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[bookmark: _Toc241505135]Before you begin
Please read before you begin.
This employer survey is part of a larger toolkit focused on AI Change Management for Law Schools. It uses the ADKAR (A-Awareness, D-Desire, K-Knowledge, A-Ability, R-Reinforcement) framework of change management. This survey supports the Awareness stage of that framework: it is meant to be part of an institution-wide foundation to understand attitudes about AI usage by various law school stakeholder groups, specifically employers, alumni, faculty, students, and law school staff.
This employer survey is designed to be used alongside surveys for faculty, law school staff, students, alumni and the employer focus group guide.
Follow the hyperlink below to see the dashboard containing the aforementioned research instruments.
Research Instrument Dashboard

[bookmark: _Toc241505136]A Note on Terminology and Jurisdiction
Please read before using this survey.
	This employer survey can be used in any jurisdiction.
This survey uses terminology designed to apply in any jurisdiction, using three categories that describe how the legal profession and law schools are organized and regulated in a given jurisdiction, rather than categories that are merely linguistic. However, these categories reflect how a legal market is segmented, regulated and described, so they must be checked to ensure they account for local usage and, if not, adapted accordingly.
The three categories are:
1. Employer size ranges. How firms are sized in your market, and how those ranges map to your graduate destination data.
2. Professional conduct rules. The specific professional conduct rules applicable in your jurisdiction and who regulates the practice of law.
3. The two-track structure. Whether a split between large firms and smaller practices matches how your profession is divided.


[bookmark: _Toc241505137]  ITEMS THAT MAY REQUIRE LOCAL ADAPTATION
The items below should be checked to see if local adaptation is required before this employer survey is used.
1. Employer size ranges (Step 0, Q1, p. 5): The Employer Market Profile uses numerical ranges for lawyer headcount, and those thresholds are relative to a market. Adjust them to use ranges relevant in your market and check that the categories match how your graduate destinations are recorded.

1. Professional conduct rules: Reference the specific professional conduct rules applicable in your jurisdiction and the name of the entity that regulates the practice of law, in particular for competence, confidentiality, disclosure, and the handling of client money.
See Track A, Section A2: AQ4f (p. 8), AQ4g (p. 8) and AQ6 (p. 9)
See Track B, Section B3: BQ8e (p. 12)
1.  Two-track structure: The split assumes a market divided between large firms and smaller practices. Where the profession is divided differently, for example by a separate advocacy profession or a dominant in-house sector, reconsider where the cut falls before using either track.
[bookmark: _Toc241505138]Employer Survey
[School Name]
This survey is part of [School Name]’s effort to understand what employers need from graduates entering AI-integrated legal practice.
Estimated time: 15-20 minutes
[bookmark: _Toc241505139]  PURPOSE AND DESIGN 
This survey is a particularly consequential assessment instrument given the importance of curriculum change as a result of employer input. 
The primary focus of this survey is to help identify what AI-ready means for your school’s graduates. There is no one-size-fits-all approach to AI adoption in the practice of law. Expectations may differ, perhaps significantly, by nature of practice. Expectations are real, urgent, and curriculum relevant. 
Before using this survey, the Dean or head of school’s office, or its designee, such as the person who leads your school’s student career and employment programming, should complete the Employer Market Profile below. It takes about ten minutes and determines which survey track, or which combination of tracks, your school should use.
[bookmark: _Toc241505140]  STEP 0: EMPLOYER MARKET PROFILE
Complete before surveying. Answer these four questions using your most recent employment data.
[bookmark: Step0Q1]1. Where do your graduates go?
Estimate the percentage of employed graduates entering each category.
Adjust the ranges if they do not match how firms are sized in your market.
	Employer Type
	Estimated % of Your Graduates

	Large firms (100+ lawyers)
	

	Midsize firms (20-100 lawyers)
	

	Small firms (2-19 lawyers)
	

	Solo or sole practitioner
	

	Government or public sector practice
	

	Publicly funded or not-for-profit practice
	

	In-house / corporate
	

	Non-legal profession
	

	Other
	



2. Where are your graduates geographically concentrated?
Note your primary placement markets here.
3. Who currently gives you employer feedback?
Most schools have informal employer relationships with hiring partners who call, alumni who send notes, career services contacts. List the employer contacts your school currently has. This becomes your initial survey distribution list.
4. Who is missing from that list?
The employers you do not hear from regularly are often the ones whose perspectives are most underrepresented in curriculum decisions. Small firms, solo practitioners, government offices, and publicly funded or not-for-profit employers are systematically underrepresented in most schools’ informal employer feedback loops. Note the gaps.
Sample employer market profiles
[bookmark: _Toc241505141]  TWO-TRACK SURVEY STRUCTURE
Based on your Employer Market Profile, use the survey track that matches your primary employer market, or both tracks if your graduates are distributed across multiple settings.
1. Track A is designed for large firms, in-house, and transactional/litigation employers. It focuses on AI use in legal work product, output supervision, and agentic AI readiness.
1. Track B is designed for small and mid-size firms, solo, government or public sector, and publicly funded or not-for-profit employers. It focuses on AI as a practice management tool as well as a legal work tool, because for these employers the two are inseparable.
1. Question numbering is prefixed by track. Track A runs from AQ1 to AQ14 and Track B from BQ1 to BQ14, so responses from both tracks can be held in one dataset without duplicate question references.
[bookmark: _Toc241505142]Track A: Large Firm, In-House, and Transactional or Litigation Employer Survey
1. Administered by: Careers service, or the dean’s or head of school’s office.
1. Format: Online survey, 15-20 minutes.
1. Target respondents: Hiring partners, legal or graduate recruitment leads, practice group leaders, general counsel.
1. Recommended sample size: Minimum 10 responses. Around 30 or more gives you enough range of experience to see patterns worth acting on. Treat the results as indicative of what your employers think, not as a statistically representative sample.
1. Timing: Best sent once your main summer placement or internship programs have ended and before your recruitment season intensifies. If that window has passed, send it at any point outside your peak recruitment weeks rather than waiting a full year. Follow up with non-respondents one semester later.
[bookmark: _Toc241505143]  SECTION A1: CURRENT AI USE AT YOUR ORGANIZATION
	FACILITATOR NOTE
These questions establish the employer’s own AI context before asking about graduate readiness. Respondents who have not yet adopted AI will answer differently than those who have, and both perspectives are useful.


[bookmark: AQ1]AQ1. Which of the following AI tools does your organization currently use for legal work?
Select all that apply.
If helpful, name the specific tools you use alongside each category.
1. Legal research platforms with AI features
1. AI drafting tools
1. Technology assisted review: sorting electronically stored information for discovery
1. Technology assisted review: document analytics on the documents under review
1. AI due diligence tools
1. AI contract analysis tools
1. General-purpose AI assistants
1. Agentic AI workflows
1. We do not currently use AI tools
1. Other: ________________________________________
[bookmark: AQ2]AQ2. How would you characterize your organization’s current AI adoption?
Select one
1. Experimental (piloting tools with limited use)
1. Operational (AI is part of regular workflows in some practice areas)
1. Integrated (AI is embedded across most practice areas and functions)
1. Strategic (AI is central to how we deliver services and manage the practice)
1. Other (please specify)
[bookmark: AQ3]AQ3. In the past 12 months, has your organization changed what you expect new associates or entry-level hires to know about AI when they arrive?
Select one
1. Yes, expectations have increased significantly
1. Yes, expectations have increased somewhat
1. No, expectations have stayed about the same
1. We have not yet formed clear expectations
1. Other (please specify)
[bookmark: _Toc241505144]  SECTION A2: WHAT AI-READY LOOKS LIKE FOR ENTRY-LEVEL ROLES
[bookmark: AQ4]AQ4. When you hire an entry level lawyer today, which of the following AI competencies do you expect them to have?
Rate each competency.
	Competency
	Essential
	Useful but not required
	Not relevant

	[bookmark: AQ4a]AQ4a. Ability to use AI legal research tools effectively
	☐
	☐
	☐

	[bookmark: AQ4b]AQ4b. Ability to evaluate AI-generated legal research for accuracy and gaps
	☐
	☐
	☐

	[bookmark: AQ4c]AQ4c. Ability to use AI drafting tools and review and edit AI-generated drafts critically
	☐
	☐
	☐

	[bookmark: AQ4d]AQ4d. Understanding when AI output requires verification and how to do it
	☐
	☐
	☐

	[bookmark: AQ4e]AQ4e. Awareness of hallucination risks and how to identify them
	☐
	☐
	☐

	[bookmark: AQ4f]AQ4f. Understanding confidentiality and data privacy obligations when using AI
	☐
	☐
	☐

	[bookmark: AQ4g]AQ4g. Familiarity with the professional conduct rules governing AI use in your jurisdiction
	☐
	☐
	☐

	[bookmark: AQ4h]AQ4h. Ability to know and explain AI tool limitations to a supervising lawyer
	☐
	☐
	☐

	AQ4i. Ability to know and explain AI tool limitations to a colleague or member of staff
	☐
	☐
	☐

	AQ4j. Ability to know and explain AI tool limitations to a client
	☐
	☐
	☐

	[bookmark: AQ4i]AQ4k. Ability to work within an AI-integrated workflow without prior firm-specific training
	☐
	☐
	☐

	AQ4l. Ability to use technology assisted review to sort and analyze large volumes of documents
	☐
	☐
	☐


[bookmark: AQ5]AQ5. Describe a situation in the past year where a new associate’s AI competency, or lack of it, made a difference in their performance.
Open text. This is a very important question in the survey. The specific accounts generated here are what move faculty.
[bookmark: AQ6]AQ6. As AI governance becomes more and more important, what do you wish entry-level lawyers better understood about responsible AI use?
Open text
[bookmark: _Toc241505145]  SECTION A3: JUDGMENT, TRAINING AND EDUCATION
	FACILITATOR NOTE
These questions address how AI is reshaping large firm hiring and the training of junior lawyers. 


[bookmark: AQ7]AQ7. How confident are you that new associates have basic legal judgment to recognize when AI output is wrong or incomplete?
Select one
1. Very confident
1. Somewhat confident
1. Not very confident
1. Not at all confident
[bookmark: AQ8]AQ8. Is your organization changing how you train and develop junior associates in response to AI use in legal practice?
Select one
1. Yes, we have implemented new training and development programs
1. Yes, we are redesigning our training programs
1. Yes, we are making some adjustments
1. We are discussing it but have not made changes
1. No changes underway
[bookmark: AQ9]AQ9. What is the most important thing a law school could do to better prepare graduates for AI-integrated legal practice at your organization?
Open text
AQ10. Over the next two to three years, do you expect AI to change the number of entry-level lawyers your organization hires?
Select one
1. We expect to hire significantly fewer entry-level lawyers
1. We expect to hire somewhat fewer entry-level lawyers
1. We expect no change in entry-level hiring
1. We expect to hire more entry-level lawyers
1. We do not know yet
1. We do not hire at entry level
AQ11. Which functions currently performed by entry-level lawyers do you expect AI to absorb over the next three years, and which skills will you therefore be looking for when you hire?
Open text
AQ12. If less routine work is available for training purposes, where do you expect new graduates to acquire the skills that work used to teach?
Open text
AQ13. Which AI-related skills would you most want law faculty to build into their classes?
Open text
AQ14. Which specific courses, if any, would you require students to take?
Open text
Thank you for taking the time to share your perspective.
[bookmark: _Toc241505146]Track B: Small Firm, Midsize Firm, Solo, Government, and Public Interest Survey
1. Administered by: Careers service, or the dean’s or head of school’s office.
1. Format: Online survey, 15-20 minutes.
1. Target respondents: Managing partners, lawyers responsible for hiring, office managers with hiring responsibility, leads of publicly funded defense and legal aid organizations, government agency counsel.
1. Recommended sample size: Minimum 10 to 15 responses across employer types. Treat the results as indicative of what your employers think, not as a statistically representative sample.
1. Timing: Best sent at the same point in the cycle as Track A, once your main placement or internship programs have ended and before your recruitment season intensifies. If that window has passed, send it at any point outside your peak recruitment weeks. Follow up with non-respondents one semester later.
	NOTE ON THIS TRACK’S DESIGN
The AI skills that matter most for graduates entering small and midsize firms, solo practice, government, and publicly funded or not-for-profit work are different from large firm expectations. Traditionally, growth models at smaller firms required proportional increases in staff, office space, and management complexity. Now AI-powered efficiency allows revenue scaling without expanding operational overhead. For a graduate opening or joining a small practice, AI competency is about doing legal work better and being able to run a practice. AI-driven automation reduces administrative burdens and minimizes human error, especially with time-consuming tasks like drafting correspondence and preparing invoices.


[bookmark: _Toc241505147]  SECTION B1: AI IN YOUR PRACTICE
[bookmark: BQ1]BQ1. Which of the following do you currently use AI for in your legal practice?
Select all that apply.
1. Legal research
1. Drafting documents, submissions, or correspondence
1. Client intake and communication
1. Billing, timekeeping, and invoicing
1. Technology assisted review and document analytics in discovery
1. Document organization and file management
1. Case management and scheduling
1. Contract review or drafting
1. General administrative tasks
1. I do not currently use AI in my practice
[bookmark: BQ2]BQ2. What is the biggest operational challenge in your law practice that you believe AI could help address?
Open text

[bookmark: BQ3]BQ3. How would you describe your organization’s current use of AI tools in its legal practice?
Select one
1. We have not yet adopted AI tools
1. We are experimenting with free or low-cost tools individually
1. We have adopted specific tools for specific tasks
1. AI is integrated into how we run the practice day-to-day
[bookmark: _Toc241505148]  SECTION B2: WHAT YOU NEED FROM NEW GRADUATES
[bookmark: BQ4]BQ4. When you hire a new lawyer today, which of the following skills do you most need them to have?
Rate each skill.
	Skill
	Essential
	Useful but not required
	Not relevant

	[bookmark: BQ4a]BQ4a. Ability to use AI for legal research efficiently and critically
	☐
	☐
	☐

	[bookmark: BQ4b]BQ4b. Ability to use AI to produce first drafts and review them accurately
	☐
	☐
	☐

	[bookmark: BQ4c]BQ4c. Ability to use AI tools for client intake, scheduling, or communication
	☐
	☐
	☐

	[bookmark: BQ4d]BQ4d. Ability to use AI for billing, timekeeping, or practice management
	☐
	☐
	☐

	[bookmark: BQ4e]BQ4e. Understanding what AI can and cannot do reliably
	☐
	☐
	☐

	[bookmark: BQ4f]BQ4f. Understanding professional conduct obligations around AI use
	☐
	☐
	☐

	[bookmark: BQ4g]BQ4g. Ability to explain AI use to clients
	☐
	☐
	☐

	BQ4h. Ability to explain AI use to colleagues, staff, or others in your office
	☐
	☐
	☐

	[bookmark: BQ4h]BQ4i. Ability to set up or customize AI tools for a specific practice area
	☐
	☐
	☐

	[bookmark: BQ4i]BQ4j. Ability to work independently without extensive supervision of their AI use
	☐
	☐
	☐

	BQ4k. Ability to use technology assisted review and document analytics on large document sets in discovery, disclosure, or investigations
	☐
	☐
	☐


[bookmark: BQ5]BQ5. Have you hired a recent law school graduate in the past two years who demonstrated they were well-prepared to use AI in your practice? If yes, what made them stand out?
Open text
[bookmark: BQ6]BQ6. Have you hired a recent law school graduate who was underprepared to use AI in your practice? What did that underpreparedness cost you in time, money, or client service?
Open text
[bookmark: BQ7]BQ7. What do you wish law schools taught law students about using AI tools that they currently do not?
Open text
[bookmark: _Toc241505149]  SECTION B3: PRACTICE-SPECIFIC AI NEEDS
[bookmark: BQ8]BQ8. For a new lawyer beginning at your organization, how important is it that they understand AI tools for the following functions?
Rate each function.
	Function
	Very important
	Somewhat important
	Not important

	[bookmark: BQ8a]BQ8a. Client intake and screening
	☐
	☐
	☐

	[bookmark: BQ8b]BQ8b. Document automation and template management
	☐
	☐
	☐

	[bookmark: BQ8c]BQ8c. Billing, invoicing, and collections
	☐
	☐
	☐

	[bookmark: BQ8d]BQ8d. Deadline and calendar management
	☐
	☐
	☐

	[bookmark: BQ8e]BQ8e. Client money handling and regulatory compliance
	☐
	☐
	☐

	[bookmark: BQ8f]BQ8f. Marketing and client development
	☐
	☐
	☐

	[bookmark: BQ8g]BQ8g. Fee agreement and engagement letter management
	☐
	☐
	☐


[bookmark: BQ9]BQ9. If you could add one AI-related skill or competency to what law schools currently teach, what would it be?
Open text
[bookmark: BQ10]BQ10. How confident are you that new lawyers joining your organization have the legal judgment to recognize when AI output is wrong or incomplete?
Select one
1. Very confident
1. Somewhat confident
1. Not very confident
1. Not at all confident
BQ11. Over the next two to three years, do you expect AI to change the number of newly qualified lawyers your organization hires?
Select one
1. We expect to hire significantly fewer
1. We expect to hire somewhat fewer
1. We expect no change
1. We expect to hire more
1. We do not know yet
1. We do not hire newly qualified lawyers
BQ12. Which AI-related skills would you most want law faculty to build into their classes?
Open text
BQ13. Which specific courses, if any, would you require students to take?
Open text
	FACILITATOR NOTE
BQ14 invites recontact, meaning responses are not anonymous. Let respondents know that before they answer this question. Only the school’s careers service or the dean’s or head of school’s office will see the responses to BQ14.


BQ14. Would you be willing to participate in a structured conversation with [School Name]’s curriculum committee, or the equivalent body, about what AI-ready graduates look like in the practice of law?
Select one
1. Yes
1. No
Thank you for taking the time to share your perspective.
[bookmark: _Toc241505150]Survey Administration Notes
1. On response rates: Response rates for employer surveys improve substantially when the request comes from a specific person the employer knows, such as a careers service lead, a faculty member who places students with them, or the dean directly. Personalize the outreach. A short email from the dean explaining why the school is asking and what it will do with the results will outperform a mass distribution from a generic address.
1. On the open-text questions: The open-text responses are the most valuable data in the survey. They generate the specific, quotable responses that move faculty. Protect them carefully, use them in faculty presentations with employer permission, and never attribute a specific account to a named individual or organization without explicit consent.
1. Law school licensed AI tools: For schools that have provided students with licensed AI tools, usage data from those licenses is a complement to employer survey data. License tracking tells you whether students are using AI. The employer survey tells you whether that use is preparing them for what employers actually need. Both data sources are necessary; neither is sufficient alone.
1. On the large firm and small or midsize gap in your own data: When you compile results, report Track A and Track B findings separately before combining them. The gap between what large firm employers expect and what small firm employers need is itself a finding, one that should directly inform how the school sequences and differentiates its AI curriculum across the full length of the degree.
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