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Overview For Planners and Potential Faculty
The Leadership curriculum is intended to fill a gap in basic curriculum for court leaders.  The Leadership toolbox will be made freely available to educators and other institutions to be adapted to their needs. 

The Leadership curriculum toolbox is organized into an overview and a 1.5-hour workshop.  The overview includes faculty qualifications, target audience, learning objectives, a workshop overview, and faculty notes and suggested readings.

Faculty Qualifications

This course should be taught by someone who can speak from the distilled history of personal experience.  Although the course addresses leadership theory and concepts, it has a fundamental “applications” orientation.  Participants should leave with some notion of how they can apply the learning themselves.  This means that the best faculty will be those who can relate theory to practice.  Examples from their own experience will be valuable in doing this.

It is equally important that the faculty have dominion over the relevant history and theory of leadership studies.  The leadership phenomenon has been one of the most examined aspects of modern organizational behavior.  By one account, there have been almost 400 scholarly accounts written post-World War II.  Faculty for this course should be students of that literature.

Target Audience

This is a first course for participants who have had no previous exposure to the knowledge, skill and abilities required for executive leadership in the courts.  Obviously, those who have positions of formal authority at any level in the court should attend.  This includes Presiding Judges, Court Administrators, Division managers, Supervisors, Lead Workers and team leaders.  However, it is also appropriate for anyone who periodically has the need to “get things done with and through people.”  Anyone who has the opportunity to influence the outcome of a process in the court, whether they are in a position of formal authority or not, will benefit from this course.

Learning Objectives

The objective of this course is to expose participants to the broad areas of leader behavior required for achieving court effectiveness and prepare them to apply those principles in their own situations.  After completing this course, participants will:

· Understand the behavior necessary for achieving credibility in the leadership role,

· Know why high performing organizations require a clear vision and well communicated purpose,

· Have developed a vision statement for their courts,
· Understand the importance of working with other organizations beyond the boundaries of their courts,

· Have identified the important organizations with which they must build relationships,

· Be able to identify the component organizational requirements for creating the highest possible performance,

· Understand the basic requirements for doing continuous, skillful diagnosis of the organization’s environment and performance, and,

· Complete an individual action plan for improving personal performance in key skill areas.

Workshop Overview

Effective leadership is part “do” and part “be.”  Some of it is a function of actions we take.  Some is a function of the kind of person we are.  This course assumes that in this complicated mix of necessary behaviors, there are certain observable, learnable practices.  The performance of an individual leader can be improved through the identification and acquisition of these practices.  NACM has identified five areas of competency that are essential for effective court leadership.  These are described in detail below.

Furthermore, this course assumes that leadership is a process, not necessarily a position.  Simply occupying a position is no guarantee of effective leadership.  As an influence process, leadership can occur at any time, at any place, at any level of an organization.  It is episodic and situational.

The five areas of leadership competency are described in NACM’s Core Competency Curriculum Guidelines.  Potential faculty should read and understand that document.  

· Credibility in Action.  Credibility is the keystone of leadership.  Personal credibility leads to trust.  Warren Bennis says that, “Trust is the lubricant of all organizations.”  Without it the wheels of organizational machinery don’t turn very smoothly.  Effective court leaders are action-oriented and transparent.  They say what they mean, they mean what they say, they do what they say, and everybody knows it.  They hold themselves to the same standard that they use for others.  Many of the component parts of credibility fall into the “give to get” category.  If one wants to get trust, respect, honesty, fairness, feedback, openness, one has to give it first.

· Focus Through Vision and Purpose.  There is a tendency to trivialize this important aspect of leadership.  While “visioning” exercises may be useful in some circumstances, the approach taken by some to this critical task has given it a reputation of being mystical and irrelevant.  The instructor should actively work to overcome this perception through practical exercises and data.  In fact, visionary organizations are demonstrably more productive.  They are better places to work.  They allow people to put purpose in their work and, therefore, better understand their contribution.  The point must be made that there are no unimportant jobs in a court.  Everyone and every task has a positive or negative effect on the achievement of justice.  It is the leader’s task to, as Kouzes and Posner say, “inspire a shared vision”.

· Manage Interdependencies: Working Beyond the Boundaries.  Peter Drucker has noted that, “There are no results within the walls of an organization.”  By this, he means that every organization has some clientele, some customer, without which it would have no reason to exist.  Courts have interdependencies with numerous other entities and individuals that must be as actively managed as internal relationships are.  Court leaders should work on relationships, both internally and externally.  This allows the courts to balance independence with accountability as the Trial Court Performance Standards require us to do.
· Create a High Performance Work Environment.  Trust, teamwork, vision, purpose and high levels of court performance go hand-in-hand.  If everyone is given the tools, training and authority they need, coupled with a shared vision and purpose, higher levels of performance are the natural result.  This is where all the skills of leadership, including listening, coaching, mentoring, teambuilding, communication, conflict management, decision making and the like come together.  The bottom line here is that court executives must excel at servant leadership.  They must lead and serve others simultaneously.  Faculty for this course should be especially knowledgeable of servant leadership concepts and literature.
· Skillful and Continual Diagnosis.  Leaders must always have a ready answer to the “How well are we doing?” question.  That answer must be based on data.  The most effective leaders find ways to get feedback from the organization and its clientele on a realtime basis.  They are not satisfied with the historical information provided by statistics and reports.  It is often too old to be of value in heading off current problems.  They find other sources of information that include both lagging and leading indicators of court performance.  There is no “one best way” to manage a court.  Each is unique in the leadership challenges it presents.  Therefore, tomorrow’s leader needs to be first and foremost a diagnostician.  

At the conclusion of the course, each participant should have a clear idea of the areas of competency in which they have strength that can be built on and weakness that should be the focus of some “damage control.”  They should depart with a simple action plan for addressing these issues.

Faculty Notes and Suggested Readings

Faculty notes are included with each slide in the 1.5-hour PowerPoint presentations.  Access these by clicking on the Notes view in the PowerPoint.
This toolbox includes a substantial amount of detail, but that detail should not be used “off the shelf”.  Instead, it is intended as a guide for the presenter.  Success in delivery will only come by customizing this information to the needs of the participants and the experience of the faculty.  The faculty notes are a reference, not a script. Wherever possible, make room in the materials for “local” or “customized” information (local leadership structures, policies, etc.)

Curriculum Evaluation

The National Association for Court Management and the Curriculum Development Advisory Committee are interested in feedback from faculty who use this curriculum.  Please return this form by facsimile, mail or email to:

Geoff Gallas, CCCG Program Director

444 Harvey Street

Philadelphia, PA 19144

215-951-2168; 215-951-2167 fax

gsgallas@aol.com
	Name of Faculty:
	

	Telephone No./Email:
	

	Date of Workshop(s):
	

	Workshop Court or Organization:
	

	Number of Participants:
	


In general, how useful and effective is the IT Fundamentals Curriculum for Court Leaders?

	1
	2
	3
	4

	Very useful and effective
	Moderately useful and effective
	Not very useful
	Not useful or helpful at all


Suggestions for curriculum organization and structure:

	

	


Please provide any comments or concerns about each of the following curriculum sections:

	Overview:

	

	

	2.5 Day or 1.5 Hour Workshop:

	

	

	Exercises:
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Tab I

Summary, Schedule, Faculty, 

and Participants
Summary

This is a first course for participants who have had no previous exposure to the knowledge, skill and abilities required for executive leadership in the courts.  Obviously, those who have positions of formal authority at any level in the court should attend.  This includes Presiding Judges, Court Administrators, Division managers, Supervisors, Lead Workers and team leaders.  However, it is also appropriate for anyone who periodically has the need to “get things done with and through people.”  Anyone who has the opportunity to influence the outcome of a process in the court, whether they are in a position of formal authority or not, will benefit from this course.

Effective leadership is part “do” and part “be.”  Some of it is a function of actions we take.  Some is a function of the kind of person we are.  This course assumes that in this complicated mix of necessary behaviors, there are certain observable, learnable practices.  The performance of an individual leader can be improved through the identification and acquisition of these practices.  NACM has identified five areas of competency that are essential for effective court leadership.  These are described in detail below.

Furthermore, this course assumes that leadership is a process, not necessarily a position.  Simply occupying a position is no guarantee of effective leadership.  As an influence process, leadership can occur at any time, at any place, at any level of an organization.  It is episodic and situational.

The five areas of leadership competency are described in NACM’s Core Competency Curriculum Guidelines:  

· Credibility in Action.  Credibility is the keystone of leadership.  Personal credibility leads to trust.  Warren Bennis says that, “Trust is the lubricant of all organizations.”  Without it the wheels of organizational machinery don’t turn very smoothly.  Effective court leaders are action-oriented and transparent.  They say what they mean, they mean what they say, they do what they say, and everybody knows it.  They hold themselves to the same standard that they use for others.  Many of the component parts of credibility fall into the “give to get” category.  If one wants to get trust, respect, honesty, fairness, feedback, openness, one has to give it first.

· Focus Through Vision and Purpose.  There is a tendency to trivialize this important aspect of leadership.  While “visioning” exercises may be useful in some circumstances, the approach taken by some to this critical task has given it a reputation of being mystical and irrelevant.  The instructor should actively work to overcome this perception through practical exercises and data.  In fact, visionary organizations are demonstrably more productive.  They are better places to work.  They allow people to put purpose in their work and, therefore, better understand their contribution.  The point must be made that there are no unimportant jobs in a court.  Everyone and every task has a positive or negative effect on the achievement of justice.  It is the leader’s task to, as Kouzes and Posner say, “inspire a shared vision”.

· Manage Interdependencies: Working Beyond the Boundaries.  Peter Drucker has noted that, “There are no results within the walls of an organization.”  By this, he means that every organization has some clientele, some customer, without which it would have no reason to exist.  Courts have interdependencies with numerous other entities and individuals that must be as actively managed as internal relationships are.  Court leaders should work on relationships, both internally and externally.  This allows the courts to balance independence with accountability as the Trial Court Performance Standards require us to do.
· Create a High Performance Work Environment.  Trust, teamwork, vision, purpose and high levels of court performance go hand-in-hand.  If everyone is given the tools, training and authority they need, coupled with a shared vision and purpose, higher levels of performance are the natural result.  This is where all the skills of leadership, including listening, coaching, mentoring, teambuilding, communication, conflict management, decision making and the like come together.  The bottom line here is that court executives must excel at servant leadership.  They must lead and serve others simultaneously.  Faculty for this course should be especially knowledgeable of servant leadership concepts and literature.
· Skillful and Continual Diagnosis.  Leaders must always have a ready answer to the “How well are we doing?” question.  That answer must be based on data.  The most effective leaders find ways to get feedback from the organization and its clientele on a realtime basis.  They are not satisfied with the historical information provided by statistics and reports.  It is often too old to be of value in heading off current problems.  They find other sources of information that include both lagging and leading indicators of court performance.  There is no “one best way” to manage a court.  Each is unique in the leadership challenges it presents.  Therefore, tomorrow’s leader needs to be first and foremost a diagnostician.  

At the conclusion of the course, each participant should have a clear idea of the areas of competency in which they have strength that can be built on and weakness that should be the focus of some “damage control”.  They should depart with a simple action plan for addressing these issues.

LEARNING OBJECTIVES
The objectives of this course are to expose participants to the broad areas of leader behavior required for achieving court effectiveness and prepare them to apply those principles in their own situations.  After completing this course, participants will:

· understand the behavior necessary for achieving credibility in the leadership role,

· know why high performing organizations require a clear vision and well communicated purpose,

· have developed a vision statement for their courts,
· understand the importance of working with other organizations beyond the boundaries of their courts,

· have identified the important organizations with which they must build relationships,

· be able to identify the component organizational requirements for creating the highest possible performance,

· understand the basic requirements for doing continuous, skillful diagnosis of the organization’s environment and performance, and,

· complete an individual action plan for improving personal performance in key skill areas.

Schedule

DAY ONE
8:30 – 10:00 AM
Welcome and Introduction

· Leadership Defined

· Leadership vs. Management






Exercise #1: Leader Expectations Exercise






NACM Competencies Overview






Credibility in Action






Exercise #2 Credibility Quiz






Credibility Components






Introduction to Vision and Purpose
· The Components of a Vision Statement

· The Purposes of Courts






The Trial Court Performance Standards






Exercise #3:  Homework – The Vision Thing 






Vision and Purpose (continued)






Debrief Exercise #3 Homework






Vision and Purpose (continued)

· The Importance of Purpose

· Strategic Leadership

· Three Key Questions

Exercise #4: Putting Purpose in Their Work






Managing Interdependencies






Answering the “Cassidy Question” 






(Groups List)

· How to Work on Relationships

· How to Foster Collaboration

Exercise #5:  External Relationships






Creating a High Performance Work 






Environment

· The Things That Get Measured Get Done

· Why People Won’t Do What You Want

· Assumptions of the World’s Greatest Leaders

· Exercise #6  The Court Performance 

· Inventory






Skillful and Continual Diagnosis






Diagnostic Necessities

· How well are we doing?  Compared to


What?

· The Need for Metrics

· What variables do you need to know?

· The Balanced Scorecard






Exercise #7: The Things That Get Rewarded






Get Done






21st Century Leadership Development






Individual Action Planning






Exercise #8  Individual Action Plan







Faculty Bio(s)
(INCLUDE FACULTY BIO(S) HERE_
Participant List
(INCLUDE PARTICIPANT LIST HERE)
1.5 hour Workshop

Tab II

Workshop Slides

The PowerPoint slide presentation together with the faculty notes for this 2.5-Day Information Technology Workshop is posted with this document.  These materials can be printed for faculty use when delivering this course.  A PDF version of these PowerPoint slides is also posted for your convenience.  

1.5 hour Workshop

Tab III

Pre Workshop and Group Exercises

Pre-Workshop Exercise

What do you expect of your leaders?
Before coming to the workshop, spend some time observing those who have leadership positions in your organization.  Also, observe those in other settings (e.g., church, school, service clubs, political organizations) whom you have permitted to be leaders in your life.

Thinking about all of them, answer these questions:

1.
In order to willingly follow them, what behavior and other personal attributes do I expect to see in them?

2.
What behaviors and attributes make me not want to follow them?

Make two lists and bring them to the workshop with you.

Exercise 1: Slide  2

Leader Expectations Exercise
In small groups, have the participants discuss the two pre-workshop lists they created and come to a group consensus about each.  Have them record the results on flip charts and, starting with the second question re: negative attributes, have each group report back.

There is usually remarkable similarity in the reported lists.  The instructor should point out themes, those that are KSAs, those that are the results of character, those that can be learned, those that derive from position and those that derive from the person.

Conclude by referring the class to the list of positive attributes they identified.  Note that, “What you expect from your leaders is exactly what your followers expect from you.”

Exercise 2: Slide  11

Credibility Quiz
Administer the brief questionnaire entitled “Analyzing Your Credibility” to the class.  Allow approximately 15 minutes to complete it.  Debrief by asking:

1.
What did you list as your greatest strengths?

2.
What did you list as your greatest weakness?

Write the answers on a flip chart and look for common responses.  Then ask:

1.
What actions can you take to build on your strengths?

2.
What actions can you take to do “damage control” on your weaknesses?

Analyzing Your Credibility

How would your associates rate your credibility?  For a moment, put yourself in the place of your associates and look at your own performance.  For each of the following statements, circle the number that corresponds to your evaluation—Always (10), Often (5) or Rarely (0).

Would my followers say that:








Always
Often
        Rarely

1.  My decisions and actions are consistent;

     they reflect and clearly communicate

     my personal values.



    10

   5

  0

2.  I am accessible and respond to the

     questions and concerns of my associates

     honestly and in a timely manner.

    10 

   5

  0

3.  I make time to meet with my associates

     on a face-to-face basis, and have

     familiarized myself with what is involved

     in each of their jobs.



    10

   5

  0

4.  My decisions take into account input

     from my associates.  I decide by

     building consensus.



    10

   5

  0

5.  I foster a feeling of cooperation and

     community among my associates.

    10

   5

  0

6.  I provide opportunities for my 

     associates to learn and grow in their jobs.
    10

   5

  0

7.  I have created a work environment

     where my associates are free to make

     decisions on their own, learn from each

     other and experiment.



    10

   5

  0

8.  I hold myself to the same standards as 

     my associates and try to set a positive

     example in all aspects of our relationship.
    10

   5

  0
9.  I see my job as one of empowerment;

     I credit my constituents whenever

     possible and create heroes in my

     organization.




    10

   5

  0

10. I am honest in acknowledging

      problems, but focus on solving the

      problems.  I try to stay flexible and

      promote optimism and faith in a

      successful outcome among my

      associates.




    10

   5

  0

Column Totals



           _____    +  
____
   +  ____=

Grand Total







                     ____ 

Scoring

Rate your credibility according to the following.

85 to 100 points
You enjoy high credibility among your followers.
70 to 80
You have good credibility.

55 to 65
You have only fair credibility.

50 or fewer
Your credibility needs improvement.

Source:  Adapted from Kouzes, James and Posner, Barry, Credibility, San Francisco:  Jossey-Bass, 1993.

Exercise 3: Slide 16

The Vision Thing

After discussing the importance of vision, the purposes of courts and the Trial Court Performance Standards, assign participants homework to create a vision for their courts.  Let them work individually on this project overnight and be prepared to discuss it the following morning.  Have them respond to the following statement:  “If I were in charge of everything, here’s where we would go, this is what we would become, and this is how we would be known.” 

As a first task for the following morning, randomly choose 3 or 4 to discuss their statements with the class.  Have the class determine whether each is:

· implementable

· inspirational

· likely to garner widespread acceptance

Exercise 4: Slide 25
Putting Purpose in Their Work

Begin with the assertion that there are no unimportant jobs in a court.  Yet, many people do not see the important purpose in their work.

Divide the class into small groups and ask them to brainstorm and report back the answer to the following question:  “What specific actions can the court leader take to help employees put purpose in their work?”  The feedback should provide everyone with a creative list of practical actions, many of which can be applied in their back-home courts.

Exercise 5: Slide 35

External Relationships

Have all participants complete the Evaluating Relationships inventory.  As a group, debrief their scores for each of the six external relationships.  
Ask if things have been getting better or worse during their time in the court.  Look for success stories in each category by having participants volunteer to describe their highest scores.  Ask them:

· Specifically, how are you accomplishing this?

· How were these relationships created?

· Who had to be involved to make it work?

· What must you do to keep it working?

For balance and entertainment value ask 1 or 2 participants to share “horror stories” about relationships that are not working.

If time permits, debrief the Internal relationship inventory in the same way. 

Evaluating Relationships

By Daniel H. Straub, Ph.D. and Dale R. Lefever, Ph.D. 

External Relationships

Instructions:  Based on your overall experience with the court, consider the relationship your court has maintained with other organizations upon which it depends for resources, or with which they are linked in dispensing justice.  How have those relationships changed during your association with the court?  Please make two judgments for each of the numbered questions.

· What was it like when you came to the court?  Place a “T” on the line next      to the statement for what you saw “Then.”
· What is it like at this time?  Place an “N” on the line next to the statement for what you see “Now.”
1.  
Partnership- the extent to which we actively, consciously promote artnership with other organizations to which we are linked.

______  The court does not see partnership as important (Everyone for  himself.  It’s a we-they world.)

______  The court realizes the importance of partnership, but has not done anything about it.

______   The court realizes the importance of partnership, has begun to see its strategic significance and foster it.

______   The court makes a priority effort to work out the partnership.  There is a genuine concern for one another.  Partnership efforts get adequate resources, management attention and sponsorship from the court.

2. 
Interdependence—the extent to which we have clear recognition of the interdependence of justice system and other organizations.

______  
There is no recognition. One institution dominates or tries to dominate another.

______    
Interdependence recognized in the form of power struggles with  winners and losers (adversaries).

______   
We are beginning to see that we need each other and that mutual rewards might be possible.

______  
Clear understanding by all parties.  Differing interests are accepted and welcomed.  Power is shared and balanced.

3. 
Integration—extent to which contact and communication with these other organizations are routinely carried out.

______  
Almost no contact and communication.

______ 
Guarded, cautious communication.  We talk at each other.

______  
Some effective contact and communication.  Depending on the issue at hand, we talk with each other.

______  
Routine and effective contact and communication.  It is usually open and authentic.

4.  
Shared Knowledge—extent to which the court has knowledge of the plans and directions of these other organizations, and they have similar knowledge about the court.

______  
No knowledge, or only partial awareness.

______ 
Knowledge, but not intentionally shared.  Aware of some, unaware of others.

______  
Usually aware of their plans and direction.

______
Wide knowledge, intentionally and routinely shared among these organizations.

5.  
Common Systems and Procedures—extent to which there exists an agreed upon process for joint decision making and use of common systems (e.g., share computer system).

______  
No agreed upon systems or procedures.

______   We have few agreed upon systems and procedures.  It is an accident, rather than a plan when we do.

______  
We use some common systems and procedures, not because we have planned to do so.

______ 
High degree of agreement on systems and procedures. We plan for them and find them useful.

6.  
Trust—extent to which there is mutual confidence, reliability and expectations among those related organizations.

______   Can’t trust at all, high level of suspicion.

______  
Misgivings.  Can rarely rely on them.

______ 
Usually know what we can expect from them. Can place some confidence in them.

______  
High level of trust.  No fear or misgivings.

Internal Relationships

Instructions:  Based on your overall experience with the court, consider the relationships between Court Managers and Presiding Judges. How have those relationships changed during your association with the court?  Please make two judgments for each of the numbered questions.

· What was it like when you came to the court?  Place a “T” on the line next      to the statement for what you saw “Then”.

· What is it like at this time?  Place an “N” on the line next to the statement for what you see “Now”.


1.  Joint Policy Formation

______   
Court managers not aware of new policies until they are announced by Chief/Presiding Judge.

______  
Court managers made aware of new policies, but have little or no input into their formulation.

______  
Court managers provide input into policy development on an ad hoc basis.

______  
Court managers work collaboratively with Chief/Presiding Judges in the development of new policies.

2.  Clarification of Roles and Responsibilities

______  
Court managers’ and Chief/Presiding Judges’ roles have never been clarified.

______   
Court managers’ roles are based on needs of the current  Chief/Presiding Judge.  No further clarification is needed.

______   
Court managers and Chief/Presiding Judges have discussed their respective roles but have never formalized them.

______   
Court managers and Chief/Presiding Judges have negotiated their respective roles and formally communicated them to the court.


3.  Delegation of Authority

______
Court managers wait to be told what to do by the Chief/Presiding Judge.

______
Court managers make recommendations and the Chief/Presiding Judge acts.

______
Court managers ask the Chief/Presiding Judge’s permission before acting.

______
Court managers take initiative and keep the Chief/Presiding Judge informed.

4.  Recognition of Shared Expertise

______
Court managers and Chief/Presiding Judges have little understanding of each other’s unique contributions to the courts.

______
Court managers are viewed as personal staff to Chief/Presiding Judges with no independent basis for expertise.

______
Court managers and Chief/Presiding Judges recognize each other’s areas of expertise, but believe it is important to separate the judicial and non-judicial areas.

______
Court manager and Chief/Presiding Judges acknowledge each other’s areas of expertise and work at integrating them into a systems approach.

5.  Effective Communications

______
Court managers and Chief/Presiding Judges have virtually no meaningful communications.

______
Court managers and Chief/Presiding Judges communicate at the judge’s request.

______
Court managers and Chief/Presiding Judges both initiate communications as the need arises.

______
Court managers and Chief/Presiding Judges communicate on a regular basis independent of any immediate crisis.

6.  Mutual Trust and Support

______
Court managers and Chief/Presiding Judges are competitive and suspicious of each others’ intentions.

______
Court managers and Chief/Presiding Judges tolerate each other and try to avoid conflicts.

______
Court managers and Chief/Presiding Judges respect each other and cooperate on most issues.

______
Court managers and Chief/Presiding Judges recognize their need for mutual trust and support and consciously try to help each other succeed.

Exercise 6: Slide 40
Performance Inventory

Have each participant complete and score the Court Performance Inventory for their court.  While they do so (15-20 minutes) create a master score sheet on a flip chart.

Upon completion of scoring, instruct participants to walk up to the master sheet and plot their scores.  After everyone has done so, use the composite results to analyze their collected perceptions of court performance.

Court Performance Inventory

The Court Performance Inventory is intended to familiarize individuals with the Trial Court Performance Standards and Measurement System developed by the Commission on Trial Court Performance Standards, the National Center for State Courts, and the Bureau of Justice Assistance.* The inventory is designed to collect individual perceptions (that may be pooled with the perceptions of others) about specific trial court performance. Results of the inventory graphed onto the Court Performance Profile at the end of this appendix can be used to target further diagnostic efforts and management strategies.

DIRECTIONS: Read each of the attached 50 statements. Based on your experiences with your court or another court of interest to you, determine whether you believe the statement is BROADLY TRUE or BROADLY FALSE about the way the court performs. If you believe the statement is BROADLY TRUE, place an “X” in the corresponding numbered box on the Court Performance Inventory Response Form that follows the last statement. For example, if you believe the first statement to be generally true about the court you are rating, place an “X” in the box with the “1” on the response form. Once you have completed the response form, add the number of boxes marked as BROADLY TRUE for each of the five columns.  Each column refers to one of the performance areas. Use the five sums to complete the Court Performance Profile.

1. An observer sitting in any courtroom’s public seating area will have no difficulty hearing judges, attorneys, litigants, witnesses, and other participants in the proceedings.

2. The total elapsed time it takes the court to dispose of cases once they are filed complies with national standards.

3. The final juror pools used by the court are representative of the demographic characteristics of the jurisdiction’s population.

4. The allocation of personnel resources among case types is defensible and based upon logic and reason.

5. The general public (a) perceives the trial court and the justice it delivers as accessible; (b) has trust and confidence that basic trial functions are conducted expeditiously and fairly and that the court’s decisions have integrity; and (c) knows that the trial court is independent, accountable, and not unduly influenced by other government components.

* This instrument was devised initially by Daniel H. Straub and further developed and revised by Ingo Keilitz, former director, and staff of the Trial Court Performance Standards Project.

6. An undercover law enforcement official, dressed in plain clothes, will not be able to breach either the court’s security systems that protect the public or confidential court files and records.

7. An examination of court financial records will reveal that the various types of funds for which the court is responsible are disbursed in a timely manner.

8. An examination of relevant case file documents and court records will reveal that the court closely adheres to key legal requirements.

9. An analysis of the court as an equal opportunity employer would reveal that race and gender distribution for each job category is generally reflective of the available labor pool for each category.

10. Justice system representatives (a) perceive the trial court and the justice it delivers as accessible; (b) have trust and confidence that basic trial functions are conducted expeditiously and fairly and that court decisions have integrity; and (c) know that the trial court is independent, accountable, and not unduly influenced by other components of government.

11. Interpreter services provided by the court are performed by individuals with language proficiency, interpreting skill, and knowledge of professional conduct.

12. The court promptly implements changes in substantive and procedural laws that are a result of Federal and State legislation and new Federal regulations.

13. A statistical analysis conducted of data collected from closed files for bail, bond, and release on recognizance decisions will reveal that these decisions are not based on extralegal factors such as the defendant’s race or gender, the judge assigned to the case, or the geographic location of the court.

14. The court does a good job in disseminating information to the public about its programs and operations.

15. Court employees (a) perceive the trial court and the justice it delivers as accessible; (b) have trust and confidence that basic trial functions are conducted expeditiously and fairly and that court decisions have integrity; and (c) know that the trial court is independent, accountable, and not unduly influenced by other components of government.

16. Observers of court proceedings are likely to find all court personnel courteous and responsive.

17. The court keeps up with its incoming caseload by disposing of as many cases as are filed each year.

18. Record examinations and statistical analyses are likely to reveal that sentencing decisions of the court are based mostly on legally relevant factors and not on extralegal factors such as the defendant’s race or gender, the judge assigned to the case, or the geographic location of the court

19. A group of knowledgeable persons both within and outside the court would conclude that the court has acted responsibly in responding to public policy issues of concern within the jurisdiction such as domestic violence, discrimination, substance abuse, or others that could have affected the fair and effective administration of justice by the court.

20. Individuals who have had contact with the court such as litigants, jurors, witnesses, victims, or those conducting other business with the court consider the court’s decisions and treatment of individuals as fair and equitable.

21. The court takes measures to reduce costs and facilitates affordable access to the judicial system for financially disadvantaged persons.

22. The court responds promptly to requests for information from the public.

23. A broad examination of appeal outcomes reflects that the trial court adheres to substantive laws and procedural requirements.

24. Selected knowledgeable individuals are likely to conclude that the trial court maintains its independence and institutional integrity, but that it still has good relations with other units of government.

25. Regular users of the court (i.e., court employees, attorneys, probation officers, and jurors) are likely to say that they are able to conduct their business with the court with relative ease and convenience.

26. A person relatively unfamiliar with the court will have no difficulty in locating and actually entering the courtroom in which a particular hearing is taking place.

27. The court promptly implements changes in administrative procedures required by the State supreme court and the administrative office of the courts.

28. The court does a good job of communicating clearly the terms and conditions of criminal sentences.

29. The court’s responses to requests for information from the media are accurate and timely.

30. The results of a survey of regular court users, court employees, attorneys, probation officers, and jurors are likely to conclude that judges and other trial court personnel are courteous and responsive to the public and all others with whom they come into contact.

31. A person who attempts to determine the specific time and location of a particular court event will have no difficulty getting this information from the court by telephone.

32. Cases scheduled for trial are heard on the first scheduled trial date.

33. The court is well positioned and organized to enforce or facilitate the enforcement of its orders and judgments.

34. A group of knowledgeable individuals is likely to conclude that court personnel practices and decisions are fair.

35. Citizens are likely to report that access to court services is generally not hindered because of costs or complexity of procedures.

36. Persons with physical disabilities are able to conduct transactions in the court with relative ease.

37. The various services available from the court (such as indigent defense services, interpreter services, and mental health evaluations) are provided promptly.

38. A test of the timely retrieval of individual case files will reveal that the court’s file control system is reliable and efficient.

39. The court has adequate statistical reporting capacity to make useful assessments of the relationship between the court’s workload and the distribution of court resources.

40. Members of the bar who have appeared regularly in the court in the past year would assess the court’s actions and decisions as fair and equitable.

41. Court observers are likely to find that litigants are treated with a high degree of courtesy and individual respect by judges of the court.

42. The number of pending cases exceeding national or State time standards for case processing is low.

43. The court clearly states the terms and conditions of obligations imposed as a result of adjudication of a civil dispute.

44. Court employees and media representatives are likely to be satisfied with policies and practices for responding to media inquiries.

45. Court staff will rate highly the degree of independent control that the court exercises over its fiscal operations, personnel, and services related to case flow.

46. Indigent persons who have never tried to obtain legal assistance are likely to obtain affordable legal assistance with relatively routine legal problems.

47. The court complies with established schedules for routine court reports such as statistical reports required by the State administrative office of the courts and the Equal Employment Opportunity Commission.

48. An examination of a sample of case file data will show that most files are complete and accurate.

49. The court conducts periodic internal and external audits of its financial practices and responds to auditors’ suggestions for improvements.

50. Court employee responses to structured questions about fairness in personnel practices related to employee morale and competence are likely to reflect general satisfaction.
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DIRECTIONS: Add the number of X’s in each column.
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DIRECTIONS: For each performance area, place a dot next to the total number of X’s recorded on the response form. For example, if the total number of X’s in the Access to Justice column on the response form is 3, place a dot next to the 3 in the first column of the graph. When the total score for each of the five areas has been recorded on the graph, connect the five dots, starting with the dot in the first column and ending with the dot in the fifth column. The lines will depict which areas are rated highest and which are rated lowest. The results can be used to compare perceptions of court performance across court officials and staff and to initiate discussion regarding priorities for targeting improvement efforts.

Exercise 7: Slide 51
The Things That Get Measured Get Done

After describing the Balanced Scorecard concept, divide the class into small groups and ask them to determine for each of the four component parts of the scorecard 2-3 of the most important variables that they need to know in order to effectively and continuously answer the “How well are we doing?”, and “Compared to what?” questions for their court.

Have each group report back.  The result should be a  completed framework for diagnosis and analysis that most courts could use.

Exercise 8: Slide 53

Individual Action Planning

As a wrap-up assignment, ask each participant to reflect back over the workshop discussions and choose from among the NACM competencies:

· one that they consider to be a personal strength

· one that is a personal weakness

Ask them to develop a brief action plan for each.  In it they should ask and answer:

1.
What specific actions can I take to build on my strength and         improve on my weakness?

2.
By when?

3.
What result can I expect if I do so?

After completing these action plans (allow 20 minutes), ask 3 or 4 participants to describe their plans to the group.

1.5 hour Workshop

Tab IV
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Please make sure that you indicate a “T” and an “N” for each numbered question.  The “T” and “N” may share the same line .  A “T” and an “N” on the same line indicate very little change from the time you joined the court until today.
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