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Excerpt from Executive Summary

The bar exam tries to distinguish minimally competent lawyers from incompetent ones: it exists
to protect the public from the harms of incompetent legal representation. That protection is critical to
maintaining the integrity of the profession, but the bar exam achieves that goal only if it effectively
assesses minimum competence. The unfortunate reality is that, although the bar exam has existed for
more than a century, there has never been an agreed-upon, evidence-based definition of minimum
competence. Absent such a definition, it is impossible to know whether the bar exam is a valid measure of
the minimum competence needed to practice law or an artificial barrier to entry.

While there have been a handful of efforts to gain an empirical understanding of the skills and
knowledge new lawyers use in their early years of practice, few researchers have explicitly sought to
define minimum competence. The few attempts to probe minimum competence have relied on surveys,
which lack the ability to delve into the nuances of new lawyers’ work. Surveys do not allow new lawyers
to describe their work in detail or to explain how they use their skills and knowledge in that work.

We designed this study to address these substantial gaps in our knowledge, build on the existing
research, and develop an evidence-based definition of minimum competence. In the latter half of 2019
and early 2020, we conducted 50 focus groups using a protocol we developed to gather data about the
knowledge and skills new lawyers need to practice competently. Of those focus groups, 41 were
conducted with new lawyers, while the remaining nine were conducted with those who supervise new
lawyers.

The data from these focus groups suggest that minimum competence consists of 12 interlocking
components—or “building blocks.”

* The ability to act professionally and in accordance with the rules of professional conduct
* An understanding of legal processes and sources of law

* An understanding of threshold concepts in many subjects
* The ability to interpret legal materials

* The ability to interact effectively with clients

* The ability to identify legal issues

* The ability to conduct research

* The ability to communicate as a lawyer

* The ability to see the “big picture” of client matters

* The ability to manage a law-related workload responsibly
* The ability to cope with the stresses of legal practice

* The ability to pursue self-directed learning

! Published by the Institute for Advancement of the American Legal System (IAALS) with funding provided by
AccessLex Institute. https://iaals.du.edu/sites/default/files/documents/publications/building_a_better bar.pdf
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Holloran Center Learning Outcomes Database
https://www.stthomas.edu/media/hollorancenter/pdf/Table-1-and-Table-2.pdf

Table 1

Most common learning outcomes law schools are adopting on technical skills and
capacities beyond the Standard 302 (a)-(d) minimum requirements (including all outcomes
adopted by ten or more schools) (presented in descending order of frequency)

Skill or capacity Number of Law Schools and Percentage of
Law Schools with Learning QOutcomes
(185)

Issue-spotting 74 (40%)
Understanding legal policy and trends 56 (30%)
Document drafting 52 (28%)
Time Management/planning 49 (26%)
Understanding the legal system 47(25%)
Analogize/synthesize/distinguish 46 (25%)
Identify authority 44 (24%)
Precise language 43 (23%)
Advocacy 38 (21%)
On-line research/technology 29 (16%)
Policy arguments 26 (14%)
Public speaking/oral argument 25 (14%)
Knowledge of a specialty area 20 (11%)
Citation format 16 (9%)
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Table 2

Most common learning outcomes that law schools are adopting on relational and virtue-
oriented skills and capacities beyond the Standard 302 (b)-(d) minimum requirements
(including all outcomes adopted by ten or more schools)(presented in descending order of

frequency)
Skill or capacity Number of Law Schools and Percentage of
Law Schools with Learning Qutcomes
185

Persuasion/knowing audience 88 (48%)
Professionalism! 72 (39%)
Teamwork/collaboration 70 (38%)
Cultural competence® 70 (38%)
Pro bono 67 (36%)
Self-directedness® 53 (29%)
Client interviewing or counseling 46 (25%)
Judgment 44 (24%)
Reflection/self-evaluation 42 (23%)
Negotiation 42 (23%)

Active listening 35 (19%)
Respect for others 34 (18%)
Client-centered 33 (18%)
Integrity 28 (15%)
Improving the profession 28 (15%)
Mediation/conflict resolution 27 (15%)
Leadership 18 (10%)

Diligence 15 (8%)

Actively seeking feedback 10 (5%)

Self-care 10 (5%)

' We included in professionalism all learning outcomes concerning the core values and guiding principles of the
profession beyond the minimum of learning the law of lawyering.

2 We included in cultural competence all learning outcomes that mentioned the capacities and skills of working with
others of diverse backgrounds.

3 We included in self-directedness all learning outcomes concerning ownership of a student’s own professional
development. Self-directedness includes the sub-competencies of seeking feedback and reflection on experiences

and feedback. If schools with learning outcomes on feedback and reflection were included in self-directedness, the
total would be 64 schools (35%).
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PDQ

ver the past several years, professional identity for-
mation has been a topic of interest among a growing
number of legal employers and law schools. The core of

professional identity formation is competence, and evaluations are

the primary way law firms measure competence. Despite this in-
creased interest, little has been published in the past decade about
how firms prioritize and evaluate progress on the developmental
expectations — or competencies, as they are often called — which
law firms require of their associates.

As legal professionals, we find ourselves asking: which competen-

cies matter the most to firms when they are evaluating associates?
Are there different expectations for associates at different levels?

W H AT F I R M S W A N T: How often do evaluations take place? How much do competencies
play a part in compensation, promotion, and hiring decisions?
T H E U S E O F Both law firms and law schools are motivated to support the
development of professionally competent lawyers. Additionally,
C O M P E T E N CY law firms want insights into what other firms are prioritizing
during evaluations in terms of the skill sets and abilities in their

M O D E I_ S l N associates. Similarly, law schools seek a deeper understanding of

the competencies that firms place value on beyond the initial hire

AS S O C l AT E P D so that they can prepare their students for future success.

By Melissa Berry, Kendra Brodin, For these reasons, in fall 2020, the Professional Identity Formation
Laura Friedman, Jerry Organ, and Work Group, a collaboration of the Lawyer Professional

Debbie Shapiro Development and Law Student Professional Development Sections
and the Holloran Center for Ethical Leadership at the University
of St. Thomas School of Law, launched a nationwide survey about
associate competencies with the hope of shedding light on how law
firms are using competency models and developmental expecta-
tions to measure the growth and progress of their associates. This

article provides a summary of the findings. The full report can be

read at www.nalp.org/associate competency.

Continued on page 19
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Types of Competencies

The most common competencies — appearing
in the competency models of over 90% of law
firms that provided detailed information about
their competency models — include those that
can be grouped in three distinct categories:

* Traditional Legal and
Communication Skills: Legal Analysis,
Written Advocacy, Communicating
Clearly, Legal Knowledge/Expertise,
Judgment/Common Sense, and
Oral Advocacy

* Character Traits/Relationship Skills:
Responsibility/Reliability, Teamwork/
Collaboration, Initiative, and Attention
to Detail

* Client-Focused Orientation:
Responsiveness to Client and
Understand Client’s Business
Circumstance

Traditional Legal Skills and Communication
Skills reflect the “bread and butter” of legal
education and likely are competencies many
legal professionals would expect to be empha-
sized broadly across law firms. On the other
hand, the competencies related to Character
Traits/Relationship Skills and Client-Focused
Orientation — not traditionally focused on in
legal education — were emphasized by firms in

the study and that might be surprising to some.

Other important competencies, which ap-
peared in 80% to 90% of the surveyed firms’
competency models, include Leadership, Legal
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Research, Problem Solving,
and Respect for Others. Nine
competencies appear in 50%
to 70% of competency models:
Listening, Integrity, Self-
Direction, Project Management,
Diligence, Trustworthiness,
Confidentiality, Intellectual Curiosity, and
Honesty. Many of these skills are also not em-
phasized in traditional law school training and
law schools also might find the prominence of
these skills in the study enlightening.

Twelve competencies appear in less than

50% of competency models: Business/
Financial Knowledge, Cultural Competence,
Perseverance, Analyzing Data, Loyalty, Self-
Discipline, Emotional Intelligence/Empathy,
Self-Awareness, Facility with Programs (Word,
Excel, PowerPoint, etc.), Respecting Client
Autonomy, Well-Being, and Social Media
Expertise.

Grouping Related Competencies

Law firm competency models suggest that
certain “groupings” of competencies are of
greatest priority across law firms — particu-
larly Technical Legal Skills/Knowledge and
Communication Skills. A second tier of com-
petency groupings also appears to be fairly
important, but less of a priority — Work Ethic
Traits, Character Traits, Relationship Skills,
and Client Service Orientation. The final two
groupings of competencies, Self-Development
Traits and Technological Skills, are of lesser
significance.

When related competencies are grouped
together, law firms appear to highly pri-
oritize two groups — Technical Legal
Skills/Knowledge and Communication

Skills — for which the average frequency
across the competencies within each group is

roughly 90%.

* Technical Legal Skills/Knowledge
(91% average): Legal Analysis, Legal
Knowledge/Expertise, Legal Research,
Problem Solving

e Communication Skills (90% average):
Communicate Clearly (sharing informa-
tion), Written Advocacy, Oral Advocacy,
Listening (receiving information)

This probably doesn’t come as a great surprise
as these two groupings encompass much of
what legal education emphasizes.

Four other groupings — Work Ethic Traits,
Character Traits, Relationship Skills, and Client
Service Orientation — appear to be less priori-
tized or receive less emphasis among law firms,
as the average frequency across the compe-
tencies within each group is between 60% and
80% for each of these groupings:

* Work Ethic Traits (77% average):
Responsibility/Reliability, Initiative,
Attention to Detail, Diligence,
Perseverance

* Character Traits (68% average):
Judgment/Common Sense, Integrity,
Trustworthiness, Honesty

* Relationship Skills (68% aver-
age): Teamwork/Collaboration,
Leadership, Respect for Others,
Cultural Competence, Emotional
Intelligence/Empathy

* C(Client Service Orientation (63% av-
erage): Responsiveness to Clients,
Understand Client’s Business/
Circumstances, Confidentiality, Loyalty,
Respecting Client Autonomy

Across these groupings it is worth noting that
Work Ethic Traits on average carry great-

er significance than Character Traits and
Relationship Skills, even though the latter two
remain of significant importance, with each
grouping on average being present in roughly
two-thirds of the law firm competency models.
Additionally, there may be some overlap here
as concepts like Integrity, Trustworthiness, and
Honesty might have strong correlations. For
example, lawyers who demonstrate Integrity
and Honesty are more likely to demonstrate
Trustworthiness. Similarly, lawyers with
Emotional Intelligence and Empathy may also
demonstrate Cultural Competence.

The final two groupings — Self-Development
Traits and Technological Skills — are the least
prioritized, as the average frequency for these
groupings of competencies is roughly 40%:

* Self-Development Traits (42% average):
Self-Direction, Intellectual Curiosity,
Self-Discipline, Self-Awareness,
Well-Being

Continued on page 20
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* Technological Skills (39% average):
Project Management, Business/
Financial Knowledge, Analyze Data,
Facility with Various Programs (Word,
Excel, PowerPoint, etc.), Social Media
Expertise

Interestingly, Self-Development Traits and
Technological Skills did not receive very much
emphasis even though most successful lawyers
tend to take initiative and ownership of their
career development, relying on their capabili-
ties in many of these competencies.

It is important to keep in mind that this survey
reflects an analysis of what firms were prioritiz-
ing in fall 2020. The legal profession itself and
the way firms practice and prioritize compe-
tencies are constantly changing. For example,
while Social Media Expertise and
Well-Being did not show up
o) in competency models with
O O great frequency, it is pos-
sible they would not have
shown up at all 10 years
ago and might be of
greater significance five or

10 years from now.

Competencies by Experience
Level

Almost all firms (92%) that reported using
competency models indicated that they use
different competencies for different experience
levels of associates. Nearly two-thirds of those

MAY 2021 NALP BULLET|N+

firms elaborated that they divide associates

into two, three, or four levels, with three levels
being most popular. More than half of the firms
using three refer to the levels as junior-level,
mid-level, and senior-level associates.

Of the firms using three levels, 25% indicated
the number of years an associate spends in
each level. Among these firms, 60% delineated
the three levels as 1-2 years, 3-5 years, and 6+
years, while the remaining 40% defined their
levels slightly differently as 1-3 years, 4-6 years,
and 7+ years.

Of the two-thirds of firms that emphasize
different competency models for different
experience levels, nearly half explained that
those expectations may change based on the
associate level. Just over 25% emphasize the
same competencies for each associate level, but
have different expectations based on the level.
Slightly fewer firms emphasize additional or
different competencies as associates progress in
experience. A few firms noted that the com-
petencies may vary by, or be particular to, a
practice group.

Distribution of Competency
Models to Associates and
Partners

Firms clearly communicate their developmen-
tal expectations of associates; all firms with
competency models reported sharing those
models with their associates and partners.
Some firms use multiple distribution methods,

which explains why the percentages below add
up to more than 100%.

Firms use three main methods to distribute
their competency models to associates: posting
them on the firm’s intranet (79.2%), providing
them during onboarding (70.8%), and sharing
them during the performance review process
(58.3%). Fewer firms distribute their com-
petency models to associates through other
methods (20.8%).

Firms use two of the same methods to dis-
tribute competency models to partners who
evaluate associates: posting them on the firm's
intranet (83.3%) and sharing them during the
associate performance review process (68.8%).
A smaller number of firms distribute their
competency models to partners through other
methods (20.8%).

Use of Competency Models in
Performance Evaluations

Not surprisingly, competency models play a
large role in performance evaluations. Two-
thirds of firms (70.6%) evaluate associates on
all of the competencies in the firm’s competen-
cy model, while less than one-third of firms
(29.4%) evaluate associates using a subset of
competencies from their competency model.

Firms vary in the frequency with which they
evaluate associates. One-third of firms evaluate
associates once a year, and another third of

This survey
demonstrates the need
for associates to show
progress on a wide
array of competencies,
not all of which are
emphasized —or even
taught —in many law
schools.

firms evaluate associates twice each year. The
remaining third of firms use other approaches.
For example, some firms conduct annual evalu-
ations coupled with real-time, ongoing feed-
back. Other firms conduct annual evaluations
and mid-year reviews for junior-level associ-
ates, lateral hires, and those with performance

concerns.

Based on our observations outside of this
survey, there is a growing trend among law
firms to provide more regular, consistent feed-
back to their associates. We anticipate that an
increasing number of firms will begin to eval-
uate associates more often than annually. Some

Continued on page 21
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firms may choose to evaluate associates twice a
year, while other firms may implement a “re-
al-time feedback” process to ensure that associ-
ates are receiving timely, relevant feedback on
their performance. This will enable associates
to grow and improve over time rather than
waiting a full year for meaningful feedback.

Use of Competency Models
Beyond Performance Evaluations

While firms primarily use competency models
to evaluate associates, some firms also use
competencies in the following ways:

* Training and Professional
Development: Nearly two-thirds of
firms (64%) use competency models
to determine which training courses
and programs to offer. Additionally,
8% of firms use competency models
for other purposes, including planning
career development programs, guiding
goal setting for associates, and building

mentoring programs.

*  Promotion: Over half of firms (58%)
use competency models to determine
whether an associate should be pro-
moted to the next level on the associate
path, and 68% of firms use competency
models to decide if an associate is ready
for partnership.

e Compensation: Over one-third of
firms (38%) use competency models
when determining associate base salary.

MAY 2021 NALP BULLET|N+

Additionally, nearly one-third of firms
(30%) consider competency models

when determining associate bonuses.

* Project-Based Feedback: Roughly
one-quarter of firms (26%) use compe-
tency models to give feedback on specif-
ic projects.

Fewer than half of firms directly tie competen-
cies to their recruiting and hiring processes,
with 43.1% of firms considering the firm’s
competency model when hiring lateral associ-
ates, 39.2% considering the firm’s competency
model when recruiting and hiring summer

associates and entry-level associates, and only

It is critical that law
firms align their
developmental
expectations with
the true demands of
the practice and the
competencies that
successful associates
possess.

11.8% considering the firm’s competency
model for lateral partner hiring. By contrast,
37.3% of firms indicate they do not use com-
petency models in their recruiting and hiring
process for lawyers at any level.

Notably, 15.7% of firm respondents did not
know whether the firm referenced the firm’s
competency model in recruiting and hiring.
This could be because those filling out the
survey were lawyer development profession-
als rather than recruiting professionals. Since
those functions are often separated, especially
in large law firms, the person who completed
the survey may not have been familiar with the
recruiting practices of the firm.

It is interesting to see how firms use — or
don’t use — their competency models in other
functions of their operations. If firms have
clear competency models on which to evaluate
their associates, there is great opportunity to
weave those expectations throughout other
areas, including program creation, promotion,
compensation, and hiring. This would give
associates predictability and consistency as
they would know what is expected of them and
what skills they should be developing.

Additionally, if firms were to use their com-
petency models in multiple ways, the firm
itself also would have greater alignment and
consistency in developing programming and
initiatives to teach particular competencies
and subsequently to evaluate, compensate, and
promote based on those competencies. Hiring

based on the firm’s com-
petencies would further
ensure that associates en-
tering the firm already have

a foundational skillset in, and
understanding of, the competen-
cies that the firm would expect of them.

Suggestions for Further Research
and Exploration

Due to the dynamic nature of the legal pro-
fession and in light of the enlightening survey
findings, we see at least three areas of potential
future research.

First, given that this survey was limited to
NALP’s membership, further research could

be conducted to determine the extent to which
competency models for other types of employ-
ers — county attorneys offices, offices of attor-
neys general, public defender offices, legal aid
offices, small law firms, and in-house corporate
legal departments — are comparable to those
of the firms reflected in this survey.

Second, given that law school graduates should
be prepared to meet the demands of the legal
services market, research could be conducted
to assess the extent to which law school learn-
ing outcomes align with the competencies most
emphasized by firms in this survey.

Continued on page 22
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Third, while this survey touched briefly on the
extent to which firms draw on their compe-
tency models in recruiting and hiring efforts,
more research could be conducted about the
extent to which recruiting and hiring practices
are connected with competency models and
about institutional challenges firms may face in
doing so.

Conclusion

This survey provides a snapshot taken in fall
20205 it provides the best information about
what firms were expecting of their associates
at that moment in time. With the rapid pace
of change in the legal profession, which has
been accelerated by technological advances,
the COVID-19 pandemic, and current national
and world events, it would be helpful to re-
survey firms in the coming years to see if they
have reprioritized or added competencies to
their competency models.

This survey demonstrates the need for
associates to show progress on a wide array of
competencies, not all of which are emphasized
— or even taught — in many law schools. It is
critical that law firms align their developmental
expectations with the true demands of the
practice and the competencies that successful
associates possess. Likewise, law firms and law
schools have an opportunity to collaborate and
partner to prepare the newest members of the
profession. 4

MAY 2021 NALP BUI_LETIN+

The survey, report, and this article were developed
by the Professional Identity Formation Work Group,

a collaboration of NALP’s Lawyer Professional
Development and Law Student Professional
Development Sections in partnership with the
Holloran Cenfer for Ethical Leadership in the
Professions of the University of St. Thomas School

of Law and NALP staff and leadership. The authors
are: Professional ldentity Formation Work Group of
the Lawyer Professional Development Section Co-
Vice Chair Melissa Berry (Director of Professional
Development & Diversity at Lane Powell PC) and
Co-Vice Chair Kendra Brodin (Chief Atforney
Development Officer at Taft Stettinius & Hollister LLP);
Vice Chair of the Professional Identity Formation Work
Group of the Law Student Professional Development
Section Laura Friedman (Director of Professional
Development and Career Counseling at Case
Western Reserve University School of Law); Jerry
Organ (Bakken Professor of Law and Co-Director

of the Holloran Center for Ethical Leadership in the
Professions at the University of St. Thomas School of
Law); and Law Student Professional Development
Section member Debbie Shapiro (Assistant Director
of Career & Professional Development and Adjunct
Professor at Mitchell Hamline School of Law).

Melissa Berry

Laura Friedman

Debbie Shapiro
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REPORT ON 2020 SURVEY OF LAW FIRM COMPETENCY EXPECTATIONS FOR ASSOCIATE DEVELOPMENT

INTRODUCTION

In November 2020, NALP invited its U.S. law firm members to complete the 2020 Survey of Law
Firm Competency Expectations for Associate Development (“Survey”). The Survey was open
from the first week of November through the first week of December 2020.

The Survey inquired about:

e  Whether law firms have competency models or development expectations for assessing
the progress of their associates, and if so, whether the competency model is in writing;

o Whether and how those competency models are shared with associates and partners;
e What competencies are measured in the competency models; and

e How competency models are used in performance evaluations, compensation,
promotion, training, and recruiting.

This Report summarizes the Survey results. For brevity, this Report uses the phrase “competency
model” to describe a set of competencies or developmental expectations law firms have for their
associates.

The Survey and this Report were developed by the Professional Identity Formation Work Group
of NALP’s Lawyer Professional Development Section and Law Student Professional
Development Section in partnership with the Holloran Center for Ethical Leadership in the
Professions and NALP staff and leadership. The Work Group members are:

e Melissa Berry, Director of Professional Development & Diversity at Lane Powell PC; Co-
Vice Chair, Professional Identity Formation Work Group; member, Lawyer Professional
Development Section

e Kendra Brodin, Chief Attorney Development Officer at Taft Stettinius & Hollister LLP;
Co-Vice Chair, Professional Identity Formation Work Group; member, Lawyer
Professional Development Section

e Laura Friedman, Director of Professional Development and Career Counseling at Case
Western Reserve University School of Law; Vice Chair, Professional Identity Formation
Work Group; member, Law Student Professional Development Section

e Jerry Organ, Bakken Professor of Law and Co-Director of the Holloran Center for Ethical
Leadership in the Professions at the University of St. Thomas School of Law

e Debbie Shapiro, Assistant Director of Career & Professional Development and Adjunct
Professor at Mitchell Hamline School of Law; member, Professional Identity Formation
Work Group; member, Law Student Professional Development Section
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PARTICIPATION

NALP received Survey responses from 58 law firms distributed across four categories of law
tirms based on the number of attorneys in the firm. Of the 58 firms that responded to the Survey,
51 (nearly 88%) indicated they do have competency models, while seven (roughly 12%) indicated
they do not have competency models. Table 1 shows the distribution of those with and without
competency models across the four categories of firms.

Table 1: Does Your Firm Have Competencies or Developmental Expectations for
Your Associates?

Yes(#) Yes(%)| No(#) No() | *ortaw
All Law Firms 51 87.9% 7 12.1% 58
By Firm Size (# of Attorneys)
250 or Fewer 15 83.3 3 16.7 18
251-500 13 92.9 1 7.1 14
501-700 5 83.3 1 16.7 6
701+ 18 90.0 2 10.0 20

Notably, at least 83% of responding firms in each category of law firm have competency models
for their associates. However, this may overstate the number of law firms with competency
models; firms without competency models simply may have chosen not to participate in the
Survey. Readers also should be cautious about generalizing these percentages across all law firms
given that NALP’s member law firms tend to be larger-sized firms.

Of the 51 law firms with competency models, 48 (94.1%) have memorialized their models in
writing. Two of the 15 firms with 250 or fewer attorneys do not have written competency models;
one firm with 701+ attorneys does not have a written competency model.

Because only 50 of the 51 firms with competency models provided more detailed information,
the balance of this Report focuses on the data from those 50 firms.
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HIGHLIGHTS

TYPES OF COMPETENCIES

The most common competencies — appearing in the competency models of over 90% of law
firms that provided detailed information about their competency models — can be grouped into
three distinct categories:

e Traditional Legal and Communication Skills: (Legal Analysis, Written Advocacy,
Communicating Clearly, Legal Knowledge/Expertise, Judgment/Common Sense, and
Oral Advocacy)

e Character Traits and Relationship Skills: (Responsibility/Reliability,
Teamwork/Collaboration, Initiative, and Attention to Detail)

e Client Focused Orientation: (Responsiveness to Client and Understand Client’s
Business/Circumstances)

Other important competencies — appearing in 80% or more of the firms’ competency models —
include Leadership, Legal Research, Problem-Solving, and Respect for Others.

VARIABILITY OF COMPETENCIES RELATED TO LAW FIRM SIZE

For the vast majority of competencies identified in this Survey, law firm size did not suggest a
meaningful difference in the frequency with which the competency appears in firm competency
models. For 11 of the competencies, however, there was significant variability in the frequency
with which firms of different sizes include the competency in their competency models.

GROUPING RELATED COMPETENCIES

Law firm competency models suggest that certain “groupings” of competencies are of greatest
priority across law firms — particularly Technical Legal Skills/Knowledge and Communication
Skills. Work Ethic Traits, Character Traits, Relationship Skills, and Client Service Orientation
also appear to be fairly important, with Self-Development Traits and Technological Skills of
lesser significance.
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COMPETENCIES BY EXPERIENCE LEVEL

Almost all firms (92.2%) with competency models emphasize different competencies for different
experience levels of associates. Firms of all sizes favor this approach, with two-thirds of firms
identifying three levels of associates. More than half of the firms using three levels referred to
them as junior-, mid-, and senior-level associates; others delineate specific years of experience
tied to particular levels.

DISTRIBUTION OF COMPETENCY MODELS TO ASSOCIATES

All firms with competency models share the models with their associates in one or more ways.
The three main methods of distribution are posting on the firm’s intranet, providing during
onboarding, and sharing during the performance review process.

DISTRIBUTION OF COMPETENCY MODELS TO PARTNERS

All firms with competency models share the models with the partners who review associate
performance. Most firms share competency models with their partners by posting the models on
the firm’s intranet and providing them during the associate performance review process.

USE OF COMPETENCY MODELS IN PERFORMANCE EVALUATIONS

All firms with competency models reported that they use either all or some of the competencies
during their associate performance review process. The overwhelming majority of firms use all of
the competencies in associate performance evaluations; the balance use some of the
competencies. Two-thirds of firms evaluate associates twice yearly or more frequently, while one-
third of firms conduct performance reviews annually.

USE OF COMPETENCY MODELS BEYOND ASSOCIATE EVALUATIONS

Overall, 96% of firms use competencies to guide associate performance evaluations. While firms
primarily use competency models to evaluate associates, some firms expand their use of
competency models to guide decisions about training and professional development,
promotions, compensation, and project-based feedback. Fewer firms actively use competency
models in their recruiting and hiring processes.
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SIGNIFICANT FINDINGS

TYPES OF COMPETENCIES

The most common competencies — appearing in the competency models of over 90% of law firms
that provided detailed information about their competency models — include competencies that
can be grouped into three distinct categories:

o Traditional Legal and Communication Skills: (Legal Analysis, Written Advocacy,
Communicating Clearly, Legal Knowledge/Expertise, Judgment/Common Sense, and Oral
Advocacy)

o Character Traits and Relationship Skills: (Responsibility/Reliability,
Teamwork/Collaboration, Initiative, and Attention to Detail)

o Client Focused Orientation: (Responsiveness to Client and Understand Client’s Business/
Circumstances)

Other important competencies — appearing in 80% or more of the firms’ competency models —
include Leadership, Legal Research, Problem-Solving, and Respect for Others.

Of the 50 law firms that provided detailed information about their competency models, over 90%
have the 12 competencies shown in Table 2. For each competency, the number in parentheses
reflects the number of law firms that identified the competency within their competency model.

Table 2: Competencies Included in Over 90% of Law Firm Competency Models

Tradition_al L_egal apd Charac_:ter T_raits gnd Client Focused Orientation
Communication Skills Relationship Skills
Legal Analysis (49) Teamwork/Collaboration (48) Responsiveness to Client
Written Advocacy (49) Initiative (47) (47)
Communicating Clearly (49) Responsibility/Reliability (47) Understand Client’s
Legal Knowledge/Expertise (48) Attention to Detail (46) Business/Circumstances

Judgment/Common Sense (48) (47)

Oral Advocacy (47)
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e Four competencies appear in 80% to 90% of competency models:
Leadership (44)

Legal Research (43)

Problem-Solving (42)

Respect for Others (40)

O

O

O

¢ Nine competencies appear in 50% to 70% of competency models:
Listening (35)

Integrity (33)

Self-Direction (33)

Project Management (33)

Diligence (32)

Trustworthiness (29)

Confidentiality (29)

Intellectual Curiosity (27)

Honesty (26)

0O 0O O 0O 0 O O ©O

e Twelve competencies appear in less than 50% of competency models:
Business/Financial Knowledge (24)

Cultural Competence (21)

Perseverance (21)

Analyzing Data (21)

Loyalty (21)

Self-Discipline (20)

Emotional Intelligence/Empathy (16)

Self-Awareness (16)

Facility with Programs (Word, Excel, PowerPoint, etc.) (16)
Respecting Client Autonomy (13)

Well-Being (8)

Social Media Expertise (3)

0O 0 O O 0 o o 0O 0 O O
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VARIABILITY OF COMPETENCIES RELATED TO LAW FIRM SIZE

For the vast majority of competencies identified in this Survey, law firm size did not suggest a
meaningful difference in the frequency with which the competency appears in firm competency
models. For 11 of the competencies, however, there was significant variability in the frequency with

which firms of different sizes include the competency in their competency models.

The Survey results demonstrated no major differences across firms of different sizes for 26 of the
37 competencies. For these 26 competencies, the range of frequency was generally within 25%
and often within 10% to 15%. For the other 11 competencies, however, greater variability was
noted in three contexts.

In the first set of competencies with significant variability (a range greater than 25%), the pattern
showed one category of firm as an outlier either on the low side (Problem-Solving) or on the high
side (Confidentiality, Cultural Competence, Business/Financial Knowledge, Respecting Client
Autonomy, and Well-Being):

e Problem-Solving is present in at least 80.0% of competency models in the three larger
tirm size categories (including in 100% of competency models of firms with 701+
attorneys), but it is present in only 60.0% of competency models of firms with 250 or
fewer attorneys.

e Confidentiality is present in 80.0% of the competency models of firms with 501-700
attorneys, but in the other three firm size categories, it is in the range of 53.3% to 58.8%.

e Cultural Competence is present in 80.0% of the competency models of firms with 501-700
attorneys, but in the other three firm size categories, it is in the range of 33.3% to 41.2%.

¢ Business/Financial Knowledge is present in 70.6% of the competency models of firms
with 701+ attorneys, but in the other three firm size categories, it is in the range of 33.3%
to 40.0%.

o Respecting Client Autonomy is present in 60.0% of the competency models of firms
with 501-700 attorneys, but in the other three firm size categories, it is in the range of
15.4% to 33.3%.

o  Well-Being is present in 40.0% of the competency models of firms with 501-700
attorneys, but it is present in no more than 20.0% of competency models in the other
three firm size categories.
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For the second set of competencies with significant variability — Listening and Facility with
Various Programs — law firm size coincided with the frequency with which the competency
appears in competency models:

e Listening is present in 88.2% of competency models of firms with 701+ attorneys, 80.0%
of competency models of firms with 501-700 attorneys, 61.5% of competency models of
tirms with 251-500 attorneys, and 53.3% of competency models of firms with 250 or
fewer attorneys.

¢ Facility with Various Programs (Word, Excel, PowerPoint, etc.) is present in 52.9% of
competency models of firms with 701+ attorneys, 40.0% of competency models of firms
with 501-700 attorneys, 23.1% of competency models of firms with 251-500 attorneys,
and 13.3% of competency models of firms with 250 or fewer attorneys.

For the third set of competencies with significant variability — Honesty, Integrity, and
Perseverance — there was a broad range with no relationship to firm size:

o Integrity is present in 92.3% of competency models of firms with 251-500 attorneys,
80.0% of competency models of firms with 501-700 attorneys, 58.8% of competency
models of firms of 701+ attorneys, and 46.7% of competency models of firms with 250 or
fewer attorneys.

e Honesty is present in 76.9% of competency models of firms with 251-500 attorneys,
60.0% of competency models of firms with 501-700 attorneys, 47.1% of competency
models of firms of 701+ attorneys, and 33.3% of competency models of firms with 250 or
fewer attorneys.

e Perseverance is present in 61.5% of competency models of firms with 251-500 attorneys,
46.7% of competency models of firms with 250 or fewer attorneys, 29.4% of competency
models of firms of 701+ attorneys, and 20.0% of competency models of firms with 501-
700 attorneys.

GROUPING RELATED COMPETENCIES

Law firm competency models suggest that certain “groupings” of competencies are of greatest
priority across law firms — particularly Technical Legal Skills/Knowledge and Communication
Skills. Work Ethic Traits, Character Traits, Relationship Skills, and Client Service Orientation also
appear to be fairly important, with Self-Development Traits and Technological Skills of lesser

significance.
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When related competencies are grouped together, law firms appear to highly prioritize two
groups — Technical Legal Skills/Knowledge and Communication Skills. When the average
frequency for each “group” of competencies is calculated, these two groups show an average
frequency of approximately 90%:

e Technical Legal Skills/Knowledge (Average: 45.5): Legal Analysis (49); Legal
Knowledge/Expertise (48); Legal Research (43); Problem-Solving (42)

e Communication Skills (Average: 45.0): Communicating Clearly (sharing information)
(49); Written Advocacy (49); Oral Advocacy (47); Listening (receiving information) (35)

Four other groupings — Work Ethic Traits, Character Traits, Relationship Skills, and Client
Service Orientation — appear to be less prioritized, as they have an average frequency of between
60% and 80%:

e  Work Ethic Traits (Average: 38.6): Responsibility/Reliability (47); Initiative (47);
Attention to Detail (46); Diligence (32); Perseverance (21)

o Character Traits (Average: 34.0): Judgment/Common Sense (48); Integrity (33);
Trustworthiness (29); Honesty (26)

¢ Relationship Skills (Average: 33.8): Teamwork/Collaboration (48); Leadership (44);
Respect for Others (40); Cultural Competence (21); Emotional Intelligence/Empathy (16)

¢ Client Service Orientation (Average: 31.4): Responsiveness to Clients (47); Understand
Client’s Business/Circumstances (47); Confidentiality (29); Loyalty (21); Respecting
Client Autonomy (13)

The final two groupings — Self-Development Traits and Technological Skills — are the least
prioritized, as they have an average frequency of roughly 40%:

e Self-Development Traits (Average: 20.8): Self-Direction (33); Intellectual Curiosity (27);
Self-Discipline (20); Self-Awareness (16); Well-Being (8)

o Technological Skills (Average: 19.4): Project Management (33); Business/Financial
Knowledge (24); Analyzing Data (21); Facility with Various Programs (Word, Excel,
PowerPoint, etc.) (16); Social Media Expertise (3)
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COMPETENCIES BY EXPERIENCE LEVEL

Almost all firms (92.2%) with competency models emphasize different competencies for different
experience levels of associates. Firms of all sizes favor this approach, with two-thirds of firms
identifying three levels of associates. More than half of the firms using three levels referred to
them as junior-, mid-, and senior-level associates, others delineate specific years of experience
tied to particular levels.

Of the firms with competency models, 92.2% indicated they emphasize different competencies
for different experience levels of associates. Firms of all sizes favor this approach: 100% of firms
with 251-500 and 501-700 attorneys, 94.4% of firms with 701+ attorneys, and 80.0% of firms with
250 or fewer attorneys.

Of the firms that emphasize different competency models for different experience levels of
associates, nearly two-thirds elaborated that they divide associates into two, three, or four levels,
with three levels being most popular, except among firms with 250 or fewer attorneys. More than
half of the firms using three levels referred to them as junior-, mid-, and senior-level associates.
The remaining firms did not define the associate levels. The following table includes the
breakdown across firm size:

Table 3: Number and Frequency of Firms with Different Experience Levels within
Competency Models

o . #of L
Firms
N % N % N % N %
All Law 5 10.6% 20 | 426% 5 | 10.6% 17 | 36.2% 47
Firms
Size (# of Attorneys)

250 or 16.7 5 41.7 12
Fewer
251-500 53.8 5 385 13
501-700 80.0 1 20.0 5
701+ 41.2 6 35.3 17

Of the firms using three levels, 25.0% indicated the number of years an associate spends in each
level. Among these firms, 60.0% delineated the three levels as 1-2 years, 3-5 years, and 6+ years,
while the remaining 40.0% defined their levels slightly differently as 1-3 years, 4-6 years, and 7+
years.

10
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Of the nearly two-thirds of firms that emphasize different competency models for different
experience levels, nearly half explained that those expectations may change based on the associate
level. Just over 25% emphasize the same competencies for each associate level, but have different
expectations based on the level. Slightly fewer firms emphasize additional or different
competencies as associates progress in experience. A few firms noted that the competencies may
vary by, or be particular to, a practice group. Only two firms added that associates must meet the
competencies for their level before they can progress to the next level.

DISTRIBUTION OF COMPETENCY MODELS TO ASSOCIATES
All firms with competency models share the models with their associates in one or more ways. The
three main methods of distribution are posting on the firm’s intranet, providing during onboarding,

and sharing during the performance review process.

All firms with competency models reported sharing those models with their associates. Firms use
three main methods to distribute their competency models to associates: posting on the firm’s
intranet, providing during onboarding, and sharing during the performance review process. A
limited number of firms distribute their competency models through other methods. Some firms
use multiple methods, which explains why the percentages add up to more than 100%.

e Most firms (79.2%) post their competency models on the firm’s intranet.

e Nearly as many firms (70.8%) provide their competency models during the onboarding
process.

e Slightly more than half of firms (58.3%) share their competency models during the review
process.

e About one-fifth of firms (20.8%) distribute their competency models through other
methods.

All firms with 501-700 attorneys and 88.2% of firms with 701+ attorneys post their competency
model to associates on the firm’s intranet. The frequency of this method dropped with firm size:
76.9% of firms with 251-500 attorneys and 61.5% of firms with 250 or fewer attorneys use this
method of distribution.

Firms of all sizes commonly provide competency models to associates during the onboarding
process. This practice is most frequent in firms with 501-700 attorneys (80.0%) and 251-500
attorneys (76.9%). Firms with 250 or fewer attorneys and with 701+ attorneys are slightly less
likely to use this method at 69.2% and 64.7%, respectively.

11
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More than half of the firms share their competency models with associates during the review
process. Firms with 501-700 attorneys are most likely (80.0%) to use this method. Firms with
251-500 and 250 or fewer attorneys are equally likely to use this method (61.5%), but less than
half of firms with 701+ attorneys (47.1%) distribute competency models during the review
process.

Approximately one-fifth of firms (20.8%) use other methods of distribution, such as during
annual professional development plan creation and training programs/conferences, in advance of
goal/competency progression discussion, or in employee handbooks. Firms with 250 or fewer
attorneys (38.5%) and firms with 701+ attorneys (23.5%) are most likely to use other methods.
Only 20.0% of firms with 501-700 attorneys and zero firms with 251-500 attorneys reported
using other methods of distribution.

DISTRIBUTION OF COMPETENCY MODELS TO PARTNERS

All firms with competency models share the models with the partners who review associate
performance. Most firms share competency models with their partners by posting the models on the
firm’s intranet and providing them during the associate performance review process.

All firms with competency models share the models with the partners who review associate
performance. Firms use two main methods to distribute competency models to partners who
evaluate associates: posting on the firm’s intranet and sharing during the associate performance
review process. A limited number of firms distribute their competency models through other
methods. Some firms use multiple methods, which explains why the percentages add up to more
than 100%.

e Most firms (83.3%) post their competency models on the firm’s intranet.

e Over two-thirds of firms (68.8%) share their competency models with partners during the
associate review process.

o Far fewer firms (20.8%) distribute their competency models through other methods.

All firms with 501-700 attorneys, 88.2% of firms with 701+ attorneys, and 84.6% of firms with
251-500 attorneys post their competency models to partners on the firm’s intranet. Firms with
250 or fewer attorneys are less likely (69.2%) to use this method.

While most firms share competency models with partners during the associate review process,
there is a broad range depending on firm size. All firms with 501-700 attorneys, 76.9% of firms
with 250 or fewer attorneys, and 69.2% of firms with 251-500 attorneys use this method. By
contrast, just over half (52.9%) of firms with 701+ attorneys share competency models with their
partners during the associate review process.

12
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Similar to the distribution of competency models to associates, one-fifth of firms (20.8%) use
other methods to share their competency models with partners, such as in the employee
handbook, in training materials for mentors/mentees, during partner orientation, on an ad hoc
basis, in platforms like viDesktop, or upon request. Firms with 250 or fewer attorneys are most
likely (30.8%) to use one or more of these other methods.

USE OF COMPETENCY MODELS IN PERFORMANCE EVALUATIONS

All firms with competency models reported that they use either all or some of the competencies
during their associate performance review process. The overwhelming majority of firms use all of
the competencies in associate performance evaluations; the balance use some of the competencies.
Two-thirds of firms evaluate associates twice yearly or more frequently, while one-third of firms
conduct performance reviews annually.

All firms with competency models indicated they use their competency models in associate
performance evaluations. Over two-thirds of firms (70.6%) evaluate associates on all of the
competencies in the firm’s competency model. Less than one-third of firms (29.4%) evaluate
associates using a subset of competencies from their competency model.

Among the three firm-size categories with 700 or fewer attorneys, over 70% of the firms evaluate
associates on all of the competencies in the firm’s competency model. Specifically, 100% of firms
with 501-700 attorneys, 76.9% of firms with 251-500 attorneys, and 73.3% of firms with 250 or
fewer attorneys evaluate associates on all of the competencies in the firm’s competency model. By
contrast, only 55.6% of firms with 701+ attorneys evaluate associates on all of the competencies
in the firm’s competency model.

Firms vary in how often they evaluate associates. One-third of firms evaluate associates once a
year, and one-third of firms evaluate associates twice each year. The remaining one-third of firms
use other approaches. For example, some firms conduct annual evaluations coupled with real-
time, ongoing feedback. Other firms conduct annual evaluations and mid-year reviews for
certain attorneys, such as junior associates, lateral hires, and those with performance concerns.

USE OF COMPETENCY MODELS BEYOND ASSOCIATE EVALUATIONS

Overall, 96% of firms use competencies to guide associate performance evaluations. While firms
primarily use competency models to evaluate associates, some firms expand their use of competency
models to guide decisions about trainings and professional development, promotions,
compensation, and project-based feedback. Fewer firms actively use competency models in their

recruiting and hiring processes.

13
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While 96.0% of firms use competency models to guide associate performance evaluations, firms
also use competencies in different ways.

e Training and Professional Development: Nearly two-thirds of firms (64.0%) use
competency models to determine which trainings and programs to offer. Additionally,
8.0% of firms use competency models for other purposes, including planning career
development programs, guiding goal setting for associates, and building mentoring
programs.

e Promotion: Over half of firms (58.0%) use competency models to determine whether an
associate should be promoted to the next level of associate, and 68.0% of firms use
competency models to decide if an associate is ready for partnership. Interestingly, larger
firms are more likely to tie partnership promotion to progress on competencies. All firms
with 501-700 attorneys consider competency models when determining which associates
become partners. That number drops to 76.5% of firms with 701 or more attorneys, to
66.7% of firms with 250 or fewer attorneys, and to only 46.2% of firms with 251-500
attorneys.

e Compensation: Over one-third of firms (38.0%) use competency models when
determining associate base salary. Additionally, 30.0% of firms consider competency
models when determining associate bonuses.

e Project-Based Feedback: Roughly one-quarter of firms (26.0%) use competency models
to give feedback on specific projects.

Fewer than half of the firms directly tie competencies to their recruiting and hiring processes,
with 43.1% of firms considering the firm’s competency model when hiring lateral associates,
39.2% considering the firm’s competency model when recruiting and hiring summer associates
and entry-level associates, and only 11.8% considering the firm’s competency model when hiring
lateral partners. Over one-third of firms (37.3%) indicate they do not use competency models in
their recruiting and hiring process for attorneys at any level. This is particularly true for the
largest firms: 61.1% of firms with 701+ attorneys do not use their firm’s competency model in the
hiring process. Notably, 15.7% of firm respondents did not know whether the firm referenced the
firm’s competency model in recruiting and hiring.

SUGGESTIONS FOR FURTHER RESEARCH AND EXPLORATION

The Survey analysis revealed three potential areas for further research related to competency
models.

o First, because the Survey was limited to NALP’s membership, further research could be
conducted to determine the extent to which competency models for other types of

14
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employers — county attorneys offices, offices of attorneys general, public defender
offices, legal aid offices, small law firms, and in-house corporate legal departments — are
comparable to those of the firms reflected in this Survey.

e Second, given that law school graduates should be prepared to meet the demands of the
legal services market, research could be conducted to assess the extent to which law
school learning outcomes align with the competencies most emphasized by firms in this
Survey.

e Third, while this Survey touched briefly on the extent to which firms draw on their
competency models in recruiting and hiring efforts, more research could be conducted
about the extent to which firms connect recruiting and hiring practices with competency
models and about institutional challenges firms may face in doing so.

15
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APPENDIX - COPY OF SURVEY QUESTIONS
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NALP 2020 Survey of Law Firm Competency Expectations for Associate Development

This research project will explore competencies and developmental expectations for law firm associates and will identify commonalities
and differences among the competencies emphasized by law firms. Additionally, this research will help law firms understand the varied
ways in which competencies and developmental expectations are being used by law firms across the U.S. as part of their associate
development and evaluation processes. Finally, the research will benefit law schools by indicating the extent to which common
competencies across law firms align with typical law school learning outcomes and by informing law school career and professional
development offices about the extent to which these competencies are considered in the hiring process.

The information you submit in this survey is completely confidential. No information that could be attributed to your
organization will be published. Please submit only one response per law firm.

For purposes of this survey, "competencies"” and "developmental expectations™ mean
those skills, abilities, and attributes that your firm has decided are desirable for your
associates to possess and that your firm believes contribute to the successful performance
of your associates.

* 1. Does your firm have competencies or developmental expectations for your associates?

4.{‘ ) i: Yes

() No (survey will skip to firm demographic items)
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NALP 2020 Survey of Law Firm Competency Expectations for Associate Development

For purposes of this survey, "competencies" and "developmental expectations" mean those skills,

abilities, and attributes that your firm has decided are desirable for your associates to possess and that your
firm believes contribute to the successful performance of your associates.

* 2. Are these competencies/developmental expectations formalized in writing?
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NALP 2020 Survey of Law Firm Competency Expectations for Associate Development

For purposes of this survey, "competencies" and "developmental expectations" mean those skills,
abilities, and attributes that your firm has decided are desirable for your associates to possess and that your
firm believes contribute to the successful performance of your associates.

3. Howlwhen is the document describing the competencies/developmental expectations distributed to
associates? Select all that apply.

The document describing the competencies/developmental expectations is:

D Not distributed to associates (do not select any other response options)
D Distributed to associates during onboarding

D Distributed to associates during the review process

D Available to associates on law firm intranet

D Other (please describe)

4. Howlwhen is the document describing the competencies/developmental expectations shared with
partners who are evaluating associates? Select all that apply.

The document describing the competencies/developmental expectations is:

D Not distributed to partners (do not select any other response options)
D Distributed to partners during the review process for associates
D Available to partners on law firm intranet

D Other (please describe)
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NALP 2020 Survey of Law Firm Competency Expectations for Associate Development

For purposes of this survey, "competencies" and "developmental expectations" mean those skills,
abilities, and attributes that your firm has decided are desirable for your associates to possess and that your
firm believes contribute to the successful performance of your associates.

3. Even though your competencies/developmental expectations are not memorialized in writing,
howlwhen are these competencies/developmental expectations communicated to associates? Select all
that apply.

The competencies/developmental expectations are:

D Not communicated to associates (do not select any other response options)
D Communicated to associates during onboarding
D Communicated to associates during the review process

D Other (please describe)

4. Even though your competencies/developmental expectations are not memorialized in writing,
howlwhen are these competencies/developmental expectations shared with partners who are
evaluating associates? Select all that apply.

D Not communicated to partners (do not select any other response options)
D Communicated to partners during the review process

D Other (please describe)
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NALP 2020 Survey of Law Firm Competency Expectations for Associate Development

For purposes of this survey, "competencies" and "developmental expectations" mean those skills,
abilities, and attributes that your firm has decided are desirable for your associates to possess and that your
firm believes contribute to the successful performance of your associates.

5. Which of the following sets of competencies/developmental expectations are included in your competency expectations?
Select all that apply.

Please note that in completing your responses to this question, include only those things explicitly memorialized in the document
describing your competencies/developmental expectations or explicitly articulated and communicated to associates as
important competencies/developmental expectations.

Technical Legal Skills/lKnowledge
D Legal analysis

D Legal knowledge/Expertise

D Legal research

D Problem-solving

Relationship Skills

D Cultural competence D Teamwork/Collaboration
D Respect for others D Leadership

D Emotional intelligence/Empathy

Character Traits

D Honesty
D Integrity

D Trustworthiness

D Judgment/Common sense

Self-Development Traits

D Self-awareness D Well-being
|| self-discipline || self-direction

D Intellectual curiosity



Work Ethic Traits

Attention to detall Perseverance
Initiative Responsibility/Reliability
Diligence

Communication Skills

Communicate clearly (sharing information)
Listening (receiving information)
Oral advocacy

Written advocacy

Technological Skills

Analyze data Project management
Social media expertise Business/Financial knowledge

Facility with various programs (Microsoft Word, Excel,
PowerPoint, etc.)

Client Service Orientation
Responsiveness to client Loyalty
Understand client business/circumstances Confidentiality

Respect client autonomy

Please list any other competencies/developmental expectations your firm has for its associates not
listed above.

6. Does your firm use the competencies/developmental expectations that you selected from the list
above in performance evaluations of your associates?

Yes, we use all of the competencies/developmental expectations selected from the list above in performance evaluations.

Yes, we use some, but not all, of the competencies/developmental expectations selected from the list above in performance
evaluations.

No.
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NALP 2020 Survey of Law Firm Competency Expectations for Associate Development

For purposes of this survey, "competencies" and "developmental expectations" mean those skills,
abilities, and attributes that your firm has decided are desirable for your associates to possess and that your
firm believes contribute to the successful performance of your associates.

7. Does your firm have different competencies/developmental expectations for different experience
levels of associates?

77 No

() Yes (please explain)

8. Please indicate whether your firm connects progress in competencies/developmental expectations to
any of the following: Select all that apply.

D Feedback on specific projects
Performance evaluations

Base salary

Bonus

Promotion to higher levels of associate
Promotion to partner

Training programs tied to competencies

Other (please describe)

L OO O O 0 O

9. How often does your firm perform associate evaluations? Select all that apply.
D Once a year

D Twice a year

D Real-time, ongoing feedback

D Other (please describe)




10. Does your firm tie your competencies/developmental expectations to your hiring process and
recruiting? Select all that apply.

Yes, we use them for hiring summer associates or entry-level No, we do not use them in our hiring process and recruiting.
associates. (Do not select any other response options.)
Yes, we use them for hiring lateral associates. | don't know. (Do not select any other response options.)

Yes, use them for hiring lateral partners.
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NALP 2020 Survey of Law Firm Competency Expectations for Associate Development

*11. Please share the name of your firm in the box below so we can ensure that we only have one
response per firm.

12. Please include the name, title, and email address of the person completing the survey in case follow up is needed.

* Name

* Title

Email address

13. How many lawyers are in your law firm (firm-wide)?

() 100 or fewer () 501-700
() 101-250 () 701+

-

) 251-500
p—

J
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