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Successful Projects Begin Second Year-
JEAEP Update JERIIT 

T he Judicial Education/ Adult 
Education Project OEAEP) as

sisted 12 judicial organizations dur
ing 1990 throughjEAEP's Technical 
Assistance Consulting Service. 

jEAEP will disseminate executive 
summaries of the 12 consultations to 
every NASjE member and to the 
state court administrator and chief 
justice of every state. Furthermore, 
any additional products that are pro
duced through these consultations 
will be made available to interested 
persons. 

Alabama Judicial Co/lege. A con
sultant provided a workshop on the 
Kolb Learning Model and abilities 
training as it applies to judicial edu
cation. 

Arkansas Administrative Office of 
the Courts. A consultant assisted in 
developing evaluation strategies and 
instruments for use in judicial edu
cation programs and helped evalu
ate the usefulness of these instru
ments. Instruments are currently be
ing pilot tested. 

Colorado Judicial Department. In 
this consultation, guidelines and ap
propriate materials were developed 
for a mentor program for judges in 
Colorado. 

Florida Administrative Office of the 
Courts, Eleventh Judicial Circuit. A 
training program was developed for 
law students who wish to function 
as law clerks for state court judges. 
The consultation included an evalua
tion of the current program and.a 
suggested revised curriculum. 

Georgia Institute for Continuing Ju
dicial Education. A consultant pro
vided assistance in the development 
of a long-range curriculum for juve
nile judges in Georgia. Additionally, 
preliminary development was pro
vided for an orientation program for 
these judges. 

Hawaii Judicial Education· Project. 
A consultant provided an in-depth 
report and recommendations for the 
establishment of a permanent judi
cial education office for the state. 

continued on page 6 

The JERITI Project is a clearing
house for information on continu
ing education programs for judges 
and court personnel. We gather in
formation from throughout the na
tion and disseminate it to judicial 
educators through regular publica
tions and specialized searches. 

-JERITI Bulletin (Vol. 1, No. 1) 

F unded by the State Justice Insti
tute, the Judicial Education Re

search, Information, and Technical 
Transfer OERITT) project is the ulti
mate evolution of the NASjE data 
bank. jERITT databases include in
formation on judicial education pro
grams, judicial educators, judicial 
education grants and grant product 
summaries, bibliographies, and judi
cial education organizations. Regu
lar jERITT publications include the 

jERITT Bu/letin, program summaries, 
the Issues and Trends Annual, the 
Grant Awards Sourcebook, and mono
graphs. 

continued on page 6 

NCSC Direct Technical Assistance Programs 
T he National Center for State 

Courts provides expert assis
tance to courts or states that have re
quested help with specific problems 
or needs. Assistance is provided di
rectly to the courts either free or un
der contract. The National Center 
coordinates technical assistance 
projects to the states through its four 
regional offices, which are located in 
Andover, Massachusetts; 

Williamsburg, Virginia; Overland 
Park, Kansas; and San Francisco, 
California. 

The regional offices are staffed by 
persons with specific knowledge of 
the courts in their region as well as a 
broad knowledge of court adminis
tration. Over the past two years, 
they have worked on more than 160 
technical assistance projects dealing 
with almost every aspect of judicial 

administration. The following 
projects illustrate their work. 

• At the request of the Illinois AOC, 
the National Center assessed the 
automation requirements of the 
lllinois circuit courts. Center staff 
reviewed case-processing proce
dures, analyzed both current and 
future automation requirements, 

continued on page 8 
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Judge/Clerk Teams 
Involved in Rural Justice 

Center Project 
L imited jurisdiction judge/ clerk 

teams recently participated in a 
two-phase project conducted by the 
Rural Justice Center and funded by 
the State Justice Institute. 

As part of the first phase, judge/ 
clerk teams from ten Ohio jurisdic
tions identified problems within 
their courts in such areas as judicial 
independence, handling ethical is
sues, ensuring due process with lim
ited resources, and improving team
work. Next, each of the teams de
signed a practicum to address their 
problems, returned to their courts, 
and implemented the project-sug
gested reforms. 

In the second phase, the teams as
sessed and reported the progress 
they had made in implementing the 

BOOK REVIEW 

M arlene Wilson's book The 
Effective Management of Vol

unteer Programs is, in a word, 
practical. Don't let the word "vol
unteer" distract you. Every judge 
who works for you is a volunteer. 
Marlene creates a very readable 
book by combining theories and 
practices from the behavioral sci
ences with the fields of business 
and communications. 

Using her expertise in person
nel administration and volunteer 
management, Marlene explores 
the manager's relationship with 
the organizational climate. Once 
needs are assessed, the next steps 
(Ire designing jobs and recruiting 
for those jobs. Marlene raises 
questions that encourage the 
reader to reflect before acting. 
For instance, she asks in chapter 
10: 
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reforms suggested by their 
practicum. 

The Rural Justice Center is revis
ing the curriculum of the two-phase 
project, based on evaluations of the 
field test. The center will dissemi
nate the final curriculum to state, lo
cal, and national judicial education 
organizations. 

Founded in 1982, the Rural Justice 
Center is a national organization that 
addresses the special needs of rural 
courts. The center has three comple
mentary program areas: education, 
rural court support, and community 
assistance. For more information, 
contact the Rural Justice Center, R D 
Birch Hill, North Conway, New 
Hampshire 03860 .• 

Are my volunteer jobs interest
ing and challenging enough to 
hold people in them? Then ask 
the volunteers who are doing 
the job and listen carefully to 
what they suggest. Together 
re-think that position and see if 
there are ways it might be en
larged or enriched and most 
importantly, made more fun. 
(Staff and clients should be in
cluded in this as well.) 

Marlene encourages an exami
nation of all the players-first 
group by group, then together
in an attempt to blend their sepa
rate talents into a whole that is 
greater and more enriched than 
its parts. 

Published by Volunteer Man
agement Associates, 1976. Boul
der, Colorado 80302 .• 



NASjENews Spring 1991 

San Antonio Hosts 
'91 Annual Conference 

A re you seeking a way to rejuve
nate, refresh, and renew your 

passion for education in the jUdicial 
environment? Join your colleagues 
in San Antonio for the 1991 NASjE 
annual conference Do not let 
money, time, or other obligations 
keep you from participating in this 
important event. 

Picture this. You are poised on 
the gently flowing San Antonio 
River and basking in the autumn 
Texas sun. Your colleagues are gath
ering to discuss the state of judicial 
system education, explore the many 
resources to make programs flourish 
in tough times, learn how to develop 
programs for attitudinal learning, in-

crease confidence when negotiating 
with hotels, learn how to harness 
leadership abilities, and renew old 
friendships and make new ones. 

If this is sounds appealing, read 
on. The agenda outlines an educa
tional conference that should not be 
missed and provides important lo
gistical details . •  

Conference Agenda 
Sunday, October 13 

Morning Orientation to NASIE Goals and 
Services 

Objective: To orient the new or relatively new 
members to the history, services, 
growth, and goals of the association. 

Faculty: Rita Stratton 
Past President, NASjE 
Manager, Education Services, 
Administrative Office of the Courts, 
Kentucky 

Afternoon Conference Registration 
Welcome and Reception 

Presiding: Dr. Jerry K. Beatty 
President, NASjE 
Executive Director, Judicial Education 
and Planning, Iowa 

Monday, October 14 

Morning NASIE Annual Business Meeting 

Presiding: President Beatty 

Conference Overview 

What's Buggin' Me: A Systematic 
Approach to Problem Solving 
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Objectives: 1. Each participant will solve at least 
one judicial education-related 
problem he or she faces through 
participation in a group problem
solving exercise. 

2. Each participant will assist at least 
seven other educators in solving 
their judicial education problems. 

3. Each participant will identify and 
meet at least seven other educa
tors to establish networks for 
consultation, problem solving, 
and social interaction. 

Faculty: Laurence B. Stone 
Director, Ohio Judicial College 

Leadership, Image and Innovation 

Objectives: At the conclusion of this session 
participants will be able to: 

1. Describe leadership roles and 
styles as they apply to judicial 
educators within their states and 
nationally. 

2. Identify innovative possibilities 
and resources. 

3. Develop action plans for taking 
active leadership roles in their 
organizations. 

continued on next page 
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Faculty: 03 Jump-Starting the Newer Judicial Dr. Nonna Barr Session A: 
Barr and Barr Consultants Educator (0-3 years experience) 

Afternoon Sharing Innovations and Ideas Objective: Each participant will leave this 
session with an outline of a strategic 

Description: Participants will select three timely, plan to assure continued support 
20-minute presentations from a and funds for their education 
menu of 12 topics. This component programs and the methodology to 
replaces the "Hot Topics" presented implement the plan. The group will 
at previous NASjE conferences. analyze existing organizational 

structure, such as budgeting, tradi-
Faculty: To be announced tional and alternative funding 

sources, personnel, and authority. 
Judicial Education Technical Assis-
tance OET A) Consortium Reports Faculty: Anthony B. Fisser, Esq. 

Director, Continuing Education 
Objective: Participants will learn how to use the Connecticut Judicial Department 

services of the JET A consortium 
projects: Judicial Education Adult Dr. John K. Hudzik 
Education Project OEAEP); the Professor, School of Criminal Justice 
Judicial Education Reference, Assistant Dean, College of Social 
Infonnation, and Technical Transfer Science, Michigan State University 
Project OERITI), and the Leadership 
Institute in Judicial Education (L1jE). Virginia Leavitt 

Training Administrator 
Faculty: jEAEP Colorado Judicial Department 

Richard D. Reaves, Esq. 
Project Advisor Michael Runner, Esq. 

Assistant Director 
Dr. Diane E. Tallman California Center for Judicial Educa-
Project Manager tion and Research 

jERITI Rita Stratton 
Dr. Dennis W. Catlin Manager, Education Services, 
Principal Investigator Administrative Office of Courts-

Kentucky 
Dr. John K. Hudzik 
Project Director Session B: Designing Education to Promote 

Attitudinal Change 
L1jE 
Dr. Chuck Claxton Objectives: At the end of this session.partici-
Director pants will be able to: 

Marilyn Nejelski 
Principal Project Coordinator 

1. Incorporate attitudinal objectives 
into their adult education curricu-
lum . 

Evening Conference Banquet 2. Explore and resolve special 
problems that impede attitudinal 

Tuesday, October 15 
Faculty: 

learning. 

Dr. Chuck Claxton 
Sessions A through 0 are concurrent seven-hour Director, L1JE 
programs. Participants will pre-register for the 
session of their choice. Session C: Enriching the Seasoned Educator 

4 
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Objectives: At the conclusion of this session, 
participants will be able to: 

1. Recognize signs of educator 
fatigue or burnout. 

2. Identify areas for potential 
professional growth and re
sources to achieve it. 

3. Develop a self-action plan. 

Faculty: Dr. Paul Preston 
Preston, McTavish and Company 

Session D: Skill Enhancement for Meeting 
Planners 

Objectives: Meeting planners and coordinators 
will learn how to enhance their 
negotiation skills, improve food and 
beverage planning, identify and 
solve common problems with hotel 
contracts, and share practical tips 
and tools for planning a successful 
meeting or program. 

Faculty: John Meeks, Esq. 
Program Attorney 
Office of the State Courts Adminis
trator, Florida 

Blan Teagle, Esq. 
Program Attorney 
Office of the State Courts 
Administrator, Florida 

Wednesday, October 16 

Morning 

Description: 

Faculty: 

Debugging Session 

Each group will report on solutions 
to problems identified during the 
Monday "What's Buggin' Me" 
session. 

Laurence B. Stone 
Director, Ohio Judicial College 

Planning for Future Conferences 

Objective: Through the small-group process, 
participants will debrief the 1991 
conference and identify goals and 
priorities for future conferences and 
the association. 

Faculty: 

11:00 a.m. 

Spring 1991 

Education Methods Committee 

Maureen E. Conner 
Director, Judicial Branch Education 
Administrative Office of the Illinois 
Courts 

Mignon U. Lawton, Esq. 
Deputy State Courts Administrator 
Office of the State Courts Adminis
trator, Florida 

Virginia Leavitt 
Training Administrator 
Colorado Judicial Department 

Laurence B. Stone 
Director 
Ohio Judicial College 

Karen Waldrop 
Director, Education Services 
Supreme Court of Arizona 

Conference Adjourns 

Now you have a clear path for renewal. Register for 
the 1991 NASIE annual conference. Use the follow
ing important facts: 
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What: The 1991 NASIE annual conference 

Where: San Antonio, Texas 
Sheraton Gunter Hotel 

When: October 13-16, 1991 

How: Trains, planes, and automobiles 

Cost: Conference fee - $225 
Lodging fee - $75 single 

$85 double 

Registration: Conference announcements and 
registration information will be 
mailed in midsummer. 
Nonmembers who would like to 
receive an announcement should 
calI Scott Smith, regional host 
representative, at the Texas Justice 
Court Training Center (512/245-
2349). 
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JEAEP, continued 

She also assisted in planning for a 
judge mentor program. 

Maryland Administrative Office of 
the Courts. To assess the training 
needs of circui t court personnel, a 
consultant developed a needs as
sessment instrument, assisted with 
its administration, and analyzed the 
results. 

Massachusetts Trial Court Judicial 
Institute. A consultant developed 
and conducted a needs assessment 
for senior and experienced judges 
through the use of in-depth inter
views. Rich qualitative information 
was gathered relating to the learning 
needs of these experienced judges. 

Nebraska Supreme Court,· 
Administrator's Office. In this techni
cal assistance consultation, focus 
groups were used to assess the 
needs of nonjudicial employees in 
the court system. Suggestions were 
made for a comprehensive educa
tional program for these employees. 

Nevada, National Judicial College. 
A consultant provided a workshop 
on curriculum development to the 
professional staff at the college and 
selected faculty. Additionally, it is 
envisioned that the staff will create 
their own course on curriculum de
velopment. 

Tennessee Supreme Court, Executive 
Secretary's Office. In this technical 
assistance consultation, a framework 
for curriculum development for the 
general sessions judges was devel
oped. Additionally, criteria for se
lecting instructors were developed. 

Texas Municipal Courts Training 
Center. The JEAEP project provided 
the name of a local expert in adult 
education who could serve as a re
source to the center. 

With the State Justice Institute's 
renewal of JEAEP's grant for two 
years, similar adult education assis
tance will continue to be available to 
judicial education organizations. 
For more information on JEAEP's 
previous projects or details on how 
to apply to JEAEP for assistance, con
tact Diane Tallman, Project Man
ager, Department of Human Re
source Development, Georgia Cen
ter for Continuing Education, The 
University of Georgia, Athens, GA 
30602 (404/542-7491) . •  

JERITf, continued 

JERIIT is cosponsored by NASJE 
and the School of Criminal Justice at 
Michigan State University. Two of 
the six project members are well 
known to judicial educators. Dennis 
Catlin, executive director of the 
Michigan Judicial Institute and 
former NASJE president, is the 
principal investigator of JERIIT . . 
John Hudzik, professor of criminal 
justice and associate dean of the 
college of social science at Michigan 
State, is the project director. Catlin 
originated the NA5JE judicial educa
tion program data bank in 1980 and 
maintained it during the 1980s. 
Hudzik is frequently asked to 
lecture or lead programs on court 
management issues, including topics 
such as court budgeting and fiscal 
management, strategic planning, 
and personnel management. Both 
Hudzik and Catlin have written 
extensively on judicial education 
issues. 

Renee Robinson, the only full
time staff member, runs the JERIIT 
project office. She handles the day
to-day document processing, 
coordinates the production of JERIIT 
publications, and answers inquiries 
directly or refers them to the appro
priate staff member. 

Three Michigan State students 
complete the JERIIT project team. 
Dale Anderson and Nanzheng 
Cheng, both of whom are pursuing 
Ph.D. studies that include the 
application of management tech
niques in court settings, each serve 
JERIIT on a half-time basis, coding 
data, constructing analyses, and 
assisting Catlin and Hudzik in 
writing JERIIT publications. Eddy 
Gurney, a computer engineering 
student, is the principal program
mer. He knows nine different 
programming languages and brings 
graphic design and desktop-publish
ing skills to the project. 

During the first project year, 5JI 
authorized JERlIT to provide three 
tcchnical assistance projects to state 
judicial education organizations. 

Iowa received assistance to 
develop goals and objectives for an 
orientation and mentor judge 
program as well as a jud icial com
munications seminar. Maryland 
received assistance in refining their 
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new judge orientation program. 
New Mexico obtained assistance to 
develop an action plan for the 
establishment of the New Mexico 
Judicial Education Center. 

JERIIT anticipates that during its 
second year it can fund 12 TA 
projects. This short-term, highly 
responsive assistance is designed to 
help states develop a focused aspect 
of their programming. 

Requests for technical assistance 
can be in the form of a letter ad
dressed to the JERIIT project that 
generally outlines the need, the goal 
of the project, and any potential 
preferred provider. The letter needs 
the endorsement of either the chief 
justice or the state court administra
tor. 

JERIIT staff can be reached at 560 
Baker Hall, Michigan State Univer
sity, East Lansing, MI 48824; or calI 
(517/353-8603) . •  

Contributors Wanted 

Please send us a list of the videos, 
printed material, etc., that you use 
on a rcgular basis. The newsletter 
would also like to publish an article 
on training judicial mentors-please 
send any information that you may 
have to NA5JE News .• 
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CONTINUING PROFESSIONAL EDUCATION 
ADVISORY BULLETIN 
Editor's Column 

In this edition of the Continuing Profes
sional Education Advisory Bulletin, we have 
sought to respond to needs articulated by 
our readers through the survey conducted 
by the JEAEP Project evaluation team_ 
Readers will notice the "Resources" section 
lists several items, rather than providing a 
single critical book review_ Additionally, 
this issue presents information on a single 
theme, rather than on several topics. The 
theme is an issue that confronts educators 
daily, regardless of their institutional or 
professional context...change_ Managing 
change on an individual and organizational 
level is enough to keep anyone's head spin
ning; hopefully, we have presented infor
mation, references, and some techniques to 
assist judicial educators in dealing with this 
universal issue_ 

During the year, we will attempt to ad
dress other such issues in a more in-depth 
fashion. Please let me know if you have any 
suggestions for articles or special areas which 
you would like to see addressed in the Advi
sory Bulletin. 

Diane E. Tallman 
Editor 

Initiating and Implementing 
Change 

It's time to rewrite the old adage that 
describes the two things in life that we can 
be sure of-death and taxes-to include a 
third constant. Today we can also be sure of 
change_ Individuals, organizations, and so
cietiesare in a state of turbulence; those who 
can understand and manage change will 
survive and flourish, while those who can
not will be left behind. Regardless of organ
izational settings or titles, each member of a 
vital, growing organization must take on the 
attributes of a change master. Change mas
ters are defined as those people and organi
zations adept at the art of anticipating the 
need for, and of leading, productive change 
(Kanter, 1983). This article will examine the 
concept of change at the organizational level, 
and some of the key skills used by change 
masters. 

The Need for Change 
Obviously, change occurs constantly 

within the environment; however, planned 
change takes conscious and diligent effort 
on the part of a change master. !t will not 
occur unless the need for change is critical. 
Because individuals and organizations re
sistchange so strenuously, they typically do 
not embrace change unless they must. One 
consultant describes how "pain" drives 
change (Conner, 1990). Pain occurs when 
people pay the price for being in a danger
ous situation or for missing a key opportu
nity. As such, change is needed to relieve 
the pain. According to this perspective, 
change will not occur just because "it's a 
good idea." !twill only occur when the pain 
of an individual or an organization is high 
enough to justify the difficulties of assimi
lating a change. Effective change masters 
recognize themselves and then assist others 
in recognizing that the organization has no 
choice but to change. The organization can
not afford to maintain the status quo - the 
change is simply that critical. 

Effectively Planning for Change 
To successfully initiate change, effective 

change masters must conduct sufficient 
planning. One useful method of planning 
comes from an early researcher on change, 
Kurt Lewin, who developed the concept of 
force-field analysis. Lewin believed that 
behavior within an organization was a re
sult of the dynamic balance of two opposing 
forces. Change would occur only when the 
balance shifted between these forces. The 
first, called driving forces, were those forces 
which positively affect and enhance the 
desired change. They can be persons, trends, 
resources, information, and the like. Oppos
ing them are the restraining forces, which 
represent the obstacles to the desired change. 
As these two sets of forces exist within an 
organization, they create a certain equilib
rium; that is, if the weights of the driving 
and restraining forces are relatively equal, 
then the organization will remain in a static 
state. . 

What is the usefulness of force-field analy
sis? It assists planning in two major ways: 
(a) as a way individuals can scan their or
ganizational context, brainstorming and 
predicting potential changes in the environ
ment, and (b) as a tool for implementing 
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change. In the first way, force-field 
analysis becomes a method of environ
mental scanning, whereby organiza
tions keep abreast of impending and 
potential changes -from societal trends 
and potential budget constraints to staff 
turnover and purchases of new office 
eqUipment. Each change will have its 
effect on the organization; if these 
changes can be anticipated, the better 
able indi vid uals and organizations are 
to deal with the resulting effects. 

The second use of force-field analy
sis is similar: it offers a way to system
atically examine the potential resources 
that can be brought to bear on a de
sired change and the restraining forces 
that can be anticipated. This advance 
planning and analysis assists in devel
oping strategies to implement the de
sired change. An example may help 
illustrate this point. 

A judicial educator wishes to intro
duce a computer clas,s for a particular 
group of judges. In her role as a change 
master, she categorizes her driving 
forces as: (a) most judges are obtaining 
the necessary equipment; (b) software 
and databases are available that are 
user friendly and extremely relevant; 
(c) computers can help judges handle 
information quickly and efficiently. On 
the other hand, restraining forces may 
include: (a) judges have limited time 
for attending additional courses; (b) 
they appear to be intimidated by com
puters, 50 passively resist using them; 
(c) they feel more comfortable utilizing 
the human resources for their judicial 
research rather than a computer and 
databases. This analysis provides the 
necessary information to the judicial 
educator in order to most effectively 
plan for change. If she is more a ware of 
some of the potential "wrinkles" that 
can accompany the planned change, 
work can be done to overcome them in 
advance. 

The Process of Change 
The planning that is accomplished 

by using a method such as force-field 
analysis is the beginning step of any 
planned change. There are many dif
ferent models for the change process in 
the Ii teTa ture; this article will discuss a 
simple, straightforward one proposed 
by Egan (1988). His "Practical Model 
of Organizational Change" has the 
following three steps: 

• The Assessment of the Current Sce
nario 

• The Creation of a Preferred Sce
nario 

• Designing a Plan that Moves the 
System from the Current to the 
Preferred Scenario 

Once the need for change has been 
determined, the steps of the model 
follow in sequence. While these steps 
could each be examined in detail, only 
step three will be discussed in an in
depth manner. The first step-assess
ing the current scenario - can be ac
complished through a mechanism such 
as force-field analysis, described ear
lier. It provides the necessary informa
tion on the forces that can assist and fa
cilitate the desired change, and the 
forces that will resist and deter the 
change. Step two - creating a pre
ferred scenario-is often accomplished 
through team effort in brainstorming 
and developing alternative futures. It 
is important to examine the various al
ternatives thoroughly. 

Effective change 
masters recognize 
that the organization 
has no choice but to 
change. 

The third step of the process is de
vising a plan for moving from the cur
rent to the preferred scenario. This 
stage deals with the strategies and plans 
that change masters must develop in 
order to overcome the restrnining forces 
in an organization. It becomes a politi
cal process that utilizes power in vari
ous ways. Power is necessary in order 
for change to occur. Power is neither 
inherently good nor bad; it simply assists 
individuals in accomplishing their goals. 
In his recent book, Benveniste (1989) 
notes that even well-thought-out plans 
for change can be derailed when the 
politics of implementation are not 
considered. 

Key Roles in the Change Process 
During this stage of planning, it is 

useful to distinguish the different roles 
associated with the change process. As 

described by Conner (1990), they are: 

Change Sponsor: Individual or group 
who legitimizes the change. 

Change Agent: Individual or group who 
is responsible for implementing the 
change. 

' 

Change Target: Individual or group who 
must actually change. 

Change Advocate: Individual or group 
who wants to achieve a change, but 
who does not possess legitimization 
power. 

These roles must remain distinctive 
in order to effectively implement change. 
One of the most critical tasks for the 
change agent is to harness the support 
of an effective change sponsor. Spon
sorship is critical to implementing the 
desired change; he or she must experi
ence the necessary pain that motivates 
them to sponsor the planned change. 

Strategies for Implementing Change 
To move a planned change from the 

idea stage into implementation, the 
change master must rally the resources 
and support of his or her organization. 
Kanter (1983) describes how three sets 
of "basic commodities" or "power 
tools" can be acquired by members of 
an organization to gain power. They 
are: (a) infonnation (data, technical 
knowledge, political intelligence, ex
pertise); (b) resources (funds, materials, 
staff, time) and (c) support (endorse
ment, backing, approval, legitimacy). 

Therefore, the first strategy of a 
change master attempting to imple
ment an innovation would be to collect 
as many of these power tools as pos
sible. And, as they gather these tools, 
they can be "planting seeds" of sup
port for the planned change. This is 
particularly important in helping oth
ers see the critical need that the planned 
change will address. It may be possible 
to plant these seeds before sponsor
ship of the change is sought, 50 that the 
sponsor feels that he or she, is pro
actively responding to a critical need. 

Another strategy is to "package" 
the change in a way that makes it less 
threatening and easier to sell. For in
stance, it is easier to implement change 
of a product or project when it is: (a) 
conducted on a trial basis, (b) revers-
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ible, if it doesn't succeed, (c) done in 
small steps, (d) familiar and consistent 
with past experience, (e) a fit with the 
organization's current direction or (f) 
built on the prior commihnents or 
projects of the organization (Kanter, 
1983). This packaging should be done 
prior to submitting the idea for planned 
change to the designated change spon- . 
sor, although that person needs to be 
encouraged to further assist in the 
packaging and selling of the planned 
change. . 

Building coalitions is a strategy that 
often occurs during the entire phase of 
implementing the change. Support must 
be gathered from all areas which will 
be effected by the desired change, across 
different levels of the organization. 

Effective change masters will uSe 
their informal networks and deal with 
any concerns or questions of support
ers individually rather than in formal 
meetings. "Pre-meetings" can provide 
a safer environment for airing con
cerns about implementing Change. 

Change is Ongoing 
This article has provided a brief over

view of initiating and implementing 
change. Knowing how to plan for 
change, effectively utilize the resources 
of the organization, and develop strate
gies for implementing change are skills 
that can be learned, developed, and 
enhanced, regardless of organizational 
context. To one degree or another, 
everyone can become an effective 
change master. 
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tics of Planning. Change is usually re
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opposition to the plan for change in 
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difference is in the structuring of an 
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tion, pn�3t1mescompetition, whereas a 
web or network, the structure designed 
by women, implies collaboration. 
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Human resource professionals Can 
be effective change agents in their or
ganizations through their roles as 
educators, evaluators, consultants, and 
innovators. In his book Change Agents, 
Manuel London draws on his corpo
rate experience to provide practical 
advice for implementing change pro
grams. London describes innovative 
strategies to analyze organizational 
trends, forecast needs, create and evalu
ate programs for change, and commu
nicate the new organizational values 

to all employees to ensure their com
mihnent to change. 

Parker, Glenn M. (1990) Team Players 
and Teamwork: The New Competitive 
Business Strategy. San Francisco: Jos- . 
sey-Bass. 

Teamwork is becoming increasingly 
important as a competitive advantage 
for our organizations as we enter the 
global market. Teams can improve 
efficiency, solve problems, and encour
age innovation. Team players create 
their own unique, dynamic team. But 
what makes a good team player? Parker 
has identified four styles of team play
ers, each one critical in the balance of 
an effective team. These styles are Con
tributors, Collaborators, Communica
tors, and Challengers. Parker shows 
how team players change roles in dif
ferent situations and describes how 
personal development of each type of 
player can be promoted. 

Resistance to Change 
In every major - and often minor 

- change, resistance to the change 
occurs. This fact should be accepted as 
a "given," so that a change agent (an 
individual or group who implements 
the plallned change) can predict and 
plan for effectively dealing with resis
tance. This article wiII touch on some 
of the caUses and types of resistance to 
change, particularly at the organiza
tional level. . 

Change agents must 
plan for effectively 
dealing with resis
tance to change. 

Why does resistance to change oc
cur? The primary reason is that people 
fear change. They are not usually eager 
to forego the normal, safe, routine ways 
of conducting their business in favor of 
unknown and possibly, unsafe, terri
tory. As humans, we do tend to prefer 
routines and we accumulate habits 
easily; however, fear of change is due 
to more than a tendency toward regu-
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larity. Change represents the unknown 
-it could mean the possibility of fail
ure, the possibility of success or fur
ther change, the relinquishing or di
minishing of one's span of control and 
authority, or it might be that the planned 
change has little or no effect on the 
organization whatsoever. Any one of 
these possibilities can cause fear, and 
thus cause resistance to the change 
efforts. 

Individual Transitions 
The transition between the present 

state and the changed state is difficult 
for both individuals and organizations. 
On a personal, individual level, people 
must be reminded that every transi
tion or change effort begins with an 
ending- the end of the current state. 
The first step toward change is going 
through the process of ending. End
ings must be accepted and managed 
before individuals can fully embrace 
the change. Because our sense of "self" 
is. defined by our roles, responsibili
ties, and our context, a change will 
force us to redefine ourselves and our 
world. This process is not easy. Wil
liam Bridges does an excellent job of 
discussing the process of individual 
change in his book Transitions (1980). 
In describing the process of ending, 
Bridges argues that there are four stages 
that individuals must pass through in 
order to move into the transition state, 
and effectively change. They are: 

Disengagement. Theindividualmust 
make a break with the "old," and with 
his or her current definition of self. 

Disidentification. After making this 
break, individuals should loosen their 
sense of self, so that they recognize 
that they aren't who they were before. 

Disenchantment. In this stage, indi
viduals further clear away the "old," 
challenging assumptions, and creating 
a deeper sense of reality for them
selves. They perceive that the old way 
or old state was just a temporary con
dition, not an immutable fact of life. 

Disorientation. In this final state, in
dividuals feel lost and confused. It's 
not a comfortable state, but a neces
sary one so that they can then move 
into the transition state, and to a new 
beginning. 

It is important how the change was 
initiated. It is easier to go through this 
process of ending and in to the transi
tion if the change was internally driven, 
rather than if it was initiated by an 
external source. In externally driven 
change, the process of transition is more 
difficult and there is more resistance, 
as individuals refuse to begin the end
ing process and make the initial break 
with the past. 

Organizational resistance 
With this very brief discussion on 

the difficulties involved in individual 
change, it should be apparent that this 
phenomenon occurs at the organiza
tional level as well. Organizations, 
regardless of size, are composed of 
individuals. The extent to which indi
viduals within the organization can 
appropriately manage change repre
sents the overall organizational capac
ity for change. 

The first step 
toward change is 
going through the 
process of ending. 

Additionally, there are other factors 
peculiar to the organizational setting 
that can act as barriers to implement
ing change. These include: 

Inertia. One of the most powerful 
forces that can effect individuals and 
organizations is inertia. The day-to
day demands of work diminish the 
urgency of implementing the change 
effort until it slowly vanishes within 
the organization. 

LackofClear Communication. If infor
mation concerning the change is not 
communicated clearly throughout the 
organization, individuals wiII have 
differing perceptions and expectations 
of the change. The lack of clear vision 
can also hinder the change effort. 

Low Risk Environment. In an organi
zation that does not promote change 
and tends to punish mistakes, indi
viduals develop a resistance to change, 

preferring instead to continue in safe, 
low-risk behaviors. 

Resistance Management. When resis
tance does occur-as it always wiII
some organizations will suppress or 
deny it. When this happens, the resis
tance "goes underground" and becomes 
covert. Covert resistance is usually much 
more difficult to deal with than overt 
resistance. 

Lack of Sufficient Resources. If the or
ganization does not have sufficient 
time, staff, funds, or other resources to 
fully implement the change, this will 
sabotage the change effort. 

All these factors, combined with 
others particular to the specific organi
zation, can undermine the change ef
fort and create resistance. It is a wise 
change agent who will spend the nec
essary time to anticipate and plan for 
ways to manage resistance. Techniques 
such as force-field analysis, discussed 
earlier, are useful tools to assist in 
developing strategies for overcoming 
organizational resistance to change. 
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rector of the JEAEP Project. 

Continuing Professional Education 
Advisory Bulletin 

The Continuing Professional Education Advisoty 
Bulletin is published as an insert to the NASJE 
News by The University of Georgia Center for 
Continuing Education. It is made possible by a 
grant from the State Justice Institute. Opinions 
expressed herein, however, do not necessarily 
reflect the views of the State Justice Institute. 

Diane E. Tallman, Editor 

Georgia Center for Continuing Education 
Department of Human Resource Development 
The University of Georgia 
Athens, Georgia 30602 
404/542-2275 

I78S 



NASJENews Spring 1991 

EDUCATORS' CORNER 

S peakers are at times unpredict
able. No matter how well a con

ference is planned, something back
fires. NAS]E News asked several 
NAS]E members if they would share 
how their programs deal with prob
lems that commonly arise with guest 
speakers. Their responses follow. 

How do you control speakers 
who go beyond the established 
time limits? The Arizona Supreme 
Court, Education Service Division, 
asks speakers to complete a three
page form regarding their session/ 
topic. It asks for an outline of their 
presentation, the methodology to be 
used, and the estimated time for 
each portion of their outline. At the 
facuIty meeting and in writing they 
ask faculty to adhere to the allotted 
time frame. 

The National Judicial College 
works with their facul ty in ad vance 
to make sure speakers are not trying 
to cover too much or too little infor
mation. Participants in their faculty 
development programs learn how to 
summarize material visually as well 
as other techniques to reduce or ex
tend a presentation in more mean
ingful ways than simply a lecture. 

Several respondents mentioned 
using a designated staff member to 
signal facuIty two to five minutes be
fore the end of a presentation. The 
National Judicial College sometimes 
signals faculty with a bell. 

In addition to a designated staff 
member, conference-planning com
mittee members in Arizona are as
signed to politely interrupt the 
speaker if time frames aren't being 
honored. 

The Georgia Institute of Continu
ing Judicial Education holds a fac
ulty development program for 
speakers, strongly emphasizing the 
importance of staying within their 
planned times. 

When the Speaker Ends Too 
Early, What Do You Do? At the 
Mississippi Judicial College when 
the speaker ends the session more 
than 15 minutes before schedule, the 
judicial educator (in this case the 
staff attorney) decides to either ac
celerate the program and have the 
next speaker start or allow questions 
from the audience. The additional 
question-and-answer period often 
gets the agenda back on track. 

Arizona relies on its three-page 
form, which includes an outline with 
time frames for each component, as 
a preventative measure. When the 
form is returned, the educator re
views it and offers suggestions if too 
much or too little time appears to 
have been allotted for the topic. One 
time they made an exception to the 
normal procedure and allowed a 
speaker to ignore the outline form. 
They regretted it. 

How Do You Light a Fire Under 
Presentors Who Don't Honor Dead
lines for Materials? Most ifnot all 
judicial educators give speakers a 
deadline for submitting written ma
terials. The Mississippi Judicial Col
lege sends a reminder card two 
weeks before the established dead
line, and if materials still do not ap
pear, a final reminder is sent a day 
or two before the deadline. In some 
cases speakers are reminded by tele
phone that staff are available to help 
them prepare materials. 

The Georgia Institute of Continu
ing Judicial Education and the office 
of the administrator for the courts in 
Washington State require speakers 
to make copies of their handouts and 
bring them to the session if the dead
line for submitting materials has 
passed. 

Arizona explains at the faculty 
meeting and in writing why materi
als are needed by the specified date. 
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Their tracking system shows at a 
glance which faculty members have 
and have not submitted materials. If 
materials are not in, staff call and of
fer to do whatever is necessary to get 
the materials. 

How Do You Organize Materials 
for Conference Participants? The 
National Judicial College uses three
ring binders with the width and 
number of binders dependent upon 
the length of the course. The binder 
color is always the same. New 
course information is.inserted in 
clear plastic sleeves on the front and 
spine of the binder. For short semi
nars, materials are spiral bound. For 
a few courses, the college publishes 
bound texts in lieu of course note
books. 

The Mississippi Judicial College's 
needs are met by using briefolios, 
which are folders with pockets for 
holding course materials. At other 
times, the college uses three-ring 
binders. 

Arizona Supreme Court, Educa
tion Services Division, varies the 
method according to the volume of 
materials. For mandatory sessions, 
large three-ring binders are used, or
ganized by tabs and outlined by a 
table of contents. Canvas tote bags 
are provided for carrying materials 
to and from sessions. For concurrent 
sessions, handouts are three-hole 
punched with a cover sheet that in
cludes the conference name, date, 
session, and faculty. Materials are 
fastened by staple or comb binding. 
To ensure that all judges get the 
mandatory information and have a 
place to keep other session materials, 
a vinyl portfolio printed with the 
conference name is provided. Small 
conferences use folders with pockets 
and three-hole brads. 

continued on page 8 
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President's Column, continued 

has organized a superb educational 
program, and we hope all judicial 
educators will attend what may be 
our best program yet. 

The board also reviewed a draft 
copy of the Principles of Continuing 
Judicial Education, prepared by the 
standards committee. After the 
working draft has been revised, a fi
nal version will be submitted to the 
board for final comment and ap
proval. If approved, the Principles 
will be circulated to NAS)E members 
and discussed at our annual confer
ence in October. 

The projects and publications of 
the Technical Assistance Consortium 
and NAS)E News were also exam
ined. The newsletter was high
lighted for its role as a clearinghouse 
for exchanging of ideas, information, 
theories, and techniques essential to 
judicial education. NAS)E News 
serves as a unique vehicle by which 
judicial educators and other profes
sionals share their views and experi
ences on educational methodologies, 
instructional products, and opera
tional resources. 

Educators' Comer, continued 

The Georgia Institute of Continu
ing judicial Education uses inexpen
sive, open-pocket, accordion ex
pandable folders for hand-out mate
rials. Persons who want materials in 
vinyl binders must obtain them from 
their counties. 

The office of the administrator for 
the courts in Washington uses three
ring vinyl binders for large confer
ences. Smaller workshops have 
pocket folders. Court personnel are 
asked to recycle their three-ring 
binders by bringing them to the con
ference. Cover and spine inserts are 
provided along with the inside con
tents. One Washington educator is
sues a large four-inch binder in the 
fall and hands out the tabs and spe
cific materials at their seasonal con
ferences. On returning to their 
courts, the participants place the 
handouts in their notebooks. 

The West Virginia Supreme Court 
of Appeals and many other provid
ers use three-ring binders. • 

The board was pleased with the 
increased opportunities for more 
technical assistance consultations 
under )ERITT (Judicial Education 
Reference, Information, and Tech
nology Transfer) and )EAEP (Judicial 
Education Adult Education Project), 
cosponsored by the School of Crimi
nal justice at Michigan State Univer
sity and the Georgia Center for Con
tinuing Education at the University 
of Georgia, respectively. Both con
tinuation grants fund approximately 
one technical assistance project per 
month. We hope judicial educators 
will take advantage of the invaluable 
technical assistance resources avail
able. The board commended the 
State justice Institute (SJ\) for sup
porting these and other projects that 
enhance the quality of judicial edu
cation in the United States. 

As outlined in an earlier column, 
NAS)E is committed to helping judi
cial educators carry out their profes
sional responsibilities. Our confer
ences and SJI-funded publications 
and projects add ress some of the 
critical needs of judicial educators. 

NCSC, continued 

and evaluated automated systems 
in other states to determine their 
applicability and transferability to 
the minois circuit courts. 

• The National Center reviewed the 
organization, workload, and re
sources of the Orleans Parish, 
Louisiana, trial courts. Upon 
analysis of the parish courts' man
agement systems, their frag
mented nature, the impact of 
electing judges and clerks, and 
methods of court funding, the Na
tional Center recommended state 
funding of the the parish courts 
and adoption of a Single-tier trial 
court, composed of civil, criminal, 
and family divisions, with a 
single elected clerk and a single 
court administrator. 
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The growing cooperation and joint 
ventures between state and national 
providers are healthy and mutually 
beneficial. At a time of increased de
mand for services and tighter fiscal 
constraints, it is imperative that jUdi
cial education projects be coordi
nated to maximize efficiency and 
minimize duplication. Adherence to 
this guidepost wiII help ensure high
quality, cost-effective programming 
in judicial education. 

I am pleased to report that judi
cial education teams from Georgia, 
Kentucky, New Hampshire, New 
Mexico, Utah, and Washington have 
been selected to attend the Leader
ship Institute for judicial Education, 
April 23-28, 1991. The Institute will 
be held at the Chetola Conference 
Center in Blowing Rock, North 
Carolina. Last year, judicial educa
tion teams from Alabama, Arizona, 
Arkansas, Iowa, Minnesota, and 
Massachusetts were trained at the 
Leadership Institute sponsored by 
Appalachian State University and 
the Women Judges' Fund for justice. 
• 

• Officials in Lake County, Califor
nia, requested the National Center 
to review their superior and jus
tice courts. Center staff evaluated 
current and future space alloca
tion and facility needs, software 
for the justice courts, judge and 
support staff needs, and the role 
of the court executive officer, a 
new position. 

Projects scheduled for completion in 
1991 include the Classification and 
Pay Plan Study of the Florida State 
Court System and the Arizona Delay 
Reduction and Case Differentiation 
Project Evaluation. 

Generally, the AOC of a state co
ordinates National Center technical 
assistance projects within the state. 
• 
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Data Dissemination: 
The Next Frontier 

I t has been said that every solution 
to a problem contains the seeds of 

the next problem. Certainly comput
ers have been touted as the great so
lution to problems of court conges
tion and delay, but a recent U.S. Su
preme Court case suggests that com
puterization of court records may 
carry the seeds of new controversies 
over access to those records. Depart
ment of Justice v. Reporters Committee, 
109 S. Ct. 1468 (1989). 

A look into the not-so-distant fu
ture suggests that courts may be 
confronted with entirely new kinds 
of demands for "public access" and 
with surprising challenges to their 
traditional roles as protectors of in
dividual rights against governmen
tal intrusions. By raising these is
sues with key policymakers among 
judges, court clerks, and court ad
ministrators in their states now, 
while the next level of court comput
erization is still being developed and 
questions such as on-line access to 
court databases are still being for
mulated, state judicial educators can 
make an important contribution to 
the process of developing court tech
nology in a manner consistent with 
the courts' policy goals. 

It may be helpful to the courts, 
and court automation committees, to 
recognize that there are three com
peting policy interests involved in 
questions of who should have access 
to computerized court records. First, 
there is the interest of the courts and 
the public in the efficient manage
ment of the courts, usually the pri
mary motivation for automating 
court processes. From this perspec
tive, the question of whether some
one outside the courts should have 
access to the computer data is likely 
to be resolved in terms of how much 

. Jane Nelson serves in the Office of the 
Administrator for the Courts of Wash
ington State.-ED 

Jane Nelson 

ests involved, the inexorable devel
opment would be toward granting 
maximum on-line access or other ef
ficient methods of providing the 
courts' databases directly to the pub
lic. There is, however, a third policy 
interest: the interest of individual 
privacy. Courts are (or have be
come) quite willing to protect the 
privacy interests of some parties or 
witnesses-juveniles or rape victims, 
for example. What of a man accused fi.�!�����;����:� but acquitted of a crime, whose 
name remains in a court database in-
definitely? Should that information J���iiii!-----l-�-li be available to credit companies, 
prospective employers, or the press? 

il.L ___ --L ___ -1 __ JI Even 10 to 15 years later? 

trouble it is to supply the access (or, 
perhaps, whether enough could be 
charged for the access to make it 
"worthwhile"). 

On the other hand, members of 
the press and public (including busi
nesses from credit agencies to large 
employers) will demand full access 
to court records. They will assert 
that computerized court records are 
just as much "public records" (un
less specially sealed) as court min
utes or records in other forms. 
While they will not be successful in 
asserting a federal constitutional 
right of access to court documents 
(see Nixon v. Warner Communications, 
435 U.S. 589 (1979», they may suc
ceed in asserting a state constitu
tional right, or statutory "freedom
of-information-act" right, to comput
erized records. They will success
fully argue that records cannot be 
closed to the public simply because 
they are computerized. They will 
also claim the right to the most effi
cient form of access-which to many 
will be disks or tapes containing the 
databases themselves . 

If court efficiency and public ac
cess were the only two policy inter-
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In Department of Justice v. Reporters 
Committee, the United States Su
preme Court decided that the FBI 
was not required to disclose to a CBS 
news correspondent "matters of 
public record" (any arrests, indict
ments, convictions, and sentences) in 
the FBI's computer files regarding a 
particular individual under investi
gation, because to do so would vio
late the person's privacy interests. 
Although this case involved inter
pretation of the federal Freedom of 
Information Act, and, therefore, does 
not apply directly to state courts, its 
policy analysis will provide many 
state automation committees with 
food for thought. The court held 
that "one [does) not necessarily for
feit a privacy interest in matters 
made part of the public record." 
They noted that with the passage of 
time, matters that once were public 
may have been "wholly forgotten," 
only to be dredged up by the power 
of the computer. The court recog
nized a "vast difference between the 
public records that might be found 
after a diligent search of courthouse 
files, county archi ves, and local po
lice stations throughout the country 
and a computerized summary 10-

continued on page 12 
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The Registration Center 

P articipants gain their first im
pression of the quality of a con

ference at the registration area. A 
well-organized, efficient, inviting 
registration experience creates a 
positive attitude that enhances par
ticipant involvement in the learning. 
Educators must plan for registration 
with the same attention to detail 
they apply to program design, fac
ulty preparation, and facility man
agement. 

Registration is usually set ou tside 
the principal entrance to the meeting 
room, near a coatroom and lavato
ries. Make sure it is set up before 
the first participant arrives. Use 
tablecloths and your court logo to 
make it attractive. Post signs to 
identify the conference. Have all 
registration materials and supplies 
conveniently available to the regis
tration staff. 

The size of the conference deter
mines the staffing required for effi
cient registration. Volunteers can 
play a valuable role as registrars, but 
be sure to have at least one experi
enced registrar present at all times. 
A common rule of thumb is one reg
istrar for every 50 pre-registered par
ticipants. Create a clear traffic pat
tern and post signs to make the sys
tem clear to those arriving. Assign 
one station to handle only walk-in or 
at-the-door registrations and cash 
transactions. Specify alphabetical 
stations to increase efficiency for 
pre-registered participants. Prob
lems should be referred to a desig
nated problem solver. 

Remind registrars to greet partici
pants in a friendly, courteous, and 
welcoming manner. Orient workers 
to the registration process and tell 
them how to refer problems when 
necessary. Schedule rest breaks pe
riodically-a busy registration table 
can quickly wear out even good reg
istrars. A briefing outline or 
worksheet will make it easier for 
registrars to follow procedures and 
handle problems, including the fol
lowing: 

• registration procedures 
• how to handle walk-in partici

pants 

• how to deal with lost pre-registra
tions and checks 

• registration fees and special event 
costs 

• how to handle messages 
• how to handle VIPs and faculty 
• how to deal with media represen

tatives 

Prepare registration materials and 
name tags in advance. Name tag let
tering should be large enough to be 
read easily from a distance of three 
feet. Alphabetize name tags and 
registration lists for easy check-in. 
Although contents of registration 
packets will vary for different types 
of conferences, the following should 
be included for every conference: 

• conference agenda 
• list of participants 
• tablet or writing pad 
• writing implement 
• evaluation form 

Include maps of the facility and 
the city and a list of restaurant rec
ommendations if the conference is in 
a large city. Prepare enough packets 
for all pre-registered participants, 
faculty, guests, and anticipated 
walk-ins. Store the materials under 
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the registration table where they are 
readily available to registrars. 

Participants expect registration 
staff to be able to answer questions 
about the program and related con
ference events. Post an agenda, 
schedule of special events, list of 
participants, and workshop assign
ments for easy reference. Set up a 
separate display table for extraneous 
materials such as publicity or pro
motional brochures. 

Judges and other court personnel 
often receive important phone calls 
during a conference. Urgent mes
sages must be delivered immedi
ately, but most can be picked up 
during a break period. Set up an ea
sel and corkboard near the registra
tion table as a message center. Print 
the recipients' names in large black 
letters on a "Post-it" to pin with the 
message on the corkboard. Fax cop
ies can be treated the same way. 

The registration center provides a 
focus for participants throughout the 
conference. How you respond to 
their needs directly influences the 
learning that occurs and their per
ception of your ability to provide 
quali ty programming. Take time to 
plan and manage the registration 
center with efficiency and sensitiv
ity .• 
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W ho is this man, born 
and raised in Ger

many, who came to the 
United States as an ex
change student and liked 
it so much he decided to 
make the U.S. his home? 
Who is this man who, im
mediately after marrying a 
lovely Chilean sculptor in 
Chile, returned to Wiscon
sin via St. Paul, Minnesota, 
where he managed an ap
pellate court seminar 
while on his honeymoon? 
Who shortened his full, 
hard-to-pronounce hy
phenated German birth 
name Volker Knoppke
Wetzel. Thank you, V.K. 
Wetzel, director of judicial 
education for the Wiscon
sin Supreme Court, who 
was elected to the office of 
NASjE Treasurer at the 
1990 conference. 

As a student during the 
turbulent sixties, V.K. 
studied in Germany, En
gland, Mexico, and the 
United States, earning ad
vanced degrees in law and 
the social sciences. As a 
professor of law in Wis
consin and Vermont dur
ing the decade after gradu
ation, he taught criminal 
law and procedure, crimi
nal justice administration, 
and the law and social sci
ences. He taught in En
glish, German, and Span
ish as a visiting professor 
and lecturer in Germany 
and Latin America. In 
1981 he returned to Madi
son to take over as director 
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V.K. - Wetzel 

of judicial education when 
Sofron Nedilsky, Wiscon
sin's first professional ju
dicial educator and one of 
the founding members of 
N ASjE, decided to change 
careers. 

Throughout his univer
sity career as student, 
teacher, and researcher, 
V.K. has worked to inte
grate law with the social 
sciences, theory with prac
tice. These themes still 
guide him as judicial edu
cator. He says, "Judicial 
education programs must 
go beyond the cognitive to 
collegial learning, beyond 
information exchange to 
participatory peer educa
tion, beyond the hard core 
legal to multidisciplinary 
and cross-cultural experi
ences, especially when 
judges come from rural, 
single-judge jurisdictions 
where interaction with 
other judges is limited." 
For example, the Wiscon
sin Indian Law Seminar 
brings trial court and 
tribal court judges to
gether to promote cross
cultural discussion and 
understanding. A series 
of "Issues of Law, Medi
cine and Bioethics" semi
nars was initiated in 1983, 
programs held jointly with 
Minnesota to improve 
problem solving in diffi
cult cutting-edge law situ
ations, to promote rela
tions with allied profes
sionals, and to develop 
ethical practices. "Doing 
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Justice: Law and the Hu
manitiesll examines "do
ing justice" as a holistic life 
experience with spouses 
fully participating in the 
discussions. 

During his academic ca
reer, V.K.'s writings and 
research were published in 
law reviews, social science 
journals, textbooks, and 
treatises. While he has 
helped to develop a series 
of Wisconsin Judicial 
Benchbooks, he regrets that 
state judicial educators are 
not encouraged to engage 
in systematic and continu
ous research and scholarly 
writing, not even about 
"judicial continuing pro
fessional education." The 
job description and task 
orientation of most admin
istrative judicial educator 
positions do not provide 
the necessary time, sup
port, and expectations to 
conduct empirical research 
or produce scholarly writ
ing. He also observes that 
judicial educators gener
ally are given less oppor
tunity and support to at
tend conferences for their 
own professional develop
ment than are some judges 
and court personnel they 
serve. "Shouldn't we, as 
judicial educators, be 
given the opportunity to 
systematically observe the 
best that other states and 
national providers offer, 
programs our clients at
tend with the support of 
our offices? It seems that 
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for most state judicial edu
cators, the annual NASjE 
meeting is probably the 
only professional educa
tion activity we have the 
opportunity to attend." 

V.K. values his to-year 
membership in NASjE. He 
says, "NASjE has helped 
me maintain my profes
sional sanity," that he 
knows he is not alone in 
dealing with difficult situ
ations. He values the ex
change of information and 
ideas, the opportunity to 
strengthen relationships 
with others in the field, 
and to conserve resources 
by borrowing or sharing 
programs. V .K. is active 
with a number of national 
and international profes
sional organizations in 
several areas of law, soci
ology of law, and criminal 
justice, and occasionally 
spends his vacation lectur
ing abroad. 

V.K. suggests that state 
judicial educators have a 
unique opportunity to af
fect change and are re
warded over a period of 
time when the impact of 
education on judicial prac
tice becomes evident. 
With a relatively constant 
judicial population partici
pating in continuing edu
cation, states are able to 
develop sequential pro
grams leading to uniform 
standards, improved prac
tices, and attitude change. 
When this occurs, educa-

continued on page 12 
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tors have achieved a major success. 
"Marrying Lily was one of the 

fastest, most important decisions, 
and the best, I made in my life!" says 
Y.K. He does what he can to help 
raise two infant daughters. On 
weekends he can usually be found 
repairing, renovating, and expand
ing a lake cottage an hour north of 
Madison, calling it "therapeutic ac
tivity whose product you can clearly 
see, touch and finish, a rare experi
ence in our profession." 

V.K. believes there is little realistic 
hope that the structure of judicial 
education will change to any great 
extent to encourage systematic em
pirical research or scholarly writing 
in the future. He expects the move 
toward participatory learning to 
continue to expand in the legal edu-

cation community, with increasing 
use of advanced technology to dis
seminate information. He predicts 
increased development of ad vanced 
career curricula, induding graduate 
school seminar-style self-enhance
ment and professional enrichment 
learning activities. But as long as 
courts must depend on state legisla
tures to determine their budgets, 
educators will continue to search for 
innovative ways to expand their ef
fectiveness despite their limited re
sources. When asked what he 
would like to be doing ten years 
hence, V.K. responded, "1 might be 
in teaching or research and adminis
tration in some capacity, but I'll 
probably still be in the same job. I 
really like what I'm doing." • 
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Data Dissemination, continued 

cated in a single clearinghouse of in
fonnation," 

With the new search capabilities 
of relational databases, the privacy 
protection provided simply by the 
difficulty of tracking down an 
individual's records is eSsentially 
gone. Just as the new medical tech
nologies have presented us with un
comfortable new choices from which 
our old limitations used to protect 
us, the new computer technologies 
will force the courts to consider the 
fundamental fairness of granting pri
macy to any of the three competing 
policy considerations---efficiency, 
access, and privacy. By raising the 
issues now, judicial education pro
grams can ensure that these dilem
mas are resolved deliberately and in 
a manner consistent with the courts' 
policy goals . •  
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