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1. Introduction to Training Design in Lawyering Skills
Generally, effective legal trainings are usually well-designed and planned. The most effective trainings ideally constitute a part of a bigger framework of capacity building with concrete follow-up activities on evaluating and monitoring the use of legal knowledge, skills, and values acquired during such trainings.   In the field of practical legal skills, such programs should focus on not solely transmitting knowledge and information, but on combining a set of three elements: practical knowledge, skills, and values and attitudes
.  Only such combination has the capacity to transmit practical knowledge, build skills, and inculcate human rights lawyering values and attitudes.   

To ensure that trainings are designed to meet these outcomes and also the concrete needs of those to be trained, a process referred to as instructional design is used. Instructional design
 is the systematic process of designing education and training courses from start to finish by using adult learning theories and techniques
. While many trainers and instructors focus on the mere delivery of content, instructional design is concerned with what occurs before, during and after the actual training event. This systematic approach ensures that: 

· there is an expressed need for training, 

· the trainings are well-designed, 

· quality training materials are developed,

· trainings are conducted using appropriate strategies or approaches, and 

· trainings are properly evaluated through both immediate evaluation and further follow-up work on results.  
2. Training Design Phases  

There are numerous training design models. Most of these models contain five major phases: 

Phase 1: Analysis – assessment of training needs and the analysis of the content (knowledge, skills, values/attitudes);
Phase 2: Design – development of training syllabus, goals and objectives, and the outline and schedule;

Phase 3: Development – learning guide and checklist, requirements, and trainer and participants’ materials; 

Phase 4: Implementation/Delivery – conducting training
Phase 5: Evaluation and Follow-up – immediate post-training evaluation and on-the-job-performance effect of the training.

The training design process is illustrated below. Following this process, the designer incorporates the principles of adult learning and clinical approach to develop highly interactive, participant-centered lawyering trainings. A detailed description of the process and each phase follows the illustration below.  
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PHASE 1.   Analysis 

This phase is the foundation for all other phases. During this phase, one must define the current problems with the legal knowledge, skills, or values, research and identify the source of these problems and determine ways how the training can solve these problems.  The phase may include specific research techniques such as needs analysis, job and task analysis. The results of this phase will show the objectives of the training, and a list of tasks for the trainers. These results will be the basis for the Design phase. 

PHASE 2.  Design 

The Design phase focuses on planning a strategy for developing the training based on the results of the analysis. This phase involves creating the structure of the training. The training or course syllabus, specific objectives and the course outline and schedule should all be created. One important part of the design is to identify training methodology for each of the entire content and to estimate the approximate timing to deliver each component/session of the content.  These documents serve as a map for the delivery of training. 

It is critical that the training designer be very familiar with effective classroom and clinical training skills if s/he is going to be able to design interactive, participatory, competency-based courses. It is suggested that those involved in designing legal skills trainings and courses should first observe one or more skills courses (e.g., clinical legal trainings or other skills focused trainings on service provision) and attend a training skills course to help ensure that they are as familiar as possible with this approach to training.

PHASE 3. Development  

This phase builds on both the Analysis and Design phases. The purpose of this phase is to generate the concrete session/lesson plans and lesson materials (both direct and background). The focus is to finalize all the training documents to be used by faculty, trainers, and participants during the delivery of the training.   Such documents could include, among others, the competency-based learning guides and checklists, pre- and post-training questionnaires, trainer's notes, presentation plans, assignment sheets, case studies and role plays. In addition, all audio-visual supporting documentation should be developed here.  

PHASE 4. Implementation/Delivery 

This phase focuses on the actual delivery of the training or course. The main goal here is to effectively and efficiently deliver the content and the methodology of the training and to achieve the objectives set during design phase.  This means that the delivery must stimulate and promote participants’ understanding and motivation for the objectives of the instruction, their understanding and mastery of the content (knowledge, skills, values/attitudes), and participants’ transfer of acquired knowledge and skills from the training setting to the job setting. 

PHASE 5. Evaluation 

This phase measures the effectiveness and efficiency of the instruction during the training. Evaluation should actually occur throughout the entire process - within phases, between phases, and after delivery of the training. 
Evaluation may be ongoing and final.  Ongoing evaluation occurs during and in between phases. The purpose of this type of evaluation is to improve the training before the final is delivered.  Final evaluation usually occurs after the training was delivered. This type of evaluation assesses the overall effectiveness of the training - content, methodology and transfer of knowledge, skills and values, and usefulness for future work of participants. 

 
3. Training Checklist

As  with any event organization, the checklist proposed below is not an exhaustive list of minimum questions to be answered when planning, designing, organizing, and evaluating legal skills training workshops, courses, seminars.

The author combined this list from her previous practical experience in organizing such trainings. 

BEFORE THE TRAINING
1. Participants: Who are/should be the participants? How many? If selection is planned, what are the prerequisites and selection criteria? If no selection planned, what is participants’ profile – knowledge, specialization, experience?  What do/could they expect from the training? What should they expect from the training? 

2. Timing: When is the training planned? For how long – in hours of instruction?  
3. Content: What are the main knowledge and skills to be developed?  How much can be delivered during the training period? Who can deliver each session?  Who will be the coordinating trainer? What level of professional language should the training take on?  How much in detail should the content go?  
4. Schedule: How many sessions?  How many trainers? What is the overall methodology to be used by all trainers? What is the logical sequence for the agenda?  
5. Methodology: How much time should be allocated to plenary and how much to breakouts (individual or group work)?  Who from trainers will be responsible for the methodological review of each session? 
6. Materials:  what materials are needed for the preparation for training – background, and sent beforehand?  What materials are needed during the training – case studies, handouts, etc? Who is designing which materials? Who is proofreading and editing?  What will materials be presented – e.g. as a learning guide, bound book, reader?  
7. Location: Does the location of the venue allow for interactive work? 

8. Evaluation Prep:  What will be the main evaluation method?  How will the information be collected – oral or written or both? Who will design the questionnaire/assessment document?

DURING THE TRAINING

1. Trainers’ coordination: Do all trainers understand their individual and common role for achieving the outcomes for each session and training?  Do all participants have all the background and other handouts?  What types of debrief meetings are needed each day?
2. Time Management:  Who will keep the time each day?  How flexible the time could be for needs that may arise during sessions?
3. Logistics:  Who is the main contact person for trainers’ needs?  Who is the main contact for participants’ needs?  Are all logistical details provided to and understood by participants? 
4. Evaluation:  When will it be conducted?  How will the results be announced to participants and trainers?  How will they be used in the future? 
AFTER THE TRAINING 

1. Evaluation:  Analyze results of evaluation or assessment document. What other follow-up methods of assessing the use of knowledge and skills after the training are necessary? 
2. Dissemination of Results of Training:  What are the methods of multiplying the effect of the training among wider audience?  

END
Analyze Content: 


List knowledge


Identify skills


Analyze attitudes/values





Assess Training Needs: Who will be trained? What is the profile of participants?  Who will train?  What facilities are needed?








Design Syllabus:


Develop description


List main goals


List primary and secondary objectives


Develop evaluation criteria	





Design Outline: 


Select practical activities


Identify training methods


Select training materials


Allocate time under each objective and activity





Design Schedule: 


Identify days and times from outline 


Write brief description of each activity


Compile an agenda/program








Design Schedule: 


Identify days and times from outline 


Write brief description of each activity


Compile an agenda/program








Competency skills and Assessment Instruments: 


Develop a learning guide


Develop a checklist for competencies and assessment








Trainer and Participant materials:


Develop trainer’s notes, presentation plan, assignment sheet, case studies, role plays, etc.


Compile training manual





Conduct Training: 


Create positive climate


Use interactive techniques, audio-visuals


Coach in a clinical setting


Use learning guides and checklists


Provide for feedback from audience





Evaluate Training: 


Assess objectives and expectations 


Participants’ reaction


Assess learning and skills developed


Debrief on attitudes/values


Assess the effect of the training on perceptions change 





Feedback for future trainings and follow up:


Get a list of changes to be made


How will the knowledge, skills, and values be used in everyday work? 








� Document prepared by Mariana Berbec Rostas, program officer and legal skills trainer, Open Society Institute’s Human Rights and Governance Grants program, Budapest, October 2009. 


� A detailed list of lawyering skills and values can be found in the 1992 McCrate Report by the ABA and at: � HYPERLINK "http://www.kentlaw.edu/depts/cso/handouts/lawyeringskills.html" ��http://www.kentlaw.edu/depts/cso/handouts/lawyeringskills.html�. Last accessed on September 23, 2009. 


� For more on instructional design, please visit: � HYPERLINK "http://www.instructionaldesign.org" ��www.instructionaldesign.org� .  Last accessed on September 15, 2009. 


� Adult learning theories and techniques are also described under an alternative theory of adult learning called andragogy, developed by Malcom Knowles, Ph.D in 1973 and published in his book The Adult Learner: A Neglected Species. Building on the earlier work of Lindeman, Knowles asserted that adults require certain conditions to learn: (1) they need to know and be motivated in the need to learn; (2) their practical experience should be directly related to and should drive the learning process, (3) they need to receive guidelines on how to learn and to reflect on their achievements, and (4) they need to relate the information and skills to their daily work.   
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