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SECTION 1

EXECUTIVE SUMMARY
As one of 14 approved training sites in the state of Georgia, the General Civil Mediation Training and Practicum 
courses offered by the J.W. Fanning Institute for Leadership Development aim to prepare mediators to identify 
the conceptual and experiential circumstances of cooperative conflict resolution. The institute’s courses align 
with the standards set by the Georgia Office of Dispute Resolution (GODR), which require that mediators 
complete an approved 28-hour course and either observe five actual cases or complete a 12-hour observation 
course or practicum to register as a mediator in the state of Georgia.

500 67%
individuals have completed General Civil 
Mediation Training with the Fanning 
Institute since 2004

of those who have taken the course in 
the last five years have registered as a 
mediator in the state of Georgia

The institute’s current 28-hour training program for General Civil Mediation Training, as approved by 
the GODR, and the 12-hour practicum places a strong emphasis on experiential learning and role-
playing exercises.

100%97%
of participants in the last five years state 
that the sessions provided new and useful 
information

of participants in the last five years 
agree that they will put into practice 
something they learned in the session

One 2021 participant stated that “This should be a required life course. I see the training benefits for so many 
roles.”  

Another participant, this one from 2019, stated that “This mediation training made me aware of techniques 
that could benefit me in several areas of my own life.”

In addition, participants indicate that the training added value in networking, expanding law practice, excelling 
in work outside of the legal system, and improving listening and critical thinking skills. 

One participant said, “[I] Could not be successful without it. Each mediation has different issues and to be 
prepared for any situation additional knowledge from experienced mediators is so helpful.”

Participants are clear that mediation helps solve problems without the court with better outcomes and brings 
people together. 

23%26% of participants who conduct mediation 
training conduct at least one pro bono 
mediation service per year

of participants from the last five years 
conduct more than 25 mediations per year
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The purpose of the General Civil Mediation Training and Mediation Practicum courses offered by the J.W. 
Fanning Institute for Leadership Development is to prepare people  to identify the conceptual and experiential 
circumstances of cooperative conflict resolution. The Georgia Office of Dispute Resolution (GODR) requires 
that individuals complete an approved 28-hour course and either observe five actual cases or complete a 
12-hour observation course or practicum to register as a mediator – or neutral - in the state of Georgia. The
Fanning courses adopt the rules and policies of the GODR, which provides staffing for the Georgia Commission
on Dispute Resolution. Fanning provides one of 14 approved trainings in the state of Georgia.

The Fanning mediation courses align with the mission of the Georgia Commission on Dispute Resolution, 
which is to help the Georgia Supreme Court fulfill its Constitutional mandate to provide for the speedy, 
efficient, and inexpensive resolution of disputes and prosecutions in the judiciary. The Commission does 
this by managing a statewide system that offers true and effective alternatives to traditional litigation. Those 
alternatives – mediation, non-binding arbitration, and case evaluation – give Georgia litigants lower-cost 
choices for resolving their differences, and they help save scarce court resources for those cases that cannot be 
resolved without judge or jury.  The Fanning Institute has consistently had a faculty member approved as a 
trainer for these mediation courses and has trained over 500 participants since Fanning began offering the 
courses. This impact survey covers trainings from 2016 – 2021.

Participants in the General Civil Mediation Training course participate in 28 contact hours over three to four 
consecutive days, including homework activities. The curriculum contains the following topics: discourse, 
mediation as an alternative dispute resolution process, managing conflict in mediation, negotiation and 
problem solving, and developing a mediation plan and agreement.  This training is interactive and relies on 
role-play experiences to help participants understand the various components and skills required in mediation. 
Participants may choose to complete the GODR requirement by attending a follow-up practicum course, which 
meets over two days during the week following the General Civil Mediation Training course. 

During the course, each participant will be expected to: 
SECTION 2

ABOUT THE PROGRAM
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1. Identify discourse Define mediation as a process in which an impartial third
party facilitates communication and negotiation and 
promotes voluntary decision making by the parties to 
the dispute.
Describe mediation as an iterative process.
Identify the conceptual and experiential 
circumstances of cooperative conflict resolution.
Explain the way mediation fits into the overall 
scheme of Alternative Dispute Resolution (ADR).

2. Describe the 
way mediation 
fits into the 
overall scheme 
of Alternative 
Dispute 
Resolution 
(ADR).

Summarize the primary attributes of mediation as 
interest-based, facilitative, evaluative, and problem 
solving.
Describe a scenario where mediation is an 
appropriate response.
Explain the continuum of strategic choices 
available for managing conflict.

3. Apply mediation 
process to dispute 
resolution.

Formulate appropriate questions.
Apply mediation process to dispute resolution.
Define the role of the mediator as the focal point 
of the process.
Apply the proper communication skills for 
conflict management.
Describe effective anger management and other 
emotions during negotiations.

4. Analyze the 
degree of intensity 
throughout 
the phases of 
mediation.

Analyze the basis of conflict in terms of costs and 
benefits. Define conflict as a natural and necessary 
part of life.
Explain how one responds to conflict determines 
if the outcomes are constructive or obstructive.

5. Generate a 
mediation plan.

Identify some of the ethical and professioal 
issues surrounding the growing field of 
mediation.
Describe the cultural issues and concerns that 
impact the mediation process.
Demonstrate an effective use of the co-mediation 
model. Write effective agreements.

6. Evaluate the 
effectiveness of the 
mediation product 
and processes.

Evaluate the effectiveness of interest-based 
negotiation and problem solving.
Generate individual continuing education plan.

During the course, each participant will be expected to: 
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SECTION 3

METHODOLOGY
There are many challenges to measuring the success of a mediation training program, ranging from 
confidentiality concerns to legal restraints. Because of these challenges, Fanning will be evaluating the 
success of their program on three levels: 

1. How well our training model matches the recommended training model.
2. Participant satisfaction, as measured by the post-training and follow up surveys.
3. Percentage of participants that registered as mediators (neutrals).

While this is not a perfect gauge of program success, we find that it is the best benchmark to compare ourselves 
to. It measures levels of academic validity of training methods, training success as perceived by participants, 
and overall contribution to the mediation community.

Short Term (Evaluation)

Immediately following each training session from 2016 to 2021, participants were asked to complete a short 
survey, with 10 questions asking how much participants agree with a statement on a five-point scale, ranging 
from strongly agree to strongly disagree, followed by three (3) open response questions and one (1) optional 
section for other comments.  All multiple-choice questions were categorized into three categories: Objectives, 
Facilitators, and Learning and were recoded to favorable to least favorable responses. Open-ended questions 
were analyzed and placed in the best fitting domain with similar responses (for simpler analysis). These 
surveys evaluate the immediate short-term impact on the participants. 

Intermediate Outcomes (Survey)

Our intermediate-term analysis paints a picture of what participants go on to do after completing the training 
and how they view the impacts of the training and the mediation profession in their professional networks and 
their communities. The survey had 20 respondents, but most questions have about 15 responses. The questions 
have been divided into two sections: Participants Today (describing what the participants are doing) and 
Impact.

Long Term Impact (Literature Review and Identified Measurements)

Measuring the long-term impact of mediation training is filled with many challenges. Fanning is in the process 
of developing indicators of long-term success. In our review of scholarly literature, we cited six academic 
articles to develop our measure of evaluating the success of the training program. 
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Short Term (Evaluation)

Objectives: These questions measure how well the session conveyed and accomplished its principal and 
secondary goals: to educate respondents about general/civic mediation best practices and strategies, or in some 
cases, best practices and strategies in mediation, including domestic violence victims or situations. Overall, 
respondents found that the session tended to meet its overall goals and objectives, with 88.4% of all responses 
being the most favorable in this category. Only one (1) response of 526 total responses for these five questions 
was negative (disagree). The most favorable question was Question 8 (“This session was worth the time I 
invested”), with 96.1% of respondents “strongly agreeing,” and the least favorable statement was Question 7 
(“The delivery methods of the material contributed to effective learning.”), with only 81.9% of respondents 
“strongly agreeing” with the statement.

Questions and Responses

Total: Objective Questions

TOTAL
Count Percentage

Strongly Agree (4) 465 88.4%
Agree (3) 60 11.4%
Disagree (2) 1 0.2%
Strongly Disagree 
(1) 0 0.0%
Total (N) 526

Question 1: Session goals and objectives were clear.

Question 1
Count Percentage

Strongly Agree (4) 92 86.8%
Agree (3) 14 13.2%
Disagree (2) 0 0.0%
Strongly Disagree 
(1) 0 0.0%
Total (N) 106

SECTION 4

RESULTS & FINDINGS
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Question 2: The session provided new/useful information. 

Question 2 

Count 
Percent- 
age 

Strongly Agree (4) 90 84.9% 
Agree (3) 16 15.1% 
Disagree (2) 0 0.0% 
Strongly Disagree 
(1) 0 0.0% 

Total (N) 106 

Question 6: The amount of material covered in this session was appropriate. 

Question 6 
Count Percentage 

Strongly Agree (4) 90 92.5% 
Agree (3) 8 7.5% 
Disagree (2) 0 0.0% 
Strongly 
Disagree (1) 0 0.0% 
Total (N) 106 

Question 7: The delivery methods of the material contributed to effective learning. 

Question 7 
Count Percentage 

Strongly Agree (4) 86 81.9% 
Agree (3) 18 17.0% 
Disagree (2) 1 0.9% 
Strongly 
Disagree (1) 0 0.0% 
Total (N) 105 

Question 8: This session was worth the time I invested. 

Question 8 
Count Percentage 

Strongly Agree (4) 99 96.1 % 
Agree (3) 4 3.8% 
Disagree (2) 0 0.0% 
Strongly Disagree 
(1) 0 0.0% 
Total (N) 104 
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Facilitator: These questions measure the preparedness, knowledgeableness, and overall effectiveness of the 
facilitator. All sessions were primarily led by a Fanning Institute faculty member, with various practitioners 
and experts assisting in different sessions. The overall satisfaction with the facilitators was strong, with 90.1% 
of all responses being the most positive response. Question 5 (“The facilitator(s) encouraged an exchange of 
ideas and experiences.”) was the most agreeable question, with 96.1% of responses being “Strongly agree.” 
In contrast, the least agreeable statement came from Question 4 (“Enough time was allocated to cover the 
material outlined for this session.”), with 81.9% choosing “Strongly agree.” This is question scored 
significantly lower than the other two and brings down the overall percentage of the total considerably, 
indicating that the classes may not be long enough or contain too much information for the time allocated. 

Questions and Responses 

Total: Facilitator Questions 

TOTAL 
Count Percentage 

Strongly Agree (4) 283 90.1% 
Agree (3) 30 9.6% 
Disagree (2) 1 0.3% 
Strongly Disagree 
(1) 0 0.0% 
Total (N) 314 

Question 3: The facilitator(s) was/were well prepared and presented the content in a 

professional manner. 

Question 3 

Count Percentage 
Strongly Agree (4) 98 92.5% 
Agree (3) 8 7.5% 
Disagree (2) 0 0.0% 
Strongly Disagree 
(1) 0 0.0% 

Total (N) 106 

Question 4: Enough time was allotted to cover the materials outlined for this session. 

Question 4 
Count Percentage 

Strongly Agree (4) 86 81.9% 
Agree (3) 18 17.1% 
Disagree (2) 1 1.0% 
Strongly Disagree 
(1) 0 0.0% 

Total (N) 105 
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Question 5: The Facilitator(s) encouraged an exchange of different ideas and experiences. 

Question 5 

Count Percentage 

Strongly Agree (4) 99 96.1% 

Agree (3) 4 3.9% 

Disagree (2) 0 0.0% 

Strongly Disagree 
(1) 0 0.0% 

Total (N) 103 

Learning: This category is only being measured by Question 9 (“Within twelve months, I plan on 
putting into practice something I learned from this session.”). This section is the lowest out of the three 
categories, however, 85% of respondents still chose the most positive option. This lower rating could 
also be because not all participants are professional mediators and were simply interested in the topic. 
Others could have participated in the training for educational purposes and not plan to actually use the 
skills developed through the mediation training. 

Questions and Responses 

Question 9 and Total (Learning): Within twelve months, I plan on putting into practice 

something I learned from this session. 

Question 9/Total 
Count Percentage 

Strongly Agree (4) 91 85.0% 
Agree (3) 13 12.1% 
Disagree (2) 3 2.8% 
Strongly 
Disagree (1) 0 0.0% 
Total (N) 107 

Open-Ended: There were three open ended questions: (11) “What did you find to be the most useful part 
of today’s session?”, (12) “An Important key takeaway was…”, and (15) “Other Comments:”. These 
responses painted common themes for each question: 

(11) : The role play exercises were by far the most mentioned as the most useful part of the day
sessions, and general discussion and ethics considerations were similarly mentioned.

(12) : There was no one definitive answer for Question 12, however, there were three common
occurrences that stood out: The importance of confidentiality and neutrality, a stronger understanding
of mediation best practices, and that there is no “one right way” to mediate.
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(13): Almost all responses to 13 (which was optional at the end of the survey), was directed at how 
great Fanning faculty was at leading the facilitation. There were a few comments about the 
parking situation, and a few mentioning how much they appreciated the online option of training, 
and that they could were thankful that they were able to participate even though they were not in 
close geographic proximity to UGA.

Quotes

“This should be a required life course. I see the training benefits for so many roles.” -2021 Participant

“It was a great introduction and exposure to the key areas of general civil mediation under the leadership of 
very gifted, seasoned professionals.” -2021 Participant

“Raye’s (The faculty’s) depth of knowledge and comfort with teaching smart people- it’s not always easy to 
teach attorneys! She had a great control of the subject matter.”-2016 Participant

“This mediation training made me aware of techniques that could benefit me in several areas of my own life.”-
2019 Participant

“[I] emerged with actual skills, a tremendous set of materials, a new set of colleagues, and plentiful 
information.” -2019 Participant 

Intermediate Outcomes (Survey)

Participants: This section will describe the participants in terms of how they are involved in mediation, how 
often they do it, the types of clienteles they serve, etc.

Questions and Responses

Question 3: After completing Fanning’s Mediation Training, did you register as a mediator 
(neutral) in the state of Georgia? 

No: 33.3%
Yes: 66.7%
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Question 5: Currently, I am practicing as a: 

Question 6: On average, how many mediations do you conduct a year?  

Number of Mediations Percent of Responses
0 33.3%
1-10 40.0%
11-25 0%
26-50 13%
51-75 0%
76-100 6.7%
100+ 6.7%

Question 7: What percentage of your mediations are from Court ADR Programs? 

Percentage of Mediations Percentage of Responses
0% 50%
39% 10%
95% 10%
100% 30%
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Question 8: How much of your mediation experience in any role has dealt with the following 
subjects? (The percentages must add up to 100). Mean Percentage:

Question 9: How many times per year do you provide mediation services pro bono?

Response Percentage of Responses
0 76.9%
1-5 15.4%
6-10 7.7%
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Question 10: From whom do you receive referrals for mediation? Please check all that apply: 

Question 11: Select the settings in which you have provided mediation services. Please check all 
that apply: 

Impact: This section, comprised completely of open-ended questions, is designed to measure the impact of 
the training and mediation in general to the respondents and the communities of which the respondents are 
a part of. 
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Question 4: What is one takeaway from the Fanning’s Mediation Training that has had an 
impact on you? Responses vary and generally relate to learning new skills. “I’ve learned a lot about listening 
and evaluating options. I’ve met many very good people and I feel I have a set of skills that are helpful.” 

Question 13: How has your participation in the mediation training added value to your work 
and community network? Responses indicated that it added value in networking, expanding law practice, 
excelling in work outside of the legal system, and improving listening and critical thinking skills. “[I] Could not 
be successful without it. Each mediation has different issues and to be prepared for any situation additional 
knowledge from experienced mediators is so helpful.” 

Question 14: In your experience, what is the impact that mediation has within the community? 
In other words, how does the community benefit by having skilled mediators?
Responses indicate that mediation helps solve problems without the court with better outcomes, brings people 
together. “I think mediation provides great value in the community. Individuals should realize that there are 
alternative choices where they can have help to reach their own settlements/resolutions.”  
 “Brings people together to overcome challenges and estrangement in a safe environment. This creates unity in 
the community that would probably not otherwise exist.” 

Long Term Impact (Literature Review and Identified Measurements)

History of Mediation in the United States

Mediation in the United States began in the early 1900s as a means to resolve disputes between labor unions 
and corporations. As employees began to unionize in the late 1800s against large companies, there became 
a need to help the two parties reach agreements. In 1913, the United States Secretary of Labor appointed the 
Commissioners of Conciliation, tasked with guiding the two parties towards resolution. Years later, in 1935, 
Congress passed the National Labor Relations Act, which institutionalized collective bargaining for labor 
unions. With the rise of unions and collective bargaining, so came the rise of disputes and the need of dispute 
resolution between the companies and employees. To meet this need, the Federal Mediation and Conciliation 
Service was formed in 1946 to formally mediate the differences of Labor Unions and Management. While 
mediation had yet to breach the courts, it was becoming widespread and common in the private sector, laying a 
strong foundation and legacy of success for mediation's inclusion as an alternative to legal proceedings.

The Civil Rights movement of the 1960s led to disputes over a variety of issues, notably education and housing 
in large cities. In some cases, protests and police responses turned into violent conflict, so mediators were 
utilized to bring activists and officials together to find a solution. In 1964, the Department of Justice created 
the Community Relation Service to provide trained mediators to these tense situations. At this point, 
mediators were beginning to move from only operating in the private sector towards managing public disputes. 
During the same period, courts experienced an increased amount of minor criminal or civil cases. While 
traditionally these disputes were informally “mediated” by friends or family members, urbanization and 
population movement in the 1960s led people to the courts to seek a legal remedy, as they were no longer 
around family and close friends that could handle such disputes. In response to this large increase in minor 
caseloads, courts began seeking other means of finding resolutions to the conflicts (Saul 2012)1. In 1969, the 
city of Columbus, Ohio created the first court-sponsored mediation program. Courts would refer applicable 
cases to mediation. Eventually, this practice was adopted across the country and by the mid-1970s, mediations 
were an accessible alternative option for most metropolitan legal jurisdictions. In 1976, United States Chief

1 Judi th A. Saul, The Legal and Cultural Roots of Mediation in the United States, Op. J., Vol. 1/2012, Paper n. 8, pp. 1 - 12, 
http://lider-lab.sssup.it/opinio, online publication August 2012.
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Justice Berger brought together legal scholars of the day to discuss the growing burden of the administration 
of justice (known as the Pound Conference). One of the addresses introduced the idea of using “multi-door 
court room,” that is a court room that use multiple modes of addressing differing court cases. For example, a 
divorce dispute could be adequately handled through mediation in most cases, so instead of using the court 
room for proceeding, the case would first be handled through mediation. This helps alleviate the courtroom 
calendar and expenses associated with conducting hearings and trials. Intrigued with the concept, Chief Judge 
Moultrie of the D.C. Superior Court implemented this concept in Washington, D.C. After seeing the success of 
D.C.’s multi-door program, many federal district courts began to implement similar ideas in their own
jurisdictions. Today, almost every Federal District Court offers some form of alternative dispute resolution;
one of the most common methods being meditation. Many states and localities have also adopted the program,
making it common and accessible all over the United States (Kessler and Finkelstein 1988)2.

Importance of Mediation

Mediation and mediation trainings have a wide variety of uses in society. First and foremost, mediation and 
other Alternative Dispute Resolution (ADR) methods help alleviate the unmet needs of the judicial system, 
tend to lead more satisfactory outcomes, are more expeditious than the alternatives, and have other benefits 
depending on the context (Stipanowich 2004)3. It is cheaper and quicker for the client and allows both parties 
to help dictate the terms of the agreement while empowering both parties, leading to an acknowledgement 
of responsibility, and earning an overall higher satisfaction rate than traditional court dispute resolution 
(Charkoudian et al 2017)4.

The economic impact of mediation can not be understated. Traditional dispute resolution through a courtroom 
often takes 15-17 months longer than mediation and even longer if there is an appeal. The inefficiency of the 
courts takes its tole on citizens, both financially (more legal fees) and emotionally (prolonged conflict, anxiety 
associated with court appearances, uncertainty of outcome, and lack of control of the process). In business 
disputes, this uncertainty encourages companies to conserve resources when a major dispute is ongoing in the 
case that they lose and must pay a large sum. Weinstein (2017) found that this behavior-changing uncertainty 
caused over $30 billion of loss in California over the course of 4 years. Individual companies may also seek to 
avoid public scrutiny associated with high profile lawsuits, reinforcing mediation’s importance.5 Another study 
indicates that one company’s average settlement for a lawsuit was about $68,000, but after implementing an 
extensive mediation policy in disputes, the average settlement was about $20,000.6 These eye-catching studies 
illustrate the impact that mediation has on both individual citizens and private sector firms. By embracing 
mediation, companies and people can save thousands of dollars.

2 Gladys Kessler & Linda J. Finkelstein, The Evolution of a Multi-Door Courthouse, 37 Cath. U. L. Rev. 577 (1988).
3 Stip anowich, T. J. (2004). ADR and the “Vanishing Trial”: the growth and impact of “Alternative Dispute Resolution”. Journal 
of Empirical Legal Studies, 1(3), 843-912.
4 Ch arkoudian, L., Eisenberg, D.T. and Walter, J.L. (2017), What Difference Does ADR Make? Comparison of ADR and Trial 
Outcomes in Small Claims Court. Conflict Resolution Quarterly, 35: 7-45. https://doi.org/10.1002/crq.21197

5  Weinstein, R. (2017, Marc). Efficiency and Economic Benefits of Dispute Resolution through Arbitration Compared with U.S. 

District Court Proceedings Micronomics Economic Research and Consulting.
6  Mallick, D. L. (2013, November 24). U.S. corporations should implement in-house mediation programs into their business plans 
to resolve disputes. Harvard Negotiation Law Review. Retrieved February 28, 2022, from https://www.hnlr.org/2009/03/us-corporations-
should-implement-in-house-mediation-programs-into-their-business-plans-to-resolve-disputes/
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In non-legal situations, ADR and Mediation trainings develop important skills such as listening, problem-
solving, and verbal and non-verbal communication skills. As such, it has many uses in the private sector for 
internal dispute resolution and can help with individuals reach a resolution (Stipanowich 2004)2. The trainings 
can also be useful for youth and law students, as it helps to develop and strengthen “social–emotional habits 
and communication skills that help to prevent underlying causes of stress and mental health problems.” 
Individuals who develop the three competencies of mediation (social-emotional learning, mindfulness, 
emotional regulations) will have positive impacts on the individual and those around them (Malizia et al 
2018)7. Not only can mediation trainings help prepare an individual to facilitate mediations but can also 
strengthen mental health and develop interpersonal skills.  

Training Best Practices

While mediation itself has been the subject of extensive study, the training and preparation of the mediators 
has received little attention (Moon et al 2021; Devinatz 2018)8, 9. A few different articles have laid out a 
blueprint for a successful training. The standard for mediation training seems to about 40 hours of instruction, 
with supplemental reading and training available for specific sub-fields of mediation (Moon 2021). While 
some trainings focus more on the lecture and experience portions of the training, others focus more on the 
literature and individual work. There is also what one could describe as a “manual model” which requires 
participants to read a “how to guide” with less interpersonal training (Applegate et al 2021). While this 
approach may be more practical during the pandemic and with many trainings taking place in an online 
platform, it does not seem to be as effective as other trainings. Moon conducted an online survey to training 
participants who had recently completed training and completed at least one mediation, with the results 
strongly supporting the importance of the role-play exercises. The importance of these exercises is key, as they 
help trainees bridge the gap between practice and theory. The survey uncovered that while mediators felt 
prepared, there were still many unpredictable and unnerving facets of a live mediation. They indicated that the 
simulations helped prepare them for these unpredictable facets, but that more could have been better. The 
survey indicated that no matter the exact type of training and amount of role playing, there could always be 
more (Devinatz 2018; Moon 2021; Applegate 2021)10. Similarly, role playing is even more important to virtual 
trainings (Moon 2021).

7  Malizia, D. A., & Jameson, J. K. (2018). Hidden in plain view: The impact of mediation on the mediator and implications for 
conflict resolution education. Conflict resolution quarterly, 35(3), 301-318
8 Moon, C. A., Raines, S. S., & Brelland, L. (2021). First-time mediator stories Keys to better training and mediator prepara-
tion. Mediation Theory & Practice, 6(1), 7–19. https://doi.org/10.1558/mtp.21251
9  Devinatz, Victor G.. In: Employee responsibilities and rights journal. 30(3):181-201; Netherlands: Springer Nature, 2018.
10  Applegate, A. G., Beck, C. J., Adams, J. M., Rossi, F. S., & Holtzworth-Munroe, A. (2021). Preparing Mediators to Mediate 
Cases Reporting High IPV in a Randomized Controlled Trial: The Importance of a Mediation Manual, Training, and Consulta-
tion. Family Court Review, 59(4), 725–740.
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SECTION 5

DISCUSSION
Fanning is currently using a 28-hour training program for General Civil Mediation Training as approved by the 
GODR as well as the 12-hour practicum that also meets most of the training recommendations from literature. 
There is a strong emphasis on experiential learning and role-playing exercises, as encouraged in the academic 
literature. In addition, Fanning’s program meets all Georgia requirements to register as a mediator – or neutral 
– with the Georgia Office of Dispute Resolution. Fanning focuses on a generalist training, and to register as
specialist mediator (i.e. Family Mediator), additional training is required. While Fanning does not usually offer
this additional training, it is equipped to and has in the past. Because Fanning meets the recommended
requirements laid out in literature for a successful training and the surveys indicate strong participant
satisfaction, Fanning’s mediation training is successful in the short and intermediate timeframes in preparing
participants for mediation.

Fanning‘s mediation training is well received by participants. In the initial post-training survey, 88.6% of 
all 947 multiple choice responses were the most favorable response possible across all categories, with the 
category of facilitators receiving the best score. The second survey, whose respondents were of a diverse 
background ranging from professional mediators to those personally interested, individuals who conduct from 
1-100 mediations per year, and those who took their first mediation training with Fanning over 10 years ago to
as recent as 2019, indicated that many of the participants of the training are still active mediators today. While
the “Impact” section of the second survey was open-ended, it provided a strong insight into what the training
and mediation in general means to respondents and their communities. Respondents were better able to
describe the impact of the practice of the mediation on the community than the training on their own
development. Many of the open-ended questions were positive overall, citing program strengths such as how
great the facilitator was or how many of the skills are applicable outside of mediation, but there were some
responses that indicated not all participants were able to use or take advantage of what they have learned
(question 13). While the initial survey did leave a space for comments and suggestions, there were no
substantive suggestions for improving the course besides stylistic recommendations related to logistics.

To register as a mediator – or neutral –  in the state of Georgia, an individual must complete an approved 
28-hour training course and complete an additional 12-hour observation course for a total of 40 hours.
The mission of the mediation program is “to prepare mediators to identify the conceptual and experiential
circumstances of cooperative conflict resolution. This course adheres to the Model Standards of Conduct for
Mediators as adopted by the Association for Conflict Resolution.” Therefore, the training is designed to meet
the state requirements and provide a strong foundation for mediators. The training is one of two pre-approved
programs in Athens and one of 14 in the state of Georgia listed on the Georgia Office of Dispute Resolution
(GODR) website. As such, it is filling a major need in the state. Our surveys indicate that about 66% of our
participants will on register with GODR. In additional analysis, cross-referencing a participant list against the
GODR registry, about 44% of participant’s names were listed as GODR neutrals. While this number is
significantly lower than the survey indicated, the list of names included 170 participants from 2011-2019. That
number may be lower because individuals may no longer be active/did not renew their registration/retired,
practice in other areas, mediate outside of court systems, or had name changes. With these constraints in mind,
we can expect between 44% and 66% of our participants to register as mediators, with a mean of about 55%.
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It is also of note, as point out in the “History” and “Importance” sections that there are many uses of 
mediation skill beyond ADR and the legal setting. Many companies and organizations still use and encourage 
mediation skills to improve company operations and manage both internal and external conflict. 

Overall, the mediation program, at least according to the 21 responses to the secondary survey, appears 
successful at impacting individuals and their communities and is equipping mediators for success in the legal/
public sector and private sector. For years, this training has prepared participants to be successful mediators 
for both professionals and those with a broad interest in the practice, while developing a skillset that can be 
used in many aspects of one’s life. In addition to equipping participants with the tools that they need to be 
strong mediators and conflict resolvers, it also highlights the importance of mediation and the benefits that it 
can have to individuals, the judicial system, and society.

SECTION 6

IMPLICATIONS & NEXT STEPS
Implications for future program evaluation and impact study efforts for the General Civil Mediation Training 
Program include:

1. To identify at the start of the training the motivation as to why people are taking the course.
2. To continue researching the impact of mediation training on individuals and communities.
3. To identify a better mechanism to gather information on participants becoming registered mediators.
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