was then
compared with the actual level of performance that was attained on Day 5.
The same was done with the data that was analyzed above. Using the parameter
values (L = 79.36 & A = -1.599) from above, the predicted average score for
Day 5 (Trials 201 - 250) is 79% wnich is 12% lower than the actual average
score (91%) for those trials. The difference between the predicted and the
attained scores represents prediction error. This difference is considerably
less than that which would have been obtained used the average score (64%)
for the first 25 trials been used, however. Thus, the benefit of using
Tearning curves to make predictions can be seen.
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It is important to note that while the results of the research conducted by
Blakemore and Coker (1982) clearly indicated that each of the learning curve
formulas they tested was more accurate in predicting eventual performance
levels than were traditional static measures used with work samples, the
authors noted the difficulty the average evaluator is likely to have in
readily applying these formulas because of the relative compexity of the
mathematics involved as well as the time needed to apply the formulas. In
addition, it must also be noted chat any learning curve formula tends to lose
accuracy and reliability the further into the future the evaluator attempts
to predict. For example, while it might be realistic for an evaluator to
attempt to predict a client's performance at the twentieth trial or after 10
days of job training, based on a relatively small number of initial trials,
it would be unrealistic to try and predict performance on the 1,000th trial
or after 6 months of training, based on these formulas alone. Some
researchers in this area (Blakemore & Coker, 1982 ; Trussell, 1966) have
suggested that a general guideline to be followed is that it is only safe to
predict approximately five times as many trials into the future as the number
of trials on which the data is based. Thus, if.predictions are to be based
on data gathered from 10 trials, they should not go beyond the client's
fiftieth trial. Beyond this factor, the reliability and accuracy of the
predictions can decline substantially depending on the tasks involved.

Another important point for evaluators to keep in mind when using these
formulas is that it is generally advantageous to administer the task during
several discrete sessions, separated by rest periods for the examinee. This
will result in the accumulation of data which will, in most cases, better
reflect the client's potential for improvement. In thi:z way, problems of
fatigue, distractability, and outright boredom with the task can be better
managed. If a learning curve is based on one continuous sitting over a
period of several hours, obviously the client is more likely to become
fatigued and this will generally depress performance. Using more sessions,
with breaks in between, often results in a learning curve like the one noted
in Figure 9. The fact that people tend to show significant performance
improvements and then level out followed by additional improvements in
the next session, with a new stabalizing level established and so on indi-
cates the advantage of this approach in terms of obtaining more accurate data
on client learning.

Finally, it should also be recognized that with regard to the use of any of
these formulas, the more trials the client actually engages in, the more data
can be accumulated, and the accuracy of the learning curve projections are
then enhanced. However, this can have practical limitations. For example,
administration of a single work sample or situational assessment task which
requires several hours to complete obviously limits the number of times it
will be repeated and the resulting improvements in performance that can be
plotted. On the other hand, some tasks that require only a few minutes to
perform might be repeated several dozen times, thereby providing a wealth of
data. Even in this case, however, there is a tradeoff. For as the example
in this section suggested, the more data that is accumulated, the more time
that will be required to compute all the data. Thus time considerations
must be considered in relation to not only the number of trials, but also the
additional time that will be needed to collect and analyze the resulting
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wealth of data. One practical solution to this problem is the use of
microcomputers to process the data in such cases. This method is described
in method 5 discussed later in this section. It provides a viable alterna-
tive to gathering large amounts of data reflecting client learning, without
overwhelming evaluators with manually computing all of the data and
translating it into a learning curve.

It should also noted that the example presented in this section represents
one of the simplest learning curve formulas available. Other formulas are
much more complex, require more data, and also more mathematical training
among users. This problem tends to severely limit their use in most evalua-
tion settings. Dunn (1976a) for example pointed out that evaluators
would need, in most cases, mathematical skills that would at least, as a
minimum, allow them to solve logarithmic equations. These skills are not
normally part of a vocational evaluator's training at the present time. One
solution to this problem is, however, as suggested earlier, to use micro-
computers to process much of the data.
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Of perhaps more significance, Blakemore and Coker (1982) found that another
technique termed the "best-20% methed" was as accurate a predictor as any of
the learning curve formulas mentioned, and equally importantly, it was
relatively easy for evaluators to use. The researchers indicated:

...if one were to make a recommendation about which prediction
method to use, based upon the present findings, the best-20% method
would probably be the most reasonable choice. This method was
found to be as accurate as any of the learning curves yet is easier
to compute and requires data from only one practice session. This
conclusion should be tempered, however, by the possibility that
future research might demonstrate deficiencies in the accuracy of
the best-20% method.
(p. 32)

In the following section, the best-20% method is described and an example of
how to use it is presented.

METHOD NUMBER 4

The so-called "best-20% method" was developed and described by Blakemore and
Coker (1982) with regard to their work on learning curve use in vocational
evaluation. As the researchers indicated, this method was developed in an
effort to find a "practical yet accurate prediction technique that was based
on the well-demonstrated fact that performance improves with practice"
(p. 9). It was described by the researchers as follows:

this method consisted of using the mean of the fastest 20% of the
trials during the first practice session as the estimate of the
individual's final performance level.

(p. 9)

For example, in the case of Blakemore and Coker's (1982) work, the examinee
was administered a single work sample task each day for for five consecutive
work days. Each one of the administrations consisted of 50 trials. Using
the best-20% method then, the average score for the fastest ten trials,
during the first day of administration, was calculated. This score repre-
sented the predicted performance level which the client would achieve by
the end of the fifth day of work on the task; or, in other words, after
another 200 trials.

Suppose a client was involved in a simple assemby work sample. One admini-
stration of the work sample involved assembling 50 units and recording the

time score for each unit assembled. The following data depicted in Table 3
might then result.
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TABLE 3

TRIAL RAW SCORE RANK TRIAL RAW SCORE RANK
(in seconds) (in seconds)
1. 27 .5 26. 15.8
2. 26.4 27. 20.1
3. 16.7 28. 14.0 8
4, 16.8 29. 23.2
5. 15.2 30. 16.5
6. 20.6 31. 13.3 4
7. 21.3 32. 32.5
8. 16.7 33. 22.3
9. 14.8 34. 14.2 9
10. 41.9 35, 15.8
11. 16.0 36. 22.6
12. 16.6 37. 13.3 4
13. 14.8 38. 16.5
14, 19.4 39. 14.7
15, 15.4 40, 15.7
16. 16.2 41. 15.7
17. 18.4 p 42. 16.5
18. 13.2 3 43. 16.5
19. 12.6 2 44, 14.8
20. 26.4 45, 14.7
2l. 17.2 46, 18.5
22. 24.2 47. 13.9 7
23. 20.7 48, 17.2
24, 14.5 10 49, 11.7 1
25. 13.7 6 50. 15.1

Using the best-20% method, the evaluator would now take the 10 fastest scores
and determine the mean. In this case the ten fastest scores in seconds
are: 11.7, 12.6, 13.2, 13.3, 13.3, 13.7, 13.9, 14.0, 14.2, 14.5.

To find the mean, or the average, the evaluator now simply adds each of the
time values and divides the total amount by 10. The result is a mean value
of 13.44 seconds. This would then be considered the predicted performance
level which the client could be expected to achieve given additional trials
and opportunity to learn the task.

In some cases it may be necessary to modify this approach somewhat. For
example, in this research, a single administration of the work sample
actually resulted in 50 trials for the client and fifty time values. This
provided an adequate amount of data for making the predictions. However, in
some cases, a work sample or situational assessment task may result in
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obtaining only one score for the entire task during each administration.

And the actual standard time needed to complete the task may take several

minutes or even a few hours. In such cases, the evaluator obviously will not

be able to collect as many data points as in the research example. However,

it is recommended that the task be administered as many times as possible

since this will help ensure better accuracy in prediction. In most cases, at

least ten pieces of data or time values should be obtained for a task before

attempting to use the best-20% method.
|
|

Clearly, the best-20% method offers a number of advantages over other methods
previously described. Its ease of use makes it attractive for application in
vocational evaluation settings. And obviously, the research indicating its
accuracy is also a strong reason for using this method. However, like the
other methods described, it too has its limitations.

First, as was suggested previously, some evaluation tasks will not lend
themselves to this method. This is true with regard to many situational
assessment tasks, Jjob-site evaluations, or work sample tasks which require
extended periods of time to complete with only one time value provided at the
end of each administration. For example, if a client is assigned to a
janitorial task which requires approximately three hours for the average
examinee to complete, practical considerations limit the number of times
the task can be readministered. And unless an adequate number of time values
are obtained, clearly the best-20% value will have little reliability.

Another possible drawback to this approach was suggested by Blakemore and
Coker (1982). They indicated that while this approach appeared to offer
accurate predictions in comparison to traditional learning curve formulas,
more research is needed to support their findings since relatively little
work has been done in this area. They specifically indicated more research
is needed to further test the overall reliability and accuracy of this
method, as well as whether or not the 20% factor is the best possible
value. Further research might indicate that a different percentage factor
might offer a more accurate basis for prediction.

Despite these drawbacks, the best-20% method has much to offer in terms of

accuracy and ease of use, particularly in comparison to current static

prediction methods. As Blakemeore and Coker (1982) indicated, "the best-20%

method can certainly reduce the amount of prediction error when compared to |
the use of the traditional static performance measure of work sample perform-

ance" (p. 33).

METHOD NUMBER &

|
|
It should be apparent from reviewing each of the methods discussed thus far
that learning curves hold much potential for use in vocational evaluation.
In addition, learning curve formulas and the best-20% method offer proven
techniques for ensuring accuracy in these predictions. However, both
approaches also require that a relativley large amount of data be collected
on client performance. The more data collected, the better predictive
accuracy is enhanced. However, collecting the data is often time consuming
\
\
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and attempting to manually analyze it can be an overwhelming task for
evaluators with 1imited mathematical training. This process is also prone to
error, Thus, there is clearly an important tradeoff. These problems are even
more pronounced when evaluators attempt to use sophisticated learning curve
equations as described in method number 3. As a result, to date, the use of
learning curves has been limited by practical considerations.

One way to overcome these obstacles is to use relatively inexpensive yet
powerful microcomputer technology to not only assist the evaluator in
collecting the data but also in making the mathematical computations that are
involved in applying the learning curve formulas. The "Performance Analyzer
and Enhancer" is a computer software program designed to meet just these
needs. It runs on a relatively low cost 64K Commodore microcomputer. The
primary functions of the Performance Analyzer and Enhancer are to:

1. Collect data relating to the amount of time it takes an individual
to perform a repetitive task.

2. Analyze the data collected.

3. Calculate learning curves and make predictions about the level of
performance the individual can be expected to achieve with additional
learning and experience.

4. Increase or enhance the individual's level of performance by pro-
viding feedback following each repetition of the task, to the
examinee,

A photo of the Performance Analyzer and Enhancer configuration for a work
sample in Appendix B.

During administration of a work sample task, the microcomputer is basically
linked to a remote switch which is attached to the work sample and thereby
automatically indicates when the work sample or task has been completed by
the client. The time needed for the client to complete the task is recorded
by means of the switch which automatically starts and stops the timer. One
ef the primary advantages of this system is that the switching can be hooked
up in a variety of different ways so that the software and the computer
itself can be used with a variety of different kinds of existing work samples
or job samples, particularly those that are repetitive in nature and involve
psychomotor tasks. :

The Performance Analyzer and Enhancer is a versatile software program which
is designed to collect substantial amounts of data on client performance and
plot learning curves which can be used for predictive purposes. Three
different learning curves may be plotted based on each of the three
equations. In addition, the best-20% method may also be calculated. Users
may choose to plot curves using all four methods since some variation can be
expected. Once this variation is established, it can be taken into account
when making decisions about the most optimal performance level expected and
the least optimal perrformance level expected. In addition, calculating all
four methods also helps offset the fact that one technique or eaquation may be
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more appropriate and more accurate than other techniques, for a given
task. In most cases, the end result of this effort is that a printout
similar to the one shown in Appendix C is provided.

Clearly, this type of information is very useful to evaluators and clients in
terms of gaining a more accurate picture of improvements in a client's
performance as a result of learning. And the predictive use of the data is
equally important. Further, the Performance Analyzer and Enhancer, as a
computer based cystem, is able to overcome many of the problems associated
with the other methods described in this section, chief of which are the time

needed to compute the learning curves and analyze the data if a manual system
is used.

It should be noted that the Performance Analyzer and Enhancer has a number of
other uses beyond those related to learning curve applications. It can be
used in work adjustment programs to enhance client performance by providing
clients with visual and auditory feedback while they work. Clients may
observe a video monitor showing colorful graphics designed to display their
performance and compare it to some desired goal. Thus the Performance
Analyzer and Enhancer represents more than simply a feasible solution to the
need to use learning curves in vocational evalaution.

Finally, it must be noted that the Performance Analyzer and Enhancer is still
in the experimental stage. Initial field tests indicate much promise for
this software; however, additional testing and research will be conducted
throughout 1985 and possibly into 1986. It is not expected that this tool
will be available for widespread commercial use in facility programs until
each phase of the testing has been completed.
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SUMMARY

Learning curves have long held much potential for use in vocational evalua-
tion. However, to date, their use has been limited because of three im-
portant factors: (1) vocational evaluation personnel have had relatively
little training in the use of learning curves, particularly with regard to
the application of learning curve equations; (2) manually collecting and
computing the data that makes up most learning curves is a time-consuming
process for evaluators who are already constrained for time in many cases;
and (3) perhaps evaluators, educators, and to some extent referral sources
are guilty of complacency in continuing to accept the predictive validity of
current static approaches to assessment despite the glaring paucity of
re?egrch or other information supporting this notion of "presumptive
validity."

Yet, despite its value, it should be equally apparent that learning curve
technology is not without its limitations. The use of learning curve
equations can be a complicated, time consuming process unless microcomputer
technology is used. Current efforts to integrate microcomputer technology
into this process hold much promise but much work still needs to be done in
this area before a viable system is available on a widespread basis. One
possible alternative to this approach is the best-20% method. It provides a
practical and easy-to-use approach to learning curve analysis. Yet, even
here, additional research is needed to validate this approach. And while the
simplest approach, involving little more than administering a task several
times and plotting changes in performance, is useful in gaining more under-
standing of client capabilities than current static procedures offer, the
problems of objectively determining when "peak performance" has been
achieved, time needed for several administrations and related problems come
to the forefront once again.

Thus, it is clear that learning curves are not a panacea. Use of any of the
five methods described in this research utilization report will undoubtedly
add valuable information to one's understanding of a client's capabilities
when prediction is a significant goal of the evaluation. It must be recog-
nized, however, that there are boundaries to these predictions. Use of
even the most sophisticated learning curve equations, based on hundreds of
trials, still does not allow the evaluator to make absolute predictions about
"ultimate" performance capability. There is a 1imit to the predictive
capacity of learning curves and depending on the approach used, number of
trials available etc., this limit can be reached fairly quickly. One cannot
provide a client with a few trials and then predict into the infinite future
what absolute performance level is possible. Predictions must be tempered by
the reality of the evaluation setting itself and limitations of the tech-
nology. Thus, while it is possible to predict with relative accuracy how a
client will perform on the fiftieth trial based on only ten trials, evalua-
tors must recognize that as predictions extend further into the future, their
reliability and accuracy can become increasingly doubtful. With this in
mind, it should be apparent that learning curves offer much in terms of
complementing many existing existing vocational evluation practices. They
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should not, however, be viewed as a substitution or replacement for existing
practices.

This monograph has presented a rationale for the integration of learning
curve technology into current vocational evaluation practice. Five different
approaches to learning curve utilization have also been described. They
range in complexity from Tillman's simple notion of constantly readminister-
ing a task and plotting performance until "peak performance" is achieved, to
sophisticated learning curve equations and the use of the microcomputer-based
Performance Analyzer and Enhancer.

Each of these techniques, while having significant limitations, also has much
to offer current vocational evaluaticn practice. However, learning curve
technology should be viewed as a complement to current vocational evaluation
practices. It provides an additional means for better understanding client
capabilities and limitations. Continued research and field-testing, along
with an increased emphasis among educators in providing training in learning
curve technology to professional evaluation personnel, will perhaps lead to a
wider use of learning curves in vocational evluation programs as well as
further refinement and improvement of many of the methods and techniques
presented in this monograph.
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APPENDIX A




Table to be Used When Calculating the
Hyperbolic Learning Curve Equation (Y = (LX)/(X - A))

X2 Y2 XY XY2 X2y

>
-

Values Used in the Calculation 1
1
1
i
1
I
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HAME © DA

DATE - 20775
TIME: & AM
THIE - MAIL SORT

SESSION MUMBER: 1

HUMEBER OF FIECES/AZSEMELY: 23
FIECEZ-ASSEMELIES FER 1F1HL= 1
HUMEER OF TEIALS: 25

FEEMIOUS TRIALS COMFLETED: O

HOEMATIYE BRZE LIME
TIME HOUEZ: 8
MIMUTEZ: 1

SECOHDE: 8
FER 1 FIECEZ-RAZZEMBLIES

STHMDARD TIME FOR OHE TEIAL. =B SECOMDES

SZTAMDARD TIME FOR OHE PIECESASSEMELY: &0 SECOMDE

FERFOREMAMIZE

MERM TIME FER TRIAL: 183.27v SECOMDS

MEAM TIME PEF FIECE<AZSEMELY: 183,87 SECOMDS
STAMDARD DEVIATION: V.28 SECONDS

MERM PERCEMT OF STRAMDRRD: 35.32 =

BUALITY

ITHCOREELT RESEMELIE=: 9
CORFECT MEAW TIME FERE TEIAL: 14-.uF SECONDS

CORREELT MEAW TIME PER RIECESRZSEMELY 1e52.3Y

ZORFECT MEAN FERCEMT OF STAMDARD: !3-&: -

SUMMARY
TOTAL TIME. 424s.85 SECOHDS
FASTEST TRIAL: 52,88 SECOMDS
SLOMWEST TRIAL: S&F.0l  SECOHDE
MERM OF THE FRZTEST ZE OFTHE TRIALT: 188,25
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MAME  DAH

DATE: Z/7/34 ZESSION MUMEER:
TIME: 1 FH

TRSE: MAIL SORT

o

HUMEBER OF FIECESAASSEMELY: 29
FIECEZ/RS E“ELIEJ PEE TFIHL 1
MUMEER. OF TRIALZ: =25

FREEVIOUS TRIALS COMFLETED: 29

HORMATIYE EBRSE LIHE

TIME HOURS: @
MIMUTES: 1
SECOMDS: &
FER 1 FIECEZSASSEMBELIES

STHHDARED TIME FOR OME TEIAL: £8 SECOMDE
STAHDARED TIME FOR OHE FIECESRSZEMELY: S8 SECOMDS

FERFORMAMCE

MEAH TIME FER TRIAL: 325,83 SEFHHDE

MEAM TIME FER FIECESASSEMELY: 235,85 SECOMDE
STHHDAED DEVIATION: 15,57 UEEUHDJ

MEAH FERCEWT OF STAMDARD: &52.74 &

BJALIT'

IHCOERECT QESEMBLIES:  1.88

CORREECT MEAM TIME PER TRIAL: 25, &5 SECOMDES

CORFECT MEAH TIME FER FPIECESAZSEMELY: 53,58 SECOMDS
CORRECT MERM FPERCEWT OF STAHDARD: £8.1% ®

\.U

SLIMMARY
TOTHL TIME: 2398,75 SECOHDS
FRSTEST TRIAL ™ 83.73 SECONDS
SLOMWE:ST TRIAL: 127,88 SECOMDS
MEHH QF THE FRZTEST 2@ OFTHE TRIALS: F@.3%  SECOHDS
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IDHTE 2070 SESSION MUMEER: 3
TIME: & PM

THZE S MAIL SORT

HUMEER OF FIECESSAZSEMEBLY: 23
FIECESCRSZEMELIES FEF TFIHL 1
HUMEER OF TRIALS: 25

FEEVIOUZ TRIALS COMFLETED- 5S4

HORMATIVE ERSE LIHE\

TIME HIIEZ: 8§
MIMUTES: 1
ZECOMDE: 8
FER 1 FIECESSFIZZEMELIES

SECOHDE

STHHDARD TIME FOR OHE TRIAL: S8
SEMBLY: &8 ZECONDS

ZTAHDARD TIME FOR OHE FIECEAAS

FERFORMANCE

MEAH TIME PER TRIAL: 24,25 SECOMDE

MERH TIME FPER PIEEE.HE?EHEL 24,28 SECONDS
STAHRRED DEVIHTION: 21,32 'EIUHDJ

MEAM FERCEMT OF STRMHDRRD: £2.82 8

RJALITY

IHLURREELT RSZEMELIES. &

COREECT MEARM TIME FER TRIAL: 24,23 EE'“HDJ

CORRECT MERN TIME FPER FIECESASZEMELY: 34,23 SECOHDG
LOFFECT MERM FERCEMT OF STRHDARD: Eu-b: o

SUMMARY
TOTHL TIME: 2337, <& SECOHDS
FAZTEST TRIAL- TE.5 SECOMDE

SLOMWEET TRIAL: 184.53  SECOMDE
MEAH OF THE FRSTEST 28X OFTHE TEIALL.  T3.3%  SEDONDS
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HAME DAl
DRTE: 3-5-54 SESSION MUMEER: 4
TIME: 18 F

TRSK. MAIL S0RT

HUMEER OF FIECESSRSSEMELY: &35
FIECEZ-<ASZEMBLIES FER TRIAL: 1
HUMEBER 0OF TRIALZ: 23

FREVIOE TRIALS COMFLETEDR: 73

HOEMATIVE ERSE LIME

TIME HOURS: @
MIMUTESZ: 1
SECOMDE: O
FER 1 FIECES-RZSZEMELIESD

STAHDARD TIME FOR OHE TRIAL: &8 SECOHDS
STAMDARD TIME FOR OHE FIECESASSEMELY: o8 SECOMDS

FERFORMANCE

MEAM TIME FER TREIAL: vd.34 SECOMIS

MEAN TIME FER PIECE<ASSEMELY: V4.34 ZECORIE
STAMUARD DEYIATION: 2,23 SECONDE

MEAH FERCENT OF STAMDARD: 28,7 &

RUALTTY

IHQORRECT RESEMELIES: @

CORRECT MERMW TIME FER TRIAL: 74,34 SECONDE

CORFECT MERM TIME FER FIECE<ASZEMELY - 74,34 SECOMDS
CORRECT MEAW FERCEMT OF STAHDARD: 28,7 &

SUMMAEY

TOTAL TIME  1232.88 SECONIDG

FRSTEST TRIAL: 52,33 SECOHDS

SLOMWEST TRIRL: 22,53 SECOMHDE

MEAN OF THE FRSTEST 8% OFTHE TRIALZ: E3.94  SECONDS
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