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One More Time: 
How Do We Teach Gender Fairness? 

A lmost every state chief justice 
has made it clear: gender bias 

in the court system cannot be toler
ated, and instruction in gender fair
ness must be part of judicial educa
tion programming. The good news: 
judicial educators, their education 
committees, and many committed 
faculty support the gender fairness 
mission. The bad news: regardless 

Gordon Zimmerman, PhD., is a con
sultant in judicial education in the De
partment of Speech Communication at 
the University of Nevada. He conducts 
facuIty and course development semi
nars for many state and national judi
cial education programs. 

While Professor Zimmerman's article 
addresses gender fairness specifically, 
these techniques may also be applied to 
other fairness issues, such as religious, 
racial, and ethnic.-ED 

Gordon 1. Zimmerman 
of course content, methods, and fac
ulty skill, some judges resist the 
message, criticize the program, and 
sometimes even obstruct learning. 

This writer has observed many 
"gender bias" courses; that experi
ence has yielded several conclusions. 
1. Outsider expert lectures, by them

selves, yield neither attitudinal 
growth nor observable behavioral 
change. 

2. Presentations that take the form 
of preaching�xamples of vil
lains and victims, demands for 
change, warnings of possible dis
cipline-are counterproductive. 

3. Strategies and solutions generated 
by the instructors are not as pow
erful as those generated by learn
ers themselves. 

4. Large-audience formats (more 
than 50-60 people) are unreliable 
in building commitment or re
sults. 

5. One-time, short-duration pro
grams cannot alone achieve sig
nificant, immediate change in 
long-term values and habits. 
Too often, selected faculty are 

placed in a no-win position, asked to 
deliver results with formats that are 
doomed to fail. Faculty credibility 
and the compelling importance of 
gender fairness in the courts are 
both challenged. 

The best gender bias courses be
gin with strong budgetary and ad
ministrative support. Leaders who 
mandate such courses must back up 
their mission statement with re
sources. The judicial educator has a 
right to ask these fair questions. Can 
judges get adequate release time to 
attend programs? Will travel and 
administrative costs be covered, or 
must we borrow from already 
strained educational budgets? May 

continued on page ten 

National Consortium of Task Forces and Commissions on 
Racial and Ethnic Bias in the Courts Is Making Progress 

The increasingly diverse makeup 
of the U.S. population raises im

portant opportunities and complex 
challenges about our attitudes and 
behaviors toward those who differ 
from ourselves. These differences 
may be in terms of "ace, ethnicity, 
physical ability, or sexual orienta
tion. 

Appreciating diversity doesn't 
mean merely tolerating it or only ex
pressing an ideal view of the subject. 
To embrace diversity means taking 

action to promote differences as a 
source of strength. 

Actions under way by a group of 
state courts include the creation of 
the National Consortium of Task 
Forces and Commissions on Racial 
and Ethnic Bias in the Courts (Con
sortium). The Consortium provides 
task forces and commissions OJil ra
cial/ ethnic bias in the state courts 
with an opportunity to summarize 
the Consortium's work and objec
tives, to share research goals and 

methodology, and to provide a blue
print for future efforts. The Consor
tium will address three areas: 
1. developing a manual on imple

menting and operating a task 
force on racial/ ethnic bias in the 
courts. The manual will reflect 
the collective knowledge, geo
graphical differences, and various 
perspectives of different task 
forces and commissions 

continued on page seven 
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The Pro Se Litigant: 
Responsibility of the Court 

Trine Bech 

C ourts are not what they used to 
be. Gone are the days when 

each litigant came to court with an 
attorney who neatly presented the 
facts and provided the applicable 
law. Statistics from most family 
courts show an increasing number of 
litigants now represent themselves. 

Whereas attorneys are trained to 
deliver the relevant facts and focus 
the judge on the applicable law, the 
pro se litigant in the courtroom be
lieves the judge must hear the whole 
tale and leaves it to the judge to find 
the law. With this change in the dy
namics, the courts and judges have 
an added responsibility. 

In states where this question has 
reached the highest court, the an
swer has fairly unifonnly been that 
it is the trial court's responsibility to 
ensure that there is no unfair advan
tage taken of the pro se litigant, and 
that the litigant's cause and defense 
not be defeated solely by reason of 
the unfamiliarity with procedural or 
evidentiary rules. Appellate courts 
have further held that it is the trial 
court's responsibility to reasonably 
acconunodate the pro se litigant, but 
not to offer affinnative help. A thin 
line separates accommodation and 
help. 

Courts could take the position 
that as long as reasonable protection 
is provided the pro se litigant, their 
responsibility has been fulfilled. Al
though this approach may protect 
the trial courts against being re
versed on appeal, it does not serve 
the ultimate goal of fair adjudica
tion. If the litigants in our courts 
continue to represent themselves, 
the goal of fair adjudication can only 
be met by helping pro se litigants re
solve their cases, apprising the liti
gants of their rights, and aiding 
them in their presentations. 

The pro se litigant has characteris
tics that warrant special protection 
and different responses from the 

Trine Bech is family court magistrate, 
Family Court of Vermont. 
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court. An unrepresented party lacks 
procedural and substantive legal 
knowledge and depends upon the 
court staff and judge to file the nec
essary pleadings and present the 
case. In addition, without the im
partial representation of a lawyer, 
the litigant's emotional investment 
in the case prevents a rational ap
proach to resolution. When one 
party is pro se, ethical considerations 
make the opposing attorney reluc
tant to negotiate, and with no inde
pendent advisor, the litigant looks to 
the court as the only forum for reso
lution. 

The courts cannot address these 
issues without substantially increas
ing the backlog of cases requiring 
court intervention. Thus, the solu
tion lies in a change in public policy 
and revolves around whether courts 
should be available to people with
out the legal know-how of attorneys. 
When the dispute centers around 
custody of children and the financial 
well-being of families, however, 
public policy demands that the 
courts be available to solve disputes 
if the family members cannot do it 
themselves. 

Although commercial enterprises 
have created divorce kits with fonns 
for use by unrepresented litigants, 
the courts do not have any quality 
control over these forms, and there is 
often little guidance in how to com
plete them. Statistics show that only 
highly educated and relatively afflu
ent litigants have taken this route, 
and such kits are applicable to only 
the simplest of divorces. Thus, the 
kits do not fill the need of the gen
eral public to reach the courts. Some 
state courts have prepared manuals 
for pro se litigants, which, in lan
guage readable by a l ayperson, ex
plain the court process. The Ver
mont legislature in 1990 addressed 
the problem by imposing the duty 
upon the court administrator to cre
ate forms for pro se litigants in the 
family court. Preliminary statistics 
in the new family court in Vermont 
show that pro Se plaintiffs have in-
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creased from between 3-5 percent 
when divorces were heard in supe
rior and district courts, to between 
40-55 percent after 16 months of op
eration of the family court. 

The thorny problem of who as
sists a pro se in completing the 
forms has not been resolved by mak
ing the court responsible for the ac
curacy of legal forms. In Vermont, 
the court staff is troubled by the fine 
line between clerical assistance and 
legal advice. Although the form 
preparation service may make the 
court available to litigants who pre
viously found the court beyond their 
reach, it raises serious questions 
about the possible unauthorized 
practice of law by the court staff and 
jeopardizes the sacred neutrality and 
independence of the court. Clear di
rectives are yet to be developed for 
the court staff to address these con
cerns. 

The small-claims experience pro
vides a helpful perspective for how 
courts can provide guidance in the 
negotiation and trial preparation 
phases. In the District Court of 
Union County, New Jersey, the 
court's law clerks work with the 
unrepresented litigants both to me
diate disputes and to help prepare 
the litigants for the courtroom. In 
courts where law clerks are a cov
eted commodity and only available 
for the judges, pro bono members of 
the bar can provide the same, and 
probably better, service. In cases in 
which an attorney represents one 
party against a pro se litigant, this 
third"party involvement removes 
the ethical dilemma of the attorney 
and opens the case to much-needed 
negotiations. Such programs, how
ever, will require many hours of free 
service from the bar, and the re
quests for attorneys' assistance and 
their training and supervision must 
corne from the court and the presid
ing judge. In addition, the limit of 
the responsibility of the pro bono at
torney must be clearly defined. In 
family court, trained family media
tors from the mental health profes
sions are better resources to solve 
family disputes than 'lawyers and 
courts, and procedures for such al
ternative dispute resolutions should 
be explored. 

Where law clerks, pro bono attor
neys, and mediators are not avail
able, the trial court must develop a 

system to help prepare the pro se 
litigant for the unfamiliar territory of 
the courtroom. The integrity of our 
court system and the public 
funding allocated depend to a 
large extent on the public per
ception of the delivery of jus
tice. With the large in
crease of litigants repre
senting themselves in our 
courts, this perception is 
going to be substantially 
influenced by the pro se 
litigant. Therefore, we 
are left with little 
choice. 

Active participation 
in the courtroom by 
the judge, however, 
threatens impartiality 
and places the judge in the position 
of interrogator. Judges feel uncom
fortable with this activist role re
quired in assisting the pro se litigant. 
Settlement or pretrial conferences in 
court before trial, in which the judge 
narrows the legal issues and identi
fies the particulars of the dispute, 
have been found useful to reduce ac
tive participation by the judge at 
trial and to save trial time. Such 
conferences also gi ve the parties a 
chance to talk settlement, familiar
izes the pro se litigant with the 
courtroom, and prepares the litigant 
emotionally and substantively for 
the fact-finding process. At any 
evidentiary hearing, however, the 
trial judge, to ensure a level playing 
field, is forced to take total control of 
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the proceeding and be the prosecu
tor, defender, and decider. 

As this confusion of roles threat
ens the integrity of the judicial sys
tem, we should concentrate our en
ergies on developing a system in 
which every litigant is guaranteed 
an attorney. Litigants representing 
themselves have shifted the respon
sibility of presenting the case from 
themselves, through their attorneys, 
to the courts. Rather than funding 
the courts exclusively by filing fees, 
a sliding scale user fee for litigants 
representing themselves could pro
vide the necessary added funding 
for a pool of court-appointed attor
neys. This solution is a little-ex
plored concept and yet a larger 
question of public policy. • 
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1992 NASJE Annual Conference 

October 11-14, 1992 • Charleston, South Carolina 
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Sunday, October 11 
4:00 - 5:00 p.m. 
Orientation to NASjE Goals and Services for New 
Members 

Faculty: Rita Stratton, Past President, NASjE 

Monday, October 12 
8:45 - 9:00 a.m. 
Conference Welcome and Overview 

9:00 -11:10 a.m. 
NASJE Annual Business Meeting 

Presiding: Dr. Jerry K. Beatty, President, NASjE 

Description: The president addresses matters that corne 
before the board and NASjE members according to 
the bylaws of the association. 

:!,: ... �.!:t,'.!.l:.i �al�;r£::�.;.';lf';\:i�=c�� 
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Faculty: Laurence B. Stone, President-elect 
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": recommendations to the board of directors on how 
to improve NASjE in specific areas. Participants 
will benefit by participating in a problem-solving 
exercise, which can be replicated in their own 
states. 

Objective: Each.group will identify one or more goals, 
objectives, and/or policies to improve NASjE. 

Description: Each participant will be aSSigned to a 
small group to discuss and make recommendations 
to the board of directors on matters of importance 
to the future of N ASjE. Seven areas of concern 
were identified at the board's strategic planning 

session held in February: . membership composition, 
membership involvement, relations with other organi
zations, project management, continuing education, 
networking, and board member responsibilities. Each 
small group will be facilitated by a board member. 

12:45 - 1:45 p.m. 
Group Lunch 

1 :45 - 3:55 p.m. 
Sharing Your Innovations and Ideas 

Goal: To introduce attendees to topics that can fit the 
needs of their in-state or national programming. 

Objective: Participants will identify the key points in the 
chosen topics with a goal of incorporating the material 
in their judicial education programs. 

Description: Nine 4O-minute topics will be offered. The 
participants will select three presentations, which will 
focus on technology, teaching/learning methods, cut
ting-edge legal issues, research, and publications. 

6:00 - 9:00 p.m. 
Conference Banquet 

Tuesday, October 13 
8:45 - 3:00 p.m. 
Session A: Effective Budget Planning and Management in 
the 1990s 

Faculty: Dr. john K. Hudzik, Michigan State University 

Goal: This program is designed to meet the needs of both 
new and experienced NASjE members who have re
sponsibility for budget planning and administration. 
The program will help the judicial educator confront 
one of the major challenges of the 1990s: doing more, 
doing it better, and doing it with less. 

Objectives: At the end of this session, participants will be 
able to: 1) describe the public-budgeting process; 2) 
discuss the implications of today's fiscal trends on 
tomorrow's public-sector programs; 3) generate prop
erly developed funding requests; 4) effectively use 
program benefits and successes in seeking additional 
funding; 5) successfully apply for grant funds; 6) ex
amine various funding strategies used by state judicial 
educators to support judicial education activities; 7) 
build a budget for a judicial education program; 8) re
solve typical problems encountered by judicial educa
tors in the budget development process; 9) effectively 
present a budget proposal. 

Description: In preparation for this course, a survey ques
tionnaire will be sent to all judicial educators asking 
about budgeting for jud idal ed ucation activities in 
their states. The survey will include questions on vari
ous funding mechanisms, impediments to adequate 
funding, cost-control measures, efficiency methods, al
ternate sources of revenue, and measures of success. 
A high rate of response to the survey will be critical to 
the success of this program, since the instructional ma
terial presented during the session will incorporate 
much of the information captured by the question-III 
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naire. The survey will be distributed in early Au
gust, and the responses will be due in early Septem
ber. 

Session B: Work Smarter, Not Harder: 
Managing Competing Priorities 

Faculiy: Dr. Murlene E. McKinnon, MACNLOW Asso
date.s 

Goal: Redticedeeonomic resources, increasingly effi
ciellt and accelerated information delivery, and sys
teinsth�t �uire u� to handle multiple responsibili
ties. ",ith decreased authority have all conspired to 
c�te nwnerous workplace stressOrs. Neverthe
leS,5/stress is an inside job. This session will exam
ine internal stress factors, recognize how they affect 
our response to situational workplace stressors, and 
teach how we can reorient ourselves and our time 
management capabilities to manage more success
fully the competing priorities of an overburdened 
system. 

ObjectiVe: After this session, the participants will be 
able to Identify their own personal faciQrs .that 
cause them te;> respond ill a debilitating fashion to 
workplace situational sttess; identify the opportuni
tie&.and realistic limits oflhe 1990's workplace and 
recognize how these influence our choice of re
sponses; �nd develop a personal head" alld heart
healthy actiono plan that outlines sperificmethods 
f"r handling time and managing competing priori
ties. 

Description: Managing competing priorities is a reality 
oflhecontemporary workplace. This session will 
id,mtifyways in which the judicial educator can not 
only �urvive but flourish in such an environment. 

Session C:·. Judicial Education: Process, Methods, and 
AdJidnislraHon 

Faculty:; Dr; LouisPhillips (Faculty Development), 
Phillips and Associates 

Dr. SandraA. Ratcliff (Conference Administration), 
American Judicature Society 

Dr. Donna S. Queeney (Needs Asse&sment), The 
Pennsylvania State University 

Dr. Thomas G. Pearson (Evaluation), American Acad
emy of Dermatology 

Scott C. Smith (Conference Site Coordination), Texas 
Dr. Kent.L. Gustafson (Media and Technology), The 

University of Georgia 
Dr. Joan E. Dominick (Teaching Methods), Kennesaw 

College 
Goal: To familiarize judicial educators with the key 

components necessary in managing their areas of 
responSibility, induding the critical and often over
looked details a& well a& the broad generalities. 

Objectives: Plan and develop their own needs assess
ments and evaluation tools. Establish efficient 
methods to accomplish their own unique educa
tional goals. petermine effective program manage
ment strategIes for use in their own environments. 

DeSCription: This session will provide participants with 
vital information regarding the process of conduct
ing judicial education and conference planning, 
from beginning to end. Based on the JEAEP 
manual, Adult Education Perspectives for Judicial Edu
cation, and using many of the contributing authors, 
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the p1"Qgram will highlight key points regarding pro
cess, methods, and administration of judicial educa
tion programs. Topics to be covered include Needs 
Assessment, Evaluation, Faculty Development, Teach
ing Methods, Media, Site Coordination, Conference 
Ad ministration,. and Board Relations. This session is a 
must for new judicial educators and will provide even 
the seasoned veteran with some new perspectives. 

12:00 - 1:00 p.m. 
Group Lunch 

Wednesday, October 14 
8:30 - 11:30 a.m. 
Session A: Grant Pradicum: Resources, Strategies, and 
Management Techniques for Slate Judicial Educators 

Faculty: Dr. Dennis Catlin, Michigan 
Robert Cayman, Massachusetts 
HollY Hitchcock, Rhode Island 
Ellen Marshall, Maryland 

Goal: To provide targeted information about both public 
and-priva�e,grant sources, to recommend model pro

. posals and Jeporting forms, and to develop a sche
mafic design for·a potential grant proje<:t. 

Objective: After participating in this session, educators 
will be able to identify in dear, direct, and specific lan
gilage the needforthe project; match the proje<:t objec
tives with-the most appropriate grant sources; under
stand how to write effective grant proposals; develop 
strategies and guidelines for more effective use of in
ternal resources during the grant's application and 
management phases; and convince stakeholders to 
support the project. 

Description: Experienced judicial educators and other 
adult educators will lead workshop participants 
through a practicum of the grant process from identi
fying the need for the proje<:t through reporting to 
stakeholders. 

Session B: Conference Facilities Contracts 

Faculty: Blan L. Teagle, Staff Attorney 
John R. Meeks, Staff Attorney 
Office of the State Courts Administrator, Florida 
Goal: To provide participants with useful information and 

skills in the area of conference facilities contracts, 
which will result in the facilities and services you need 
at a price you can afford. 

Objectives: After this session, the participants will be able 
to identify essential elements of contracts between 
state judicial educators and conference facilities; evalu
ate and edit important contractual provisions, includ
ing clauses pertaining to cancellation, room blocks, re
lease dates, and rights of first refusal; decide whether 
to use contracts submitted by the conference faciHty or 
whether to design their own standard contracts; com
plete a Ust of potential problem areas to consider be
fore entering into contract negotiations; identify effec
tive methods for negotiating with hotels and other 
conference facilities both before the program and on
site. 

Description: This hands-on session will review contract es
sentials through determining program needs and 
evaluating contract clauses. A practical guide to facili
ties negotiations will also be included. 
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State Judicial Educators 
ALABAMA. >tMr. Frank Gregory, Di

rector, Alabama Judicial College, 
817 S. Court Street, Montgomery, 
AL 36130-0101, (205) 834-7990 

ALASKA. Ms. Janna Stewart, Manager 
of Magistrate Services, Office of the 
Administrative Dire<:tor, 303 K 
Street, Anchorage, AK 99501, (907) 
264-8237 

ARIZONA. "Ms. Karen Waldrop, Di
rector, Education Services, Arizona 
Supreme Court, 1314 N. Third 
Street, Suite 330, Phoenix, AZ 
85004, (602) 542-9478 

ARKANSAS. "Ms. Kay Boothman, Ju
dicial Education Coordinator, Ad
ministrative Office of the Courts, 
Justice Building, 625 MarshalL little 
Rock, AR 72201, (50]) 376-6655 

CALIFORNIA. "Ms. Constance E. 
Dove, Executive Director, California 
Judges Association,30t Howard St., 
Suite 1040, San Francisco, CA 94105, 
(415) 495-1999 

CALIFORNIA. "Mr. Paul M. Li, Execu
tive Director, California Center for 
Judicial Education and Research, 
2000 Powell Street, 8th Floor, 
Emeryville, CA 94608, (510) 464-
3828 

COLORADO. "Ms. Virginia Leavitt, 
Staff Development Administrator, 
Colorado Judicial Department 1301 
Pennsylvania Street, Suite 300, 
Denver, CO 80203, (303) 837-3654 

CONNECTICUT. ·Mr. Anthony B. 
Fisser, Director, Continuing Educa
tion, Connecticut Judicial Depart
ment, 95 Washington Street, Room 
208, Hartford, cr 06106, (203) 566-
8567 

DELAWARE. �Ms. Frannie Maguire, 
Training Administrator, Adminis
trative Office of the Courts, 820 N. 
French St., 11 th Floor, Wilmington, 
DE 19801, (302) 577-2501 

DISTRICf OF COLUMBIA. M.. 
Cassandra Penn, Training Officer, 
Superior Court of the District of Co
lumbia, 515 5th Street, N.W., Room 
214, Washington, IX 20001, (202) 
879-4215 

FLORIDA. ·Ms. Mignon U. Lawton, 
Deputy State Courts Administrator, 
Legal Affairs and Education Divi
Sion, Office of the State Court Ad
ministrator, Supreme Court Build
ing, Tallahassee, FL 32399-1900, 
(904) 922-5079 

GEORGIA. Mr. Richard D. Reaves, Ex
ecutive Director, Institute of Con
tinuing Judicial Education, Univer
sity of Georgia 5I:hool of Law, Ath· 
ens, GA 30602. (404) 542-7491 

HAWAII. "Ms. Karilee Endow, Project 
Coordinator, Hawaii Judicial Educa
tion Program, Office of Planning 
and Statistics, P.O. Box 2560, Hono
lulu, ill 96804, (808) 548-4733 

IDAHO. Ms. Kate Langfield, Assistant 
Director, Administrative Office of 
the Courts, Supreme Court BuUd· 
ing, 451 West State Street, Boise, I D  
83720, (208) 334-2246 

ILUNOIS. Director of Judicial Educa
tion, Administrative Office of the 
lllinois Courts, 300 East Monroe, 
Springfield, IL 62701-1436, (217) 
785-0413 

INDIANA. "Mr. George Glass, Execu
tive Director, Indiana Judicial Cen
ter, 101 West Ohio St., Solte 1110, 
Indianapolis, IN 46204, (317) 232-
1313 

IOWA. ·Mr. Jerry K. Beatty, Executive 
Director, Judicial Education &. Plan
ning, Office of the State Court Ad
ministrator, State Capitol Building, 
Des Moines, IA 50319, (515) 281-
8279 

KANSAS. Ms. Denise Kilwein, Direc
tor of Judicial Education, Supreme 
Court,301 West 10th Street, Topeka, 
KS 66612, (913) 296-2256 

KENTUCKY. ·Ms. Rita Stratton, Man· 
ager, Education Services, Adminis
trative Office of the Courts, 100 
Millcreek Park, Frankfort, KY 
40601-9230, (502) 564-2350 

LOUISIANA. "Mr. Frank Maraist, 
Executive Director, Louisiana Judi
cial College, Paul M. Herbert Law 
Center, Louisiana State University, 
Baton Rouge, LA 70803, (504) 388-
8825 

MAINE. Honorable David G. Roberts, 
Chainnan. Judicial Education Com· 
mittee, Supreme Judicial Court, P.O. 
Box 1068, Bangor, ME 04401, (207) 
822-4180 

MARYLAND. "Ms. Fllen'Marshall, 
Assistant State Court Administrator, 
Judicial Education and Information, 
Administrative Office of the Courts, 
Courts of Appeal Building, Rowe 
Boulevard, Annapolis, MD 21401, 
(410) 974-2475 

MASSAGIUSEITS. "Mr. Robert P. 
Gayman, Executive Director, Judi
cial Institute, 2 Center Plaza, Room 
540, Boston, MA 02108, (617) 742-
8575 

MICl-llGAN. ·Mr. Dennis W. Catlin, 
Executive Director, Michigan Judi
cial Institute, P.O. Box 30205, Lan
sing, MI 48909, (517) 3J4.6441 

MINNESOTA. "Ms. June Cicero, Di
rector, Supreme Court Office of 
Continolng Education, Minnesota 
Judicial Center, 25 Constitution Av
enue, Suite 140, SI. Paul, lv1N 55155-
6102, (612) 297-7592 

MISSISSIPPI. "Mr. Leslie G, Johnson, 
Director, Mississippi Judidal Col
lege, 3825 Ridgewood, 6th Floor, 
Jackson, MS 39211, (601) 982·6590 

MISSOURI. "Mr. Michael Baumstark, 
Director of Court Services, Office of 
State Courts Administrator, 1105 R. 
Southwest Blvd., Jefferson City, MO 
65109, (314) 751-3585 

MONTANA. Mr. James Oppedahl, 
State Court Administrator, Supreme 
Court of Montana, Justice Building. 
Room 315, 215 North Sanders, Hel
ena, MT 59620, (406) 444·2621 
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NEBRASKA. "Ms. Janet Hammer, 
Public Infonnatlon/Education Of
ficer, Nebraska Supreme Court, P.O. 
Box 98910, LinCOln, NE 68509, (402) 
471-2643 

NEVADA. ·Dr. Dennis Metrick, Court 
Administrator, Second Judicial Dis
trict Court, 75 Court St., Reno, NY 
89501, (702) 328-3515 

NEW HAMPSffiRE. ·Ms, Elizabeth 
Hodges, Legal Counsel, Administra
tive Office of the Courts, New 
Hampshire Supreme Court, Frank 
Rowe Kenison Supreme Court 
Building, Concord, NH 03301, (603) 
271-2521 

NEW JERSEY. "Mr. Richard L. Saks, 
Chief, Judicial Education, Adminis· 
trative Office of the Courts, Hughes 
Justice Complex, CN"()37, Trenton, 
NJ 08625, (609) 292-0622 

NEW MEXICO. ·Paul L. Biderman, 
Director of Judicial Education, New 
Mexico Judicial Center, Institute of 
Public Law, 1117 Stanford NE, 
Albuquerque, NM 87131, (505) 
277-5006 

NEW YORK. "Ms, Helen A. Johnson, 
Director of Education & Training, 
Office of the Court Administrator, 
270 Broadway, Room 824, New 
York, NY 10007, (212) 587-5823 

NORm CAROLINA. "Mr. James C 
Drennan, Assistant Director, Insti
tute of Government, University of 
North Carolina, Knapp Building, 
CB3330, Chapel Hill, NC 27599-
3330, (919) 966-4160 

NORTI-I DAKar A. "Ms. Carla 
Kolling, Director of Personnel and 
Training, Supreme Court of North 
Dakota, State Capitol Building, Bis
marck, NO 58505, (701) 224-4216 

OlellO. �Mr. Laurence B. Stone, Direc
tor, Ohio Judicial College, 30 East 
Broad Street, Columbus, OH 43266-
0419, (614) 752-8677 

OKLAHOMA. Ms. Juanita Mayfield
Holley, Administrative Assistant, 
Administrative Office of the Courts, 
1915 N. Stiles, Sf. 305, Oklahoma 
City, OK 73105, (405) 521·2450 

OREGON. "Ms. Nori McCann·Cross, 
Judicial Education Director, Oregon 
Judicial Department, 1163 State St., 
Salem, OR 97310, (503) 564-5171 

PENNSYLVANIA. 'Ms, Bunny Can
tor, Director, Judicial Services, Ad· 
ministrative Office of the Courts, 
1515 Market St., Suite 1414, Phila
delphia, P A 19102, (215) 560-6325 

RHODE ISLAND. �Ms. Holly 
Hitchcock, Court Education Officer, 
Administrative Office of the Courts, 
250 Benefit Street, Providence, RI 
02903, (401) 277-2500 

SOUTH CAROLINA. Mr. Jeff Boyd, 
Staff Attorney, South Carolina 
Court Administration, P.O. Box 
50447, Columbia, SC 29250, (803) 
758·2961 

SOU1HDAKOTA. "Mr. Dan Schenk, 
Personnel &. Training Officer, State 
Court Administrators Office, Su
preme Court of South Dakota, 500 
East Capitol, Pierre, SO 57501, (605) 
773-3474 

TENNESSEE. �Ms. Suzanne G. Keith, 
Chief Judicial Planner, Office of the 
Executive Secretary, Tennessee Suo 
preme Court, 1400 Nashville City 
Center, Nashville, 1N 37243-0607, 
(615) 741-4416 

TEXAS. Ms. Hope Lochridge, 
Executive Director, Texas Municipal 
Courts Training Center, 1101 
Capitol of Texas Hwy. S., Suite 
B 220 Austin, TX 78746, (512) 
328-9150 

TEXAS. "Mr. Roy Rawls, Executive 
Director, Texas Center for the 
Judiciary, P.O. Box 12487, Texas 
Law Center, Solte 502, Austin, TX 
78711, (512) 463-1530 

TEXAS. "Mr. Scott C. Smith, Executive 
Director, Texas Justice Court 
Training Center, SW Texas State 
University, P.O. Box 931, San 
Marcos, TX 78667, (512) 245·2349 

UT AB. Judicial Education Director, 
Administrative Office of the Courts, 
230 South 500 East, Suite 300, Salt 
Lake City, UT 84102, (801) 533-6371 

VERMONf. Mr. Thomas J, Lehner, 
Court Administrator, Supreme 
Court of Vennont, 111 State Street, 
Montpelier, VT 05602, (802) 828-
3276 

VIRGINIA. "Mr, William T. Capers III, 
Director of Educational Services, 
Supreme Court of Virginia, 100 
North 9th Street, Richmond, VA 
23219, (804) 786-4542 

WASI-llNGfON, "Ms. Ann E. 
Sweeney, Judicial Education Man
ager, Office of Administrator for the 
Courts, 1206 S. Quince Street, MS 
EZ-II, Olympia, W A 98504, (206) 
753-3365 

WEST VIRGINIA. "Mr. Richard H. 
Rosswurm, Chief Deputy of Admin· 
istrative Counsel, West Virginia Suo 
preme Court of Appeals, State Capi
tol, Capitol 
E·400, Charleston, WV 25305, (304) 
348-0145 

WISCONSIN. ·Mr. V. K. Wetzel, 
Director of Judicial Education, 
Supreme Court of Wisconsin, 110 
East Main Street, Suite 420, 
Madison, WI 53703, (608) 266-7807 

WYOMING. Mr. Robert Duncan, 
Court Coordinator, Supreme Court 
of Wyoming, Supreme Court 
Building, Cheyenne, WY 82002, 
(307) 777-7581 

*'NASJE member 

This list of state judicial educators 
represents the latest information we 
have received. Please notify us if any 
changes should be made.-ED 
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CONTINUING PROFESSIONAL EDUCATION 

ADVISORY BULLETIN 
Editor's Column 

Good ideas are often used across a 
variety of contexts. Recently, continuing 
educators have borrowed a tried and true 
idea from business for motivating staff 
and maintaining a stable work force -
career ladders. 

The first article profiles career ladders 
in two state judicial education offices -
Utah and Florida. The following article 
discusses the factors that make or break a 
career ladder, and places the efforts of 
Utah and Florida in the context of how 
other professions are using career ladders. 
Career ladders in any context provide 
sound ideas for judicial educators con
cerned with maintaining a motivated, 
loyal staff. 

Diane E. Tallman 
Editor 

Career Ladders in Judicial 
Settings 

Career ladders have become increas
ingly popular, especially in business and 
industry, as companies respond to de
creasing loyalty and employee turnover. 
Ladder programs provide incentive and 
sustain motivation through increasingly 
complex training for current and future 
jobs. In general, the goal of career ladder 
programs is to provide a path for employ
ees to advance, vertically or laterally, in 
their careers. This article profiles a career 
ladder program used by the Administra
tive Office of the Courts in the state of 
Utah. The career ladder that is being 
developed in the Clerk of Courts Office in 
Miami, Florida will also be discussed. 

Utah's Career Ladder 
Utah has recently developed a career 

ladder program for court clerks which is 
called Career Track. The need for such a 

program was identified by a committee 
chaired by Elma Ashley, Judicial Support 
Coordinator, and employees from all as
pects of the court system. The program is 
administered by the Judicial Support 
.Coordinator in the State Court Adminis
trator's Office. 

Career Track is specifically designed for 
line clerks of the court; however, training 
is provided to supervisors. Training is di
vided into three levels and consists of on
the-job and classroom training, supple
mented by a training manual. Level I 
orients the employee to the court system, 
on-the-job training, and some interper
sonal skills. Level II provides further on
the-job training plus training about other 
court levels other than the court where the 
clerk works, and some problem-solving 
skills. Level III is the final rung on the 
career track ladder and allows the em
ployee to attend classes to increase knowl
edge and acquire additional skills to ad
vance to a higher position. Employees 
who wish to enter a supervisory role must 
complete some supervisory and manage
ment training. 

Joan Bly, Associate Judicial Support 
Coordinator, reports that employees were 
initially hesitant in becoming involved in 
Career Track but that changed after they 
attended a few classes. They are now 
aggressive in their progress and their 
critiques help administrators plan future 
educational programs. As would be ex
pected, the time factor has been the major 
limitation. Supervisors have had to re
prioritize their duties because they are 
required to spend a significant amount of 
time with employees following the pro
gram. 

Career Track Level I 
Joan Bly has provided a summary of 

requirements for a Deputy Court Clerk 
following the court clerk Career Track. An 
employee hired as a Deputy Court Clerk 

(continued . . .  J 



FALL 1992 • CONTINUING PROFESSIONAL EDUCATION ADVISORY BULLETIN 

must complete Level I within the first 
year, the probationary period. The 
employee follows their own plan out
lined in their "Knowledge and Skills 
Record Plan" which includes attend
ing an orientation session covering in
formation about personnel benefits. 
After two months from initial employ
ment, the employee completes the In
troduction to the Courts Academy train
ing. This includes sessions on such 
subjects as sexual harassment, ethics, 
role of the clerk, and overview of the 
court system. In addition, the em
ployee must perform all aspects of a 
single function area, demonstrate an 
understanding of legal terminology, 
and complete courses on interper
sonal skills and customer service. 

Career Track Level II 
The requirements at Level II must 

be fulfilled in not less than two years, 
and not more than three years of an 
employee'S hire date. The employee 
must complete the workbook and pro
cedural manual for the court opera
tion, demoiistrate an understanding 
of case flow management, and com
plete a course on problem solving 
skills. In addition, the employee must 
demonstrate that he/she understands 
a trial court and appellate court that is 
not his/her own, and jury manage
ment. The employee needs to demon
strate knowledge in the allied agen
cies which interface with the court, 
and in accounting procedures. An 
employee who has completed these 
requirements and has spent two suc
cessful years on the job is able to 
advance to a higher grade level. An 
employee is not required to advance 
further than Level II on the Career 
Track. 

Career Track Level III 
The Deputy Court Clerk who has 

successfully met all the requirements 
of Levels I and II and wishes to 
progress receives a great deal of inten
sive classroom education at Level III. 
At this stage, the employee must 
attend a class and describe a trial and 

appellate court which is not his/her 
own; complete" Advanced Case Man
agement,/I "Team Building/' and 
"Constitutional Law and Procedural 
Advise" courses; complete a course 
on writing; and complete the written 
proposal. Although Level III is the 
final stage in Career Track, employees 
need not be discouraged. An em
ployee who successfully completes 
the three levels of the Career Track can 
compete for supervisory positions at 
the next grade level. 

Florida's Clerk Learning Network 
The Clerk of Courts in Dade 

County, Florida has established an 
Office of Education and Training to 
develop a comprehensive human re
source management and development 

. system for its 1200 employees. This 
system includes a Quality Improve
ment Process (QIP), a career ladders 
system, and Assessment Center. In 
the QIP, each employee identifies the 
processes they use in their job and 
each of the 82 work units/teams deter
mines its own standards. From these 
processes, competency standards are 
derived which will form the rungs of 
the career ladder. It is anticipated that 
a career ladder will have 15 to 20 
rungs. Employees progress up the 
ladder by demonstrating competence 
required for each rung. Training for 
the competency standards will be 
provided by the Office of Education 
and Training. 

After an employee feels confident 
about his/her ability to perform, he/ 
she moves to the Assessment Center, 
where the employee demonstrates this 
ability through activities such as role
plays and simulations. After the As
sessment Center evaluates the em
ployee's performance, a Career Coun
seling Service advises the employee 
about options, especially further train
ing that may be recommended to 
improve performance. Additional train
ing is provided by the Office of Edu
cation and Training which may be in 
the form of mentor relationships, in
ternships, traditional classes, or self
directed study. This training helps 

ensure that the employee will im
prove his/her performance and move 
up the career ladder. 

The Clerk's Learning Network will 
provide professional development to 
each of the 1200 clerical and manage
rial employees in the Clerk of the 
Courts Office while simultaneously 
improving overall customer service 
and work performance. Although the 
Clerk's Learning Network is still in the 
conceptual phases, team building has 
already resulted from employees get
ting together to discuss their work. 

Camille A. Carr is Project Assodate of 
JEAEP and a doctoral candidate in adult 
education at The University of Georgia. 

Career Ladders: From 
Research to Practice 

Career ladders have become a 
popular response to having employ
ees choose to terminate employment 
rather than advance and assume 
managerial responsibilities (Goldstein, 
1988; Lentz, 1990). Career ladders are 
paths designed for employees to 
advance in their career without neces
sarily assuming administrative du
ties. They are commonly used for 
clerical, technical, and paraprofessional 
employees. This article will discuss 
factors associated with the success 
and failure of career ladders and will 
provide some actual examples from 
business and industry. Career ladders 
that are used in the contexts of civil 
service and nursing will also be dis
cussed. 

Recommendations for a Successful 
Ladder 

For a career ladder to be success
fully implemented, Goldstein (1988) 
recommends that promotion be dis
couraged as the main symbol of career 
achievement. Drema Howard of the 
Career Center at the University of 
Kentucky, recommends that the se-
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quence of steps not be overempha
sized, and that individual needs be 
considered. Howard and Berkman 
(1989) believe that a successful career 
ladder will also recognize that em
ployees plateau and career needs wiIl 
shift. Lentz (1990) recommends that 
career ladders have a commitment 
from management and a promotion 
review committee to objectively evalu
ate candidate's qualifications. Gold
stein (1988) claims companies with 
successful career ladders, such as IBM, 
3M, and Texas Instruments, are dili
gent in retaining and motivating key 
employees, and compensating them 
with salaries comparable to supervi
sors without the rigors of manage
ment. 

Why Career Ladders Fail 
Research indicates that common 

problems exist in career ladders. Most 
frequently cited was that ladders are 
used as "dumping grounds" for 
unsuccessful managers (Berkman, 1989; 
Goldstein, 1988; Lentz, 1990). Ac
cording to Drema Howard, another 
issue is that employees cannot de
velop skiIls to advance because they 
do not have the opportunities to 
develop the skiIls necessary for ad
vanced positions. Lentz (1990) notes 
that career ladders must grow along 
with the organization. Lentz (1990) 
and French (1988) warn that career 
ladders may not be successful if they 
do not develop credibility or status or 
there is a lack commitment from 
management. Lentz (1990) and Berk
man (1989) claim problems also exist 
when the ladder is too narrowly de
fined, when the rungs are not equal, 
and when goals are not well defined. 
Finally, Goldstein (1988) reports that 
a 1982 study by Columbia Univer
sity's Center for Research in Career 
Development found carrer ladders to 
often be ineffective because of inequi
table salary and title comparisons, 
among other reasons. 

Career Ladders in Business and 
Industry 

Career ladders have most fre
quently been used in business and 
industry. Lentz (1990) profiles one 
such example at Dow Corning. At 
Dow Corning, management decided 
to update their career ladder, citing 
that it needed to be flexible enough to 
grow with the organization while 
adhering to the company's mission of 
recognizing, rewarding, and encour
aging continued growth for employ
ees who choose to remain in technical 
positions rather than follow a mana
gerial career path. 

According to Lentz (1990), the 
new career ladder program began by 
forming the Promotion Review Com
mittee to establish guidelines for 
promotion, review candidates' quali
fications, and identify candidates. The 
new program has two major compo
nents: (a) a listing of four criteria for 
all senior professionals, and (b) a 
listing of characteristics for each crite
rion and for the different job levels. 
These listings were developed· col
laboratively by the Promotion Review 
Committee and the directors of each 
department. 

Transamerica Life Companies has 
successfully operated a career ladder 
in data processing for eight years. 
According to Joan Klubnik, Career 
Development Administrator for the 
company, the ladder was easy to 
develop because there is consensus on 
the hierarchy of job knowledge and 
much research has been conducted on 
skills needed in data processing. 

Klubnik reports that at Transa
merica, career ladders are spelled out 
vertically within a job field, but also 
show movement into other areaS. The 
company originally developed a map 
of how careers interrelate but found it 
was too complex to be practical. They 
then decided to develop a ladder for 
each position, such as programmer or 
consultant. The manager performs 
career counseling by educating the 
employee about how ladders mesh 
with others. The employee can volun
tarily discuss career options, obtain 

information on the various ladders 
and the detailed information on the 
different positions with his/her man
ager. The manager is deemed most 
appropriate for tying skills to jobs. 
However, if an employee is uncom
fortable discussing career opportuni
ties with his/her manager, the em
ployee can seek guidance from the 
Career Development Administrator. 

Career Ladders for Women in 
Government 

State and local governments 
employ many workers in clerical, 
technical, and paraprofessional occu
pations. These jobs have been tradi
tionally held by women. Figart (1989) 
examines the public sector for career 
development methods that may be 
especially beneficial for women to 
move up the Career ladder or create 
ladders. Figart claims a career devel
opment program must involve col
laboration between labor and man
agement. This is necessary if changes 
in job classifications and hiring prac
tices are desired in civil service agen
cies which are responsible for job 
classification and hiring. Labor unions 
have identified three means of career 
development: (a) the crossover method, 
(b) the bridge method, and (c) the 
skills-upgrading method. 

According to Figart (1989), the 
skills-upgrading method is used when 
a target occupation requires specific 
skills. Education is in the form of on
the-job training, classroom training, 
or off-site courSes. This method is 
most relevant for unskilled employ
ees. New York City uses the skills
upgrading method through a coop
erative arrangement between an 
AFSCME Local and local educational 
institutions. Various colleges provide 
training in such areas as manage
ment, court reporting, and nursing 
and respiratory therapy. 

In the crossover method, employ
ees "cross over" to an entry-level job 
on another career ladder which re
quires similar knowledge, skills, and 
experience. Figart (1989) reports that 
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this method uses on-the-job training 
and is especially relevant for employ
ees in dead-end positions. The cross
over method was used in Los Ange
les, in conjunction with the skills
upgrading method. Librarians were 
given automation classes to upgrade 
skills, and were also offered courses in 
writing, speaking, and public rela
tions to help them seek careers in 
other areas of government. 

In the bridge method, new posi
tions are created between existing 
ones (Figart, 1989). This method is 
appropriate when there is a large 
number of highly technical positions 
and a smal,ler number of non-techni
cal positions. The bridge method was 
used in Massachusetts by an AFSCME 
Local which set up an apprenticeship 
for janitorial and housekeeping staff. 
The apprenticeship served as the bridge 
to move these employees into skilled 
positions such as carpenters, p ainters, 
plumbers, and electricians. 

Career Ladders in Nursing 
Career advancement in nursing 

has historically been based on aca
demic achievement because clinical 
ladders have not existed (French, 1988). 
Hospitals are currently realizing that 
competence, rather than academic 
success, will differentiate nurses. A 
clinical ladder is a type of career 
ladder in which the needs of nurses 
who wish to continue working in a 
clinical area, rather than administra
tion, are addressed. 

French (1988) notes several im
portant factors to consider in imple
menting a clinical ladder. First, man
agement must familiarize nurses with 
clinical ladders instead of insisting on 
developing a clinical ladder. This is 
important so nurses do not perceive 
the ladder as a "m'!nagement" pro
gram. Another consideration is that 
the ladder must be developed collabo
ratively between management and 
staff. Also, staff members using the 
ladder must overwhelmingly support 
the ladder. Finally, French advises 

that management should firmly com
mit to the career ladder before it is 
discussed with staff to avoid lack of 
credibility between management and 
staff. 

Implications for Judicial Education 
This research on career ladders 

covers a broad scope, from business 
and industry to nursing. But there are 
certain aspects relevant to judicial 
educators who are considering imple· 
menting a career ladder in their court 
system. 

A career ladder may be needed in 
your court system if you have con
cerns about retaining and motivating 
non-judicial employees, especially in 
light of budget constraints. Incentives 
other than money can be offered; 
however, equality must be stressed. 
Lateral career ladders are very com
mon and are no less important than 
vertical ones, for which the reward is 
promotion. Promotion is not the only 
symbol of achievement and this must 
be communicated to your staff. The 
focus of the ladder should be on the 
needs of each individual employee, as 
these needs will change. The success 
of a career ladder will depend in part 
on the commitment from the admini
stration in your court system. In 
addition, forming a committee or task 
force consisting of employees from all 
areas will help the success of a 
ladder. Once a career ladder is estab
lished, it is necessary that employees 
have the opportunities to enhance 
their knowledge and skills. Therefore, 
classroom training should be offered 
and encouraged. Educational oppor
tunities can be facilitated through 
cooperative arrangements with local 
universities and colleges. Finally, if a 
career ladder is not feasible in your 
court system, a career planning semi
nar may be just as effective in retain
ing and motivating employees. 

Camille A. Carr is Project Associate of 
lEAEP and a doctoral candidate in adult 
education at The University of Georgia. 
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NASJENews 

National Consortium, continued 

2. publishing a quarterly newsletter. 
The newsletter will detail the ac
tivities of Consortium members 
and discuss general issues con
cerning racial! ethnic bias in the 
courts 

3. holding a national conference on 
racial! ethnic bias in the courts 

In May the consortium gathered 
for its fourth annual meeting. Ms. 

Desiree Leigh, the 1992 Consortium 
coordinator, spoke of the state court 
system as a very appropriate place 
to start looking at the complex chal
lenges minorities encounter with the 
judicial system. Minorities across 
the country feel disenfranchised 
with the courts, tend to distrust the 
court system, and feel that bias pre
vails. Michigan and New Jersey 
studies have found that minorities 
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underutilize the courts compared to 
their white counterparts. The stud
ies found that minorities do not 
believe they will get appropriate 
compensation. It's very discourag
ing, says Ms. Leigh, that people 
won't use the system for which they 
have inalienable rights. 

See the accompanying chart for a 
quick glance at the major activities of 
the 17 states in the consortium. • 



NASjE News 

President's Column, continued 

remains high and our annual confer
ence is well attended despite budget 
constraints, out-of-state travel limita
tions, and increased dues. We are 
delighted that at least four states
Delaware, Hawaii, New Mexico, and 
Oregon-have chosen to establish 
new or expanded judicial education 
offices. 

We believe the high attendance at 
our annual conference mirrors the 
maturity of the profession, the qual
ity and relevance of the educational 
programs, and the recognition that 
continuing education is as vital to ju
dicial educators as it is to judges and 
other court staff. Although we do 
not expect budget problems to go 
away anytime soon, we are optimis
tic that NASjE's membership will in
crease as the economy improves and 
the number of judges and staff 
grows to address the burgeoning 
number of court cases. 

One of the factors that has 
strengthened NASjE is the broad par
ticipation of its membership in the 
Association's activities. Over one
third of our l00-plus members con
tribute to a NASjE committee or 
project. While we are pleased with 
the participation rate, there un
doubtedly are ways to encourage 
even greater involvement. To this 
end, we are holding a session on 
"What's Buggtng Me: A Systematic 
Approach to Identifying and Realiz
ing NASjE's Goals, Objectives, and 
Polices" at the annual NASjE confer
ence in Charleston, South Carolina, 
October 11-14. During this period, 
all members will have an opportu
nity to discuss ways the Association 
can improve communications and 
enhance the participation of all 
members. 

During the past two years, we 
have made significant progress in 
reaching our second goal-provid
ing technical assistance to judicial 
education organizations. With 
grants from the State Justice Institute 
(SjI), NASjE has spearheaded two 
technical assistance projects-the Ju
dicial Education Reference, Informa
tion, and Technical Transfer Project 
(jERlTI) and the Judicial Education 
Adult Education Project (jEAEP). 

jERITI offers technical assistance 
through subject matter searches (in
cluding a massive program data
base) and on-site consultations (usu
ally between state judicial educa
tors), while jEAEP contracts with 
educational consultants to help judi
cial education organizations fulfill 
specific needs. Together, they have 
provided technical assistance to 
nearly 50 projects representing over 
half of the states. 

NASjE also has been very sup
portive of the Leadership Institute in 
Judicial Education (LIjE), sponsored 
by Appalachian State University and 
the Women Judges' Fund for Justice, 
which together with jERITI -<:0-
sponsored by the School of Criminal 
Justice, Michigan State University
and jEAEP-<:osponsored by the 
Center for Continuing Education, 
University of Georgia-make up the 
Judicial Education Technical Assis
tance Consortium. Since April 1990, 
18 five-member state judicial educa
tion teams have attended the Insti
tute, and team leaders from 12 states 
have completed an advanced train
ing seminar. Following the initial 
training program, each state judicial 
education organization is provided 
on-site technical assistance to help 
the state's judicial education team 
refine or implement the "action 
plan" it promulgated at the Institute. 

NASjE News and the numerous ju
dicial education publications of 
jERm and jEAEP, including Pro
grams Summary, Products Review, Is
sues and Trends, Needs Assessment and 
Program Evaluation, and Adult Educa
tion Perspectives for Judicial Education, 
provide a wealth of informa tion to 
judicial educators. The last manual 
will be showcased during the work
shop, "Judicial Education: Process, 
Methods, and Administration," at 
the forthcoming NASjE conference. 

Our third goal-<:loser coopera
tion between state and national judi
cial education providers-has ad
vanced considerably, though efforts 
to further improve communications 
should continue. We are pleased 
that a NASjE representative was 
asked to serve on the National Judi
cial College's Long-Range Planning 
Committee, the Curriculum Evalua
tion Committee, and the Curriculum 
Advisory Committee as well as other 
advisory groups. The National Cen-
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ter for State Courts provides finan
cial management and production 
staff assistance to the NASjE News 
editorial committee, which is com
posed of state and national judicial 
educators. (Recently, both the Na
tional Judicial College and the Na
tional Council of Juvenile and Fam
ily Court Judges made a financial 
contribution to the newsletter.) The 
Cen ter also provides technical assis
tance and administrative support to 
NASjE's Sjl-funded Judicial Educa
tion Management System (jEMS) 
project, which will assist the devel
opment of automation in judicial 
education offices. 

We also have attempted to estab
lish a closer relationship with the 
Conference of Chief Justices and the 
Conference of State Court Adminis
trators. A chief justice and two state 
court administrators serve on the Ju
dicial Educa tion Technical Assis
tance Consortium. Last year, two 
NASjE members, Rita Stratton (KY) 
and Chuck Claxton (Appalachian 
State University), served on a judi
cial education panel at the joint an
nual meeting of the Conference of 
Chief Justices and the Conference of 
State Court Administrators in Phila
delphia. On July 23, 1992, NASjE's 
Principles and Standards of Continuing 
Judicial Education were disseminated 
and endorsed by the Conference of 
Chief Justices at its 44th annual 
meeting. The CCj board of directors 
also discussed the possibility of es
tablishing a liaison relationship with 
NASJE. 

Let me add a personal note of 
congratulations and gratitude to the 
scholarship, perseverance, and hard 
work of the Standards Committee
Tony Fisser (Cf), chair, Richard Saks 
(Nj), Catherine Springer (IN), Rita 
Stratton (KY), and Joseph Trotter 
(American University)-for prepar
ing the Principles and Standards. 
They solicited input from a wide 
spectrum of judicial education pro
viders and experts in career develop
ment and continuing professional 
education. We expect the document 
will serve as a gUide for the develop
ment and advancement of quality 
educational opportunities for the ju
diciary throughout the nation. 

Our next task is to develop stan
dards and guidelines for the con
tinuing education of court system 
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professionals. In conjunction with 
American University's School of 
Public Affairs Justice Projects Office, 
and with the support of the National 
Association for Court Management, 
the Institute for Court Management 
of the National Center for State 
Courts, and others, NA5jE plans to 
develop continuing education stan
dards for court staff. 

We would be remiss if we did not 
mention the contribution of 5jl to ju
dicial education. As illustrated 
above and noted in previous col
umns, 5jl has played a critical role in 
promoting education and training 
for judges and court support staff. 
By funding projects sponsored by 
state judicial education offices, 
NA5jE, and other providers serving 
state judiciaries, 5jl has encouraged 
the development of innovative pro
grams and materials. Forty-seven 
state judicial departments have re
ceived some form of educational as
sistance from 5jl. We hope 5jl will 
continue to explore cost-effective 
ways to maximize the impact of 
funds available to educate and train 
officers and employees of the judi
cial branch of state government. 

Again, thanks for all your help. 
Because of YOU, we have a lot to be 
proud of. I am confident our new 
president, Larry Stone (OH), will lead 
us in new tasks and accomplish
ments. His broad and diverse expe
rience, conscientiousness, dedication, 
and vision will serve us well. Best 
wishes to Larry and the new NASjE 
Board members who will be elected 
at NASjE's annual conference in Oc
tober. See you in Charleston . •  

NASjE has enlisted nine new 
members since November 1991. 

They are: Elizabeth Hodges, Direc
tor of Judicial Education to the Su
preme Court Committee, New 
Hampshire Administrative Office of 
the Courts; Paul L. Biderman, Direc
tor, New Mexico Judicial Center, In
stitute of Public Law, University of 
New Mexico; P. M. (Duffy) 
Dubhaigh-Ingrassia, Program Coor
dinator, New Mexico Judicial Center; 
Bruce E. Bohlman, Chairperson, Ju
dicial Education Committee, North 
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Keep Your 
Conferences Secure 

H Ow often does this occur at a 
judicial conference? You drive 

into the conference hotel parking lot 
under the hotel marquee, which 
reads "WELCOME! JUDGES CONFER
ENCE." You walk through the front 
door of the hotel lobby to check in 
and to register for the conference 
and see a kiosk with an announce
ment of judges hospitality in room 
401. These signs are often helpful to 
conference participants in locating 
the workshops or special events. 
Yet, these directives can also be an 
open invitation to trouble. 

Judges are particularly vulnerable 
to violence from individuals who be
lieve that they have been wrongfully 
judged or who believe that the jus
tice system has failed them in some 
way. State trial judges have re
ported being stalked and harassed 
and their lives threatened by defen
dants or others affected by the judi
cial system. It is crucial to consider 
the potential danger associated with 
the lives of trial judges. This poten
tial for violence has grown in pro
portion to the increased frequency 
with which violent criminals, drug 
traffickers, and other litigants are in
volved in courts across America. 

In a recent survey, judges re
ported feeling safer at judicial con
ferences than at the courthouse. As 
judicial educators, however, we 
must not take it  for granted that re
moving judges from their immediate 
home and work environment will 

Transitions 
Dakota Judicial Conference; 
Meredith Hofford, Project Director, 
Family Violence Project, National 
Council of Juvenile and Family 
Court Judges; Frannie Maguire, 
Training Administrator, Administra
tive Office of the Delaware Courts. 

In addition to the six members 
listed above, the following are new 
members via transfer: Nori J. 
McCann-Cross, Judicial Education 
Director, Oregon Judicial Depart
ment; Sharon Gilson, Judicial Edu
cation Officer, Administrative Office 
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eliminate potential risk. Although 
the risk may be reduced, it  is not 
eliminated. Unfortunately, the in
creases in incidences of random vio
lence committed by individuals who 
have a beef with the judicial system 
are a constant reminder to us to be 
cautious. 

The following are some helpful 
hints for providing conference secu
ri ty, which can easily be incorpo
rated into the conference-planning 
steps: • before each conference, local law 

enforcement agencies should be 
notified of the hotel, dates, and 
times of the judicial conference; • before the judicial conference, ju
dicial education staff should meet 
with the hotel and security staff to 
discuss in detail the program 
agenda, special requirements, and 
emergency procedures to be fol
lowed; • the hotel should be advised not to 
advertise the meeting on an in
door or outdoor marquee before 
or during the conference; • all suspicious persons lOitering 
around the meeting should be re
ported to hotel security and local 
authorities; and • judges and their family members 
should be given name tags, which 
must be worn at all times through
out the conference. These name 
tags must be visible before enter
ing any work session or social 
event. • 

of the Utah Courts; Leslie G. John
son, Director, Mississippi Judicial 
College . •  
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How Do We Teach Gender Fairness, continued 

we develop formats that are time
rich with relatively smaller groups 
of participants? 

Strategies for Gender Bias 
Course Pevelopment and Delivery. 
If committed support exists, the judi
cial educator is well positioned to 
build a results-based plan. The fol
lowing strategies have proved most 
reliable: 
1 .  Select skillful, committed faculty. A 

team of three or four is better than 
one. Both men and women 
should be on the team. Outside 
experts may be on the team, but 
the core should be respected 
judges. 

2. COMuct an advance planning/devel
opment session. Let the team as
sess the needs, write learning ob
jectives, create design and con
tent, and even rehearse key seg
ments. 

3. Aim at behaviors (and decisions), not 
attitudes or raw knowledge. Cogni
tive and attitudinal goals are fine, 
but they are a means to an end
improved judicial behavior. Bad: 
"judges will increase awareness 
(build sensitivity)." Good: 
"judges will use and enforce gen
der neutral language" or "judges 
will create guidelines for fair deci
sions in domestic violence cases." 

4. Use structured learning activities. 
Unstructured discussions with 
random comments give the 
naysayer a forum and do not 
yield specific strategies. Struc
tured activities, such as case prob
lems, demonstration scenarios, 
"strategy" brainstorming, written 
decisions, and group action plan
ning, give the serious learners a 
chance to create a constructive 
training product. 

5. Aim at the learners most likely to 
learn. Group 1 consists of the 
committed believers in gender 
fairness. Group 2 is the broad 
middle group, perhaps passive or 
unaware, but nOt hostile. Group 
3, a relatively small minority, is 
angry, suspicious, defensive, and 
obstructive. Aim at Group 2. 
Group 1 will support the faculty, 
so "preaching to the choir" is un
necessary. Group 3 may never 
change; we must not waste pre-

cious time trying to persuade the 
lost cause. 

6. Aim at the future, not the past. 
Other courses direct judges to
ward practical future applications, 
regardless of past deficiencies. 
The gender fairness approach 
should be equally forward-look
ing, which by definition is more 
positive than dwelling on judicial 
and system failures. 

7. Consider blending gender issues in 
other courses. Instead of raising a 
red flag ("Now we're going to 
have a course on gender bias"), 
several states have experimented 
with building gender components 
in Such courses as "sentencing," 
"family law," "criminal trials,/f 
"domestic violence," and lIabuse 
and neglect." 

Preparing for Problems. Some 
formidable trouble spots remain, in
cluding the need to predict and plan 
for disagreement. "Isn't this just 
part of the radical feminist agenda?" 
No, it is the mainstream commit
ment to treat everyone fairly, regard
less of gender. "You just want us to 
adopt politically correct language." 
We aren't talking about PC, but lan
guage choices affect perceptions, 
and all parties should perceive a 
problem undiluted by gender fac-
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tors. "We're spending all this time 
trying to change the cosmetics of ju
dicial demeanor?" No, the most im
portant strategies go beyond de
meanor and deal with fairness in a 
large inventory of judicial decisions 
on a variety of topicS. "Isn't some 
gender bias caused by others, like 
lawyers, staff, and police?" Much of 
it  is, but the judge is in the best posi
tion to assure that others do not 
bring it into the courtroom. 

Another problem is class size. 
With a large group, find ways to 
make it "smaJler," with individual 
and small group projects. Strategy 
sessions, checklist preparation, and 
decision making on problems can 
build intensive learning experiences, 
especially if facilitated by a trained 
group leader. In some programs, al
most half the class time is spent in 
groups. 

A third problem is the faculty 
member's "agenda" and perceived 
role. The best faculty are committed, 
but they may become frustrated 
when learners do not appear to "buy 
in." Faculty must resist being 
preachy, dogmatic, or prescriptive. 
Adult learners must have ownerShip 
of their own growth; we cannot 
learn for them. Thus, passionate 
commitment must be moderated by 
patience, tolerance, open
mindedness, and trust. We cannot 
give resistant people an opening to 
attack our motives. The best solu
tion to this problem area is prudent 
selection of faculty. 

Conclusion. Building gender 
fairness is a process, not a quick fix. 
No judicial educator should be criti
cized when a single, brief course 
fails to achieve sweeping observable 
change. No faculty should feel de
moralized when a few vocal people 
try to challenge the mission. We are 
dealing, after all, not just with tradi
tional values and beliefs, but with 
deep-seated behavior patterns and 
habits. If we remember that change 
comes slowly and that most judges 
want to be fair, our gender fairness 
courses should help them perceive 
potential bias, acquire tools, use re
sources, and practice skills. Like any 
other course, gender fairness instruc
tion is doable. • 
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E I Dorado, Arkansas, is 
not a large town. But 

EI Dorado does not have 
to be large to be special. 
Located in south central 
Arkansas, just a few miles 
north of the Louisiana bor
der, and noted for lush 
lowland pine forests, EI 
Dorado flourished because 
of the oil boom of the 
1920s. The name itself can 
be translated "The Golden 
One." 

More than rich oil, more 
than gold-black or 
shiny-judicial educators 
are thankful for a different 
treasure discovered in EI 
Dorado: Arkansas judicial 
educator Kay Boothman. 
For it was in EI Dorado 
that Kay Sims Boothman 
was raised, and it was in 
EI Dorado that she re-
cei ved her initial moor
ings. 

Born the eldest of two 
children after her parents 
had been married nine 
years, Kay and her 
younger brother, Philip, 
were considered "miracle 
babies." Their parents had 
almost resigned them
selves to not having chil
dren. As a result, they 
were welcomed, cele
brated, and even (Kay con
fesses) "spoiled." This 
launch into life, propelled 
today through her mar
riage to husband Rick for 
23 years, is one reason Kay 
describes herself as a 
"happy" person. 

Growing up in the oil
dominated town of EI 
Dorado was an experience. 

PROFILE 

Kay Boothman 

Kay's father, to whom Kay 
was especially close, 
worked in the oil business 
himself before his death in 
1976. Two oil wells on 
their property subsidized 
higher education for Kay 
and her brother. The well 
that sent Kay to school 
was called "Katie Did." 

Kay's 72-year-old 
mother continues to amaze 
Kay. An avid reader, she 
is employed by an accoun
tant, works 40 hours a 
week, and operates a com
puter. 

Family memories are 
warm and pleasant for this 
Arkansan. Saturday night 
was family time. Sunday 
was church, a family meal, 
and also (in season) watch
ing baseball with her fa
ther. To this day Kay re
mains a SI. Louis Cardinal 
fan. Twel ve years of 
dance instruction-ballet, 
tap, and five years dancing 
on her toes--kept Kay out 
of mischief if she ever was 
so inclined. So did school 
activities. In high school 
Kay served on the student 
council, was active in a fe
male key club, and served 
on the staff of the school 
newspaper. Later in 
Arkadelphia, where she 
graduated from 
Henderson State Univer
sity, Kay again served on 
the college newspaper 
staff, not to mention the 
college yearbook. Kay's 
degreee is in speech com
munication. 

It was in the seventh 
grade that Kay met future 
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husband Rick at a summer 
church camp. Rick, who 
also attended Henderson 
State University, married 
Kay the summer before 
their senior year in college. 
BecauSe Kay graduated 
from college in three years, 
she was able to graduate 
with Rick, who is one year 
older. 

After graduation, Kay 
taught high school classes 
in EI Dorado and later in 
Little Rock as a "long-term 
substitute." English, jour
nalism, speech, and math 
were her subjects. Teach
ing is a "first love" for 
Kay. 

But newspaper work 
has surfaced frequently 
enough in Kay's life that 
the print world could also 
lay claim to her affection. 

For example, when she 
worked as a senior ser
vices representative for an 
equipment-leasing firm, 
she edited newsletters as 
part of her responsibilities. 
When she came to work at 
the Arkansas Administra
tive Office of the Courts in 
1985 as an auditor of court 
records, and as the first ju
dicial educator in the state 
a few months later when 
the legislature created the 
new position, Kay again 
found herself editing the 
department's newsletter. 
Small wonder that in 1987 
then NASIE president Rich
ard Reeves appointed her 
to chair the editorial com
mittee of NASIE News. Re
cently resigned from this 
position after more than 
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four years, Kay's success, 
style, and efforts have 
been previously com
memorated. 

Kay is now pursuing 
her master's degree. Kay's 
work concentrates on in
terpersonal and organiza
tional communications. 
The entire family is ab
sorbed in educational pur
suits, since 22-year-old son 
Rich is a student in the 
School of Architecture at 
the University of Arkansas 
and 19-year-old daughter 
Brittany attends the School 
of Education at the Uni
versity of Arkansas. 

How did Kay Boothman 
enter the world of NASIE 
where she continues to 
serve as the southeast re
gional representative to 
the board and member of 
the JEAEP (Judicial Educa
tion Adult Education 
Project) subcommittee? It 
happened in 1985 shortly 
after her appointment in 
Arkansas when she at
tended the NASjE meeting 
in Carmel, California. 
What were her reactions? 
Coming from a newly es
tablished department, she 
was impressed by the 
larger staffs of many states 
and the creative interac
tion of NASIE participants. 
So she returned again. Al
though generous in service 
to NASIE and peers, Kay 
deflects credit back to 
NASjE: "If I have achieved 
success in this field, it has 
been because of NASIE." 
Kay particularly is grateful 

continued on page twelve 
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Profile, continued 

to her own mentor in this work, the 
judicial educator from Kentucky and 
past president of NASjE, Rita 
Stratton. "From the very beginning, 
Rita had time for me. Rita is a dear, 
dear friend." 

Since Kay assumed the judicial 
education reins in Arkansas, educa
tional programs have increased from 
3 to 12 a year. In addition, educa
tional opportunities are being of
fered to a wider spectrum of person
nel in the system. Kay Boothman 
has enjoyed the support of Chief Jus
tice Jack Holt, Jr., in this work. From 
conversations with Arkansas judges, 
it is obvious she has a cheerleading 
section tha t reaches the breadth and 
depth of Arkansas. 

Of what is Kay Boothman most 
proud? "1 am proud of our growth. 
I am proud that we are doing some 
things today we had dreamed of do
ing." Kay is also proud of her work 
with NASjE News: "NASjE News is 
good, and it is important. I know ju
dicial educators read it." 

"Education is the way I can make 
a difference," she submits. Because 
she wants to make a difference, she 
also teaches English, social science, 
and business courses three nights a 
week at a jUnior college. And be
cause she wants to make a differ
ence, Kay is very active in her 
church, the Disciples of Christ. Pos
sessing a deep religious faith, she 
teaches Bible study at the church as 
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weU as an adult Sunday school class. 
Ufe after NASjE News continues 

for this southerner with gentle grace 
and a warm, infectious smile. She 
enjoys laughter and is quick with di
rect retorts. Recalling her grammar 
school years of freshly starched 
dresses and polished shoes, Kay con
tinues to render a polite fashion 
statement while going about the 
business of making a difference. 

When husband Rick thought 
about an adjective to describe his 
spouse, one word quickly came to 
his mind-involved. Kay 
Boothman, the happy person, one 
who wants to make a difference, is 
indeed a woman who is involved . •  
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