Evaluation Methods


The following is a collection of some of the methods people have mentioned or had experience using to help answer the question “how would we know when a lawyer performs well” on a particular component of practice.  We suggest these only for the purposes of seeding your own brainstorming about what kinds of tests, procedures, feedback collection mechanisms, etc. would help someone in a position to make a decision about whether or how to hire, promote, retain, or compensate a lawyer make a better decision. 


Think of Kent Walker's question:  How can I identify the 'great' lawyers who know how to give the best answers?  


1.  Judgment:  Interview test for entry-level lawyer (new graduate)

· Fact-scenario describing client situation (eg.  renewal of franchise agreement)

· Ask applicant to identify:  what does client want/need, set out a plan for what (one) issue he/she would focus on first, and strategy for initial steps in working on the client’s problem

· Looking for:  

· understanding of client's situation and context (time, goals)

· willingness to pick an issue to focus on

· judgment in choosing an issue

· understanding of need to ask questions, use resources

· [not treating this like a full-scale law school research memorandum assignment]

2.  Case analysis expertise and communication: Interview test for entry-level new graduate
· Given packet of cases (1 hour reading time) and client assignment [given a purpose for reading--see Christensen article]

· Prepare 1 page summary of key conclusions to brief senior attorney

· Looking for:

· understanding of cases

· attention to facts and relationship to client's situation

· willingness and ability to make judgments/reach conclusions

· willingness and ability to be concise

· good communication


3.  Numeracy:  Interview test for entry-level new graduate or junior associate on merit track
· Given balance sheet and case materials with alternative theories of damages

· Evaluate alternative theories of damages
4.  External training certification for junior-senior associate
    Eg.  Six Sigma, Project Management




5.  Review and grading of opened and closed files [Chartis:  See attached]
· 15% of attorney caseload, selected by attorney, manager and randomly

· Conducted by dedicated group of senior attorneys who meet calibrate standards

· 30 questions on 5 categories:  timeliness and completeness of initial case strategy and reporting milestones, appropriate addressing and resolution of legal, factual and procedural case issues; quality and timeliness of communications to client; manner in which case evaluated and moved to resolution; accuracy of timekeeping.

· 70% of evaluation for annual salary increase.
· Also used to select attorneys in outside firms that have implemented system for inclusion on case assignments


6.  Performance evaluation of performance by seniors and peers, others  
· Eg.  Grading sheet for clinical performance Tennessee, for legal profession class performance Indiana 360 Tool, Hadfield Teaching Goals [see attached]

· Periodic survey of peer and supervising attorneys for summative grading (eg. deficient, developing, competent, excellent] attorneys on competencies (eg. Analyzes voluminous information and identifies key issues); based on general recollection
· Post-matter interview of peer and supervising attorneys by third-party for evaluation of specific matter and behaviors with feedback on particulars (formative assessment) [eg.  on research assignment, presented 10 page memo at last minute instead of early-stage 2-3 sentence assessment allowing time for deeper inquiry of key partner concerns]

8. Rankings/ratings schemes for law firms/lawyers
· (Eg.) Beaton Report (Australia) ranking law firms on multiple criteria on percentile scale; based on client surveys/interviews

· (Eg.) ACC Value Challenge ratings 
9.  Public Case Presentations 
· Modeled on medical profession “mortality and morbidity” discussions
