
 

 

COURTING LAW STUDENTS:  
A RECRUITMENT FAIR GUIDE FOR PROSECUTORS’ OFFICES  

Developed by the Na�onal District Atorneys Associa�on  
 
 
I. INTRODUCTION 
 
As an organiza�on dedicated to suppor�ng and enhancing the effec�veness of prosecutors in 
their efforts to create safer communi�es, we understand that atrac�ng the right talent is a 
cornerstone of achieving our mission. This toolkit aims to support prosecutors’ offices 
na�onwide in their recruitment endeavors. 
 
The recruitment process can be mul�faceted and demanding. We've designed this toolkit to 
streamline the process, offer valuable insights, and provide prac�cal tools that prosecutors’ 
offices of all sizes can implement to atract, engage, and recruit top-notch law school students. 
 
The toolkit is organized into four key sec�ons, each focusing on a different phase of the 
recruitment process:  
 

Pre-Recruitment Fair Prepara�on:  
Provides a roadmap to effec�vely prepare for a recruitment fair, including research, 
strategic planning, event logis�cs, marke�ng and promo�on, material prepara�on, and 
team training.  
 
During the Recruitment Fair:  
Strategies and prac�ces that can enhance your presence at the fair, from effec�ve booth 
management to engaging poten�al applicants, conduc�ng on-the-spot interviews, and 
networking. 
 
Post-Recruitment Fair Follow-Up:  
Maximize the benefits of the recruitment fair by using our strategies for follow-up 
communica�on, conduc�ng formal interviews, analyzing data for future improvements, 
maintaining con�nued engagement with candidates, and fostering partnerships and 
rela�onships for ongoing recruitment. 
 
Resources:  
Includes a compila�on of addi�onal resources, such as checklists, templates, and 
discussion guides, designed to assist in the execu�on of the strategies discussed in this 
toolkit.  

 



 

 

 
 

II. PRE-RECRUITMENT FAIR PREPARATION 
 

1. RESEARCH AND STRATEGIC PLANNING 
 
 

A. Iden�fy Key Law Schools and Target Demographics: 
 
It’s important that the approach to poten�al partner law schools is inclusive to ensure you’re 
reaching a diverse range of poten�al candidates. Focus especially on schools that have 
demonstrated commitment to criminal jus�ce, social jus�ce, and/or public services.  These 
schools could be determined by various factors, including: 
 
Commitment to Public Service: Look for schools with strong programs or ini�a�ves related to 
criminal jus�ce, public service, or social jus�ce. These schools might not be tradi�onally ranked 
as 'top' law schools, but their commitment to these areas indicates a student body likely to be 
interested in a career as a prosecutor. 
 
Innova�ve and Improving Programs: Recognize schools that have dedicated �me and resources 
to improve their programming and offer more to their students. These schools might have 
innova�ve curricula or hands-on experiences that produce highly qualified graduates ready to 
contribute from day one. 
 
Regional Proximity: Local or regional schools could be a valuable resource. Students are o�en 
familiar with the local community and legal system and may be more likely to remain in the area 
post-gradua�on. 
 
Historical Rela�onships: Maintain rela�onships with schools that have historically provided 
mo�vated and successful candidates. 
 
Diversity and Inclusion Efforts, including HBCUs: Proac�vely reach out to schools that have a 
strong commitment to diversity and inclusion. This could include historically black colleges and 
universi�es (HBCUs), schools with significant popula�ons of first-genera�on students, or schools 
known for serving other underrepresented communi�es. This approach ensures a diverse 
candidate pool, which can strengthen the prosecutor's office and beter reflect the community it 
serves. 

 
By expanding the selec�on criteria in this way, we ensure a more inclusive approach to 
recruitment, giving opportuni�es to a broader range of poten�al candidates and strengthening 
the diversity and quality of your applicant pool. 
 
 



 

 

 
Engage with Diverse Student Demographics  
To ensure the widest pool of talent, it’s essen�al to engage with a variety of student 
demographics. This approach goes beyond reaching out to students who are immediately 
interested in prosecu�on and instead focuses on cul�va�ng interest and providing opportuni�es 
for students from different backgrounds. Consider the following strategies: 
 
First-Genera�on Law Students: O�en overlooked, first-genera�on law students bring a unique 
perspec�ve to the legal profession. They could greatly benefit from and contribute to a career in 
prosecu�on. Outreach programs can help familiarize them with the opportuni�es available. 
 
Students with Diverse Academic Interests: Do not limit outreach to those who are pursuing a 
concentra�on in criminal law. Students with other academic interests can also be valuable assets 
to a prosecutor's office. For example, students specializing in technology law can contribute to 
cybercrime units, while those studying family law can support domes�c violence cases. 
 
Underrepresented Minority Students: Reach out to clubs and organiza�ons for 
underrepresented minori�es in law schools. This can help create a diverse applicant pool, which 
in turn contributes to a prosecutor's office that reflects the community it serves.  
 
Students from Various Socioeconomic Backgrounds: A prosecutor's office can benefit from a 
workforce that understands a variety of life experiences. Engage with scholarship programs, 
access ini�a�ves, and clubs that assist students from various socioeconomic backgrounds. 
 
Non-Tradi�onal Students: Non-tradi�onal students, such as those who are older or have had 
prior careers, can bring a wealth of experience and a different perspec�ve to the role of a 
prosecutor.  
 
Targe�ng a wide range of demographics ensures that the recruitment process is fair and 
equitable and allows the prosecutor's office to benefit from a rich variety of experiences and 
perspec�ves. It’s essen�al to engage with these different groups through targeted outreach, 
presenta�ons, and mentorship programs. 

 
B. Understand Market Trends and Job Interests among Law Students: 

 
To atract and retain the best talent, staying informed about current job market trends and the 
interests and expecta�ons of today's law students is crucial. Here are some things to consider: 
 
Social Impact: Today's law students are increasingly interested in roles that posi�vely impact 
society. Showcasing the meaningful work prosecutors do, and how they contribute to jus�ce and 
society, can be a powerful atrac�on. 
 
 



 

 

Diverse Career Interests: While many law students are interested in tradi�onal legal paths, an 
increasing number are exploring unconven�onal routes, such as technology law, environmental 
law, human rights law, and more. Outreach and recruitment efforts should consider and highlight 
the various facets of prosecutorial work that might align with these diverse interests. 
 
Work-Life Balance: Many students entering the job market highly value work-life balance. They 
are atracted to organiza�ons that support flexible work schedules, remote working, and provide 
ample vaca�on �me. Demonstra�ng a commitment to work-life balance can make prosecutorial 
work more appealing. 
 
Technology and Innova�on: Tech-savvy students are interested in how legal workplaces are 
leveraging technology. Highlight the ways your office uses technology in its work, from digital 
evidence management to virtual courtrooms. 
 
Professional Development: Career progression and development opportuni�es are very 
important to today's law students. Highligh�ng the growth and learning opportuni�es within a 
prosecutor's office can help atract ambi�ous students. 
 
Diversity and Inclusion: Law students today are seeking workplaces that are commited to 
diversity and inclusion. Showcasing diversity within your office and your office's commitment to 
fostering an inclusive environment can be a strong selling point. 

 
C. Decide on Key Selling Points of Your Office: 

 
It's essen�al to effec�vely communicate the unique benefits and opportuni�es that come with 
the role of a prosecutor. It's not only about what the student can offer the office but also what 
the office can offer the student. Here are some aspects to consider: 
 
Meaningful Work & Public Service: Emphasize the real impact a prosecutor's work has on the 
community. Highlight how they help ensure jus�ce and safety and uphold the rule of law. Use 
real-life examples to illustrate the tangible difference your office makes. 
 
Variety and Complexity of Work: Prosecu�on offices deal with a wide range of case types, from 
misdemeanors to high-profile felonies. Highlight this variety to appeal to students who seek 
intellectually s�mula�ng and challenging work. 
 
Early Responsibility: Entry-level prosecutors o�en have the chance to manage cases and go to 
trial far earlier than their peers in other areas of law. This can be a strong selling point for 
ambi�ous law students seeking hands-on experience. 
 
Professional Development: Discuss the training programs, mentorship, and learning 
opportuni�es your office offers. Emphasize opportuni�es for advancement within the office and 
how the experience can provide a strong founda�on for any legal career. 
 



 

 

 
Community Involvement: Prosecutors play a key role in community outreach and crime 
preven�on. If your office par�cipates in community programs or ini�a�ves, be sure to highlight 
this aspect. 
 
Work-life Balance: If your office has policies suppor�ng work-life balance, it can be a significant 
advantage in atrac�ng law students seeking this quality. If your office offers flexible work hours, 
telework, or other work-life balance benefits, be sure to promote these points. 
 
Student Loan Forgiveness: High student loan debt is a factor for many law students. The John R. 
Jus�ce (JRJ) Program provides loan repayment assistance for prosecutors who remain employed 
as a prosecutor or public defender for at least three years. Addi�onally, the Public Service Loan 
Forgiveness (PSLF) program offers students with federal student loans to have their debt forgiven 
following a term of government or non-profit service.  
 
By effec�vely showcasing the unique selling points of your office, you can differen�ate yourself 
from other employers and make your office a more atrac�ve proposi�on for talented law 
students. It's essen�al to tailor these selling points to resonate with the specific interests and 
values of the students you're aiming to atract. 

 
2. EVENT LOGISTICS 
 

A. Choose suitable dates, �mes, and loca�ons for the fairs:  
 
Consider the following factors when planning your event: 

• Review academic calendars and key events. 
• Avoid exam periods, holidays, or other significant events that might deter par�cipa�on. 
• Host the fair in easily accessible areas on campus.  

 
Timing within the Academic Year: 
 
Early in the Fall Semester: Career fairs held early in the fall semester can be beneficial as they 
reach law students when they're just star�ng their academic year and beginning to consider 
summer internships, externships, or post-gradua�on opportuni�es. By scheduling the fair early, 
you also avoid the end-of-semester stress and the holiday season.  
 
Early Spring Semester: Another favorable �me could be the early spring semester. By this point, 
1L students are more acclimated to the law school experience and are seriously beginning to 
seek out summer opportuni�es, while 2L and 3L students may be seeking externships or 
permanent posi�ons. 
 
 
 
 



 

 

 
Timing within the Week: 
 
Mid-Week: Tuesdays, Wednesdays, and Thursdays are typically the best days to hold a 
recruitment fair. These days avoid conflicts with students' weekend plans and Monday's return-
to-work catch-up tasks. 

 
Timing within the Day: 
 
Lunch�me: A career fair held over lunch�me (say, 11 AM to 2 PM) can be convenient for many 
students who can drop by in between their classes. Providing light refreshments or lunch can 
also be a draw. 
 
Late A�ernoon/Early Evening: Another op�mal �me could be late a�ernoon to early evening 
(say, 3 PM to 6 PM). Classes are o�en over for the day, but it's not yet late evening when 
students might be less inclined to atend.  

 
B. Coordinate with law schools for availability and access: 

 
Contact the law schools' career services offices well in advance to secure a date, �me, and 
loca�on for the event. Establish a point of contact at each school who can provide necessary 
logis�cal details, access to resources, and event promo�on within the school. 

 
C. Plan the booth setup, including displays and materials: 

 
Design a booth that is visually appealing and invi�ng. Make sure your branding is clear. The 
booth should have: 
 
Promo�onal materials: flyers, brochures, business cards, and possibly branded giveaways like 
pens, mugs, or other items. 
 
Visual displays: Banners or posters with engaging visuals and key informa�on about your office. 
 
Mul�media: If feasible, include a laptop or screen displaying a short video or slideshow about 
your office. 
 
Applica�on materials: Copies of job descrip�ons, qualifica�on summaries, and applica�on 
processes. 

 
Ensure that there is enough space for atendees to comfortably engage with the recruiters and 
materials at your booth. 
 
 

 



 

 

3. MARKETING AND PROMOTION 
 

A. Develop Promo�onal Materials 
 
Ensure your promo�onal materials reflect your office's values and effec�vely communicate the 
opportuni�es you offer. These materials may include: 

 
Brochures/Flyers: Highlight job descrip�ons, work environment, and benefits, while 
emphasizing the societal impact your office has. Include tes�monials or success stories from past 
or present prosecutors to provide a personal touch. 
 
Social Media Posts: Develop shareable posts for pla�orms where law students are ac�ve, such 
as LinkedIn, Instagram, Twiter, or Facebook. Each post should inform students about the 
recruitment fair and why they should consider your office. 
 
Emails & Newsleters: Personalized emails can be a great way to reach out to prospec�ve 
candidates. Where possible, send these to individual students, or use mailing lists provided by 
law schools. Encourage law school career centers to include your event in their newsleters. 

 
Sample promotional messaging templates are available in the resources section of this toolkit.  

 
B. Reach out to Law School Career Centers 

 
Forming strong rela�onships with career centers can help to expand your reach. Share 
promo�onal materials with them, ask them to promote your event, and even consider offering 
presenta�ons to them about your office and its offerings.  

 
C. Leverage Alumni Networks 

 
U�lize your office's alumni to serve as ambassadors, promote the recruitment fair, and provide 
valuable insights about current students' employment expecta�ons. They provide a personal 
connec�on between your office and poten�al candidates and can contribute to the credibility 
and appeal of your office. Here's how you can leverage your alumni network: 

 
Ambassadors: Alumni can act as ambassadors for your office. As people who have firsthand 
experience working in your office, they can speak authen�cally about the work environment, 
culture, and opportuni�es, providing a valuable perspec�ve to prospec�ve applicants. 
 
Promo�ng the Recruitment Fair: Request your alumni to promote your recruitment fair among 
their networks, both formally and informally. They can share details of the event through their 
social media and emails. Personal endorsements like these can carry significant weight and can 
help atract high-quality candidates. 
 



 

 

Insight into Current Trends: Your newest atorneys can provide insights into the latest trends 
among law students, including what they're looking for in a job, what their concerns are, what 
ques�ons they may have, and more. This informa�on can be instrumental in shaping your 
recruitment strategy and ensuring it resonates with your target audience. 
 
Hos�ng or Par�cipa�ng in Events: Alumni can host or par�cipate in pre-recruitment events like 
informa�on sessions, panel discussions, or workshops. These events provide opportuni�es for 
prospec�ve applicants to engage with someone who has successfully navigated the path they're 
considering and can provide real-world insights into the role. 
 
Mentoring Prospec�ve Candidates: Alumni can act as mentors to interested candidates, 
answering ques�ons, providing guidance, and sharing their experiences. This kind of one-on-one 
interac�on can be very persuasive in atrac�ng applicants. 
 
Alumni Tes�monials: Gather tes�monials from your alumni discussing their experiences at your 
office and how it benefited their careers. These tes�monials can be used in promo�onal 
materials, social media posts, or even during the recruitment fair. 

 
D. Organize Panel Discussions: 

 
Hos�ng a panel discussion prior to the recruitment fair could be an effec�ve promo�onal tool. 
Invi�ng alumni or current prosecutors to talk about their experiences can make the work more 
relatable and en�cing to poten�al candidates. A panel discussion guide is available in the 
resources sec�on of this toolkit.  

 
Panel Selec�on: Choose panelists who can offer diverse and comprehensive insights into your 
office. This could include: 
 

• Current Prosecutors: They can provide firsthand experience of the work, the challenges 
and rewards, and the opportuni�es for professional growth. 

 
• Office Alumni: Alumni who have advanced in their careers can speak to the value of 

their experience at your office, the skills they developed, and how it helped them in 
their career trajectory. 

 
• Support Staff or Supervisors: They can provide perspec�ves on the work environment, 

office culture, mentoring, and professional development opportuni�es. 
 

• Former Interns or Externs: They can share their experiences, insights, and takeaways 
from their �me at your office, which can be relatable to the students. 

 
 

 
 



 

 

 
Topics to Discuss: The discussion should cover topics that give students a well-rounded 
understanding of your office and the prosecutor’s role. Consider discussing: 
 

• The Role and Impact: Describe the day-to-day tasks of a prosecutor, the courtroom 
experiences, the case variety, and how the role impacts the community. 
 

• Office Culture: Discuss the work environment, mentorship programs, diversity ini�a�ves, 
work-life balance, and other aspects that contribute to a posi�ve and produc�ve office 
culture. 

 
• Career Development: Discuss the training programs, learning opportuni�es, poten�al 

career paths, and growth opportuni�es within your office. 
 

• Personal Experiences and Anecdotes: Encourage panelists to share personal stories and 
experiences. This helps to humanize the office and makes the discussion more engaging. 
 

Format: A moderator-led panel discussion where the moderator poses ques�ons to the panelists 
could work well. Be sure to include a Q&A session, allowing students to ask their ques�ons. This 
interac�on can be crucial in addressing student concerns and dispelling any misconcep�ons they 
may have. 
 
Promo�on: Promote the panel discussion in advance through emails, social media, flyers, and 
the career centers of the law schools you're targe�ng. Make sure students are aware of the 
opportunity to learn directly from professionals in the field. 
 
Follow-up: A�er the panel discussion, consider sending out a follow-up email to atendees, 
thanking them for their �me, providing any referenced resources, and reminding them about the 
upcoming recruitment fair. This helps maintain engagement with poten�al applicants and 
reinforces your office's commitment to open dialogue and transparency. 

 
Organizing a panel discussion as part of your recruitment strategy can provide a more nuanced, 
engaging, and personal introduc�on to your office, helping you stand out to poten�al applicants. 

 
E. Partnerships with Law Socie�es and Student Groups 

 
Law socie�es and student groups are o�en influen�al within their respec�ve law schools. They 
can provide a channel to engage with a significant por�on of your target audience. By forming 
partnerships with these groups, you can amplify your recruitment efforts and align with the 
interests and values of poten�al candidates. 

 
Law Review/Journals: Most law schools have student-run law review journals. As they involve 
students deeply interested in the law and are o�en well-respected, they make excellent partners 
for promo�onal events. 



 

 

 
Moot Court/Mock Trial Teams: Students who par�cipate in moot court or mock trial teams are 
o�en interested in li�ga�on and have demonstrated their commitment through extracurricular 
ac�vi�es. Partnership with these groups can help you reach poten�al candidates with a 
demonstrated interest in the type of work a prosecutor's office does. 
 
Student Bar Associa�on (SBA): The SBA is a student-run organiza�on present in most law 
schools, represen�ng the interests of law students. Collabora�ng with the SBA can provide your 
office with broad exposure to the student body. 
 
Public Interest/Criminal Law Socie�es: Many law schools have student groups focused on public 
interest law or criminal law. These students may be par�cularly interested in a prosecutor's role 
and can serve as a direct line to a highly relevant audience. 
 
Affinity Groups: Groups like the Black Law Students Associa�on (BLSA), La�nx Law Students 
Associa�on (LaLSA), Asian Pacific American Law Students Associa�on (APALSA), OUTLaw 
(LGBTQ+ law student organiza�on), and Women's Law Associa�on can be beneficial in reaching 
diverse demographic groups within the law school community. 
 
How to Partner with These Groups: 
 
Event Sponsorship/Co-hos�ng: Sponsor or co-host events such as panel discussions, informa�on 
sessions, or workshops with these groups. The event can provide students with valuable insights 
while also promo�ng your office and the upcoming recruitment fair. 
 
Guest Speakers: Offer to have members from your office serve as guest speakers at group 
mee�ngs, providing insights into the life and work of a prosecutor.  
 
Promo�on: Ask these groups to promote your recruitment fair among their members and in 
their newsleters or social media channels. In return, offer to promote their events or ini�a�ves. 
 
Joint Workshops or Training Sessions: Consider conduc�ng workshops or training sessions in 
collabora�on with these groups. These could be on topics like courtroom e�quete, legal 
research, or trial prepara�on. 
 
Mentorship Programs: Develop a mentorship program where students from these groups can be 
mentored by atorneys from your office. This provides valuable professional development for the 
students and promotes your office as a suppor�ve and engaging workplace. 
 
Remember, the key to successful partnerships with law socie�es and student groups is to ensure 
that the rela�onship is mutually beneficial. Aim to contribute to their objec�ves and support 
their members while promo�ng your office and its opportuni�es. 
 

 



 

 

F. Use Digital Adver�sing 
 
Consider using paid adver�sing on social media pla�orms or law industry-specific online 
pla�orms to reach a wider audience. Be sure to target these ads to law students in the 
geographical areas of interest. 

 
All these efforts are aimed at maximizing the visibility of your event and atrac�ng the most 
suitable and interested candidates. Remember, your promo�onal efforts are not just to inform, 
but also to build an appealing image of your prosecutor's office that resonates with poten�al 
applicants. 
 

 
4. MATERIAL PREPARATION  
 

Crea�ng engaging and informa�ve materials is a crucial step in atrac�ng poten�al applicants. 
These materials should be designed to provide clear and concise informa�on about your office, 
the roles available, and the applica�on process, while also pain�ng an atrac�ve picture of your 
office culture and the meaningful work that you do. Below are steps you can follow to prepare 
these materials effec�vely. 

 
A. Include Job Descrip�ons and Qualifica�on Summaries: 

 
Clearly outline the roles, responsibili�es, and qualifica�ons of each job opportunity. Each job 
descrip�on should include the �tle, a summary of the posi�on, and day-to-day tasks and 
responsibili�es. Include the benefits of working in the posi�on, such as the opportunity to gain 
courtroom experience, contribute to public service, and work in a dynamic and exci�ng 
environment. The qualifica�on summaries should highlight the key qualifica�ons required for 
the role in a condensed, easy-to-read format. These can act as a quick reference for poten�al 
applicants at the recruitment fair. 
 
Applica�on Guide: Consider crea�ng a guide detailing the applica�on process and �melines to 
make it easier for interested candidates. This guide should outline the steps applicants need to 
take to apply, such as online applica�on, submission of certain documents (like a resume, cover 
leter, references, or transcripts), any tests or interviews, and more. Also include a sample of the 
�meline for the applica�on process, including any important deadlines. 

 
B. Showcase Office Culture and Impact: 

 
Prepare materials that showcase the culture of your office and the impact of your work. This can 
help poten�al applicants envision themselves in your office and understand the meaningful 
contribu�ons they can make. These materials can include: 

 
Tes�monials from current or former employees discussing their experiences in your office and 
how it's helped their career. 



 

 

Success Stories from your office, such as significant cases you've prosecuted or ini�a�ves you've 
undertaken. 
 
Professional Development including any training, mentorship, or professional development 
opportuni�es your office offers. 
 
Unique or Special Benefits including work-life balance policies your office may provide. 

 
C. Interac�ve Content: 

 
Prepare videos or interac�ve presenta�ons that provide a vivid snapshot of your office's work. 
These could include day-in-the-life videos, case studies, or virtual office tours. If you don’t have 
in-house video capabili�es, consider using NDAA’s professionally produced videos. Links are 
available in the resource sec�on of this toolkit.  

 
Remember, all materials should be professionally designed and consistent with your office's 
branding. They should be easy to read and visually engaging. Consider ge�ng these materials 
reviewed by someone who fits your target demographic to ensure they're appealing and easy to 
understand. 

 
5. TEAM TRAINING 
 

A. Job and Office Details: 
 
Ensure your recruitment team is well-versed in the specifics of the jobs you're offering, the 
dynamics of your office, and the profile of your ideal candidate. They should be able to answer 
detailed ques�ons from candidates and advocate effec�vely for your office. 

 
B. Effec�ve Communica�on and Persuasion: 

 
Train your recruiters in persuasive communica�on. They should be adept at selling the benefits 
of working for your office, responding to concerns or objec�ons, and making a posi�ve 
impression on poten�al candidates. This could involve training in ac�ve listening, empathe�c 
communica�on, and persuasive speaking. 
 
 
 
 
 
 
 
 
 
 



 

 

 
III. DURING THE RECRUITMENT FAIR  

 
 

1. BOOTH MANAGEMENT 
 

A well-managed booth can be invi�ng and approachable for poten�al applicants, making them 
more likely to engage. 

 
Booth Appearance: Ensure the booth remains �dy and atrac�ve throughout the event. Make 
sure your booth is not too crowded or clutered.  
 
Displaying Materials: Promo�onal materials should be prominently displayed and easily 
accessible to atendees. These can include brochures, job descrip�ons, and applica�on guides. If 
possible, set up a screen displaying your video or interac�ve content. Make sure all materials are 
well-stocked and replenish them as needed. 
 
Staffing: Your booth should be adequately staffed at all �mes. Staff members should be easily 
iden�fiable, whether through name tags, matching a�re, or some other method. They should 
be ready to engage with atendees, answer ques�ons, and manage any booth ac�vi�es. 

 
2. ENGAGING POTENTIAL APPLICANTS 

 
The way you engage with poten�al applicants can greatly influence their percep�on of your 
office and their interest in the roles you're offering. 

 
Explaining the Roles: When speaking with poten�al applicants, clearly explain the benefits and 
challenges of the job, the culture of the office, and the impact they can make. Be honest and 
realis�c, as this can help ensure applicants have accurate expecta�ons. 
 
Making a Personal Connec�on: Try to make a personal connec�on with each atendee you 
speak with. Show genuine interest in their experiences and career aspira�ons. Ask about their 
studies, interests, and why they're considering a career in prosecu�on. Collect their contact 
informa�on for follow-up communica�on. 
 
Answering Ques�ons: Encourage atendees to ask ques�ons and answer them honestly and 
thoroughly. If you don't know the answer to a ques�on, make a note of it and promise to follow 
up later. This demonstrates respect for the atendee's ques�on and your commitment to 
providing accurate informa�on. 
 
 
 
 
 



 

 

 
3. ON-THE-SPOT INTERVIEWS 

 
Conduc�ng on-the-spot interviews can give you immediate insight into poten�al candidates and 
increase the efficiency of your recruitment process. 

 
Dedicated Interview Staff: Have one or more staff members dedicated to conduc�ng these 
interviews. These should be individuals with good judgment and an in-depth understanding of 
the roles you're recrui�ng for. 
 
Standardized Ques�ons: Use a standardized set of ques�ons to assess candidates. This can help 
ensure fairness and consistency. These ques�ons can cover the candidate's knowledge, skills, 
mo�va�ons, and cultural fit.  
 
Record Keeping: Keep records of each interview. Note down the candidate's name, contact 
informa�on, and key takeaways from the interview. This can be helpful for follow-up 
communica�on and assessments. 

 
4. NETWORKING 

 
The recruitment fair is not only a chance to meet poten�al applicants but also an opportunity to 
network with other recruiters, law school staff, and professors. 

 
Networking with Other Recruiters: Engage with recruiters from other offices. This can give you 
insight into market trends, compe��on, and poten�al partnerships. It's also a chance to learn 
from the recruitment strategies of other organiza�ons. 
 
Networking with Law School Staff and Professors: Establish or strengthen rela�onships with law 
school staff, par�cularly those from the career services office. They can provide valuable insights 
into the student body and might be able to connect you with poten�al applicants in the future. 
Professors can be valuable contacts as well, as they can refer high-performing students and 
provide insights into student trends. 

 
By approaching each element of the recruitment fair with careful planning and though�ul 
engagement, you can maximize your chances of atrac�ng high-quality applicants who are a 
good fit for your office. 
 
 
 
 
 
 
 
 



 

 

 
IV. POST-RECRUITMENT FAIR FOLLOW-UP 
 

1. FOLLOW-UP COMMUNICATION 
 

Following up promptly a�er the event can leave a posi�ve impression on poten�al candidates 
and increase your chances of successful recruitment. 

 
Thank You Emails: Send out thank you emails to atendees who visited your booth. Express 
apprecia�on for their interest and �me and provide any addi�onal informa�on that might be 
relevant to them. 
 
More Informa�on for Promising Candidates: For promising candidates that you iden�fied 
during the fair, send personalized emails providing more details about the roles they were 
interested in and outlining the next steps in the applica�on process. Encourage them to reach 
out with any further ques�ons. 
 

 
2. INTERVIEWS 

 
The interview process is crucial for assessing candidates more thoroughly and determining their 
fit for your office. 
 
Schedule Interviews: Contact shortlisted candidates to schedule formal interviews. Make sure 
the communica�on is clear regarding the �me, place (or virtual pla�orm), format of the 
interview, par�cipants in the interview, and any prepara�ons they need to make. 
 
Background Checks: Consistent with internal policies and state law, conduct thorough 
background checks on candidates who progress to this stage. This can include checking 
references, verifying qualifica�ons, and running criminal background checks if necessary. 
 

 
3. DATA ANALYSIS 

 
Analyzing data from the recruitment fair can help you gauge its success and iden�fy areas for 
improvement. 

 
Analyze Engagement and Interest: Collect and analyze data on how many people visited your 
booth, how many promo�onal materials were taken, and how many people signed up for more 
informa�on. Also, collect feedback from atendees, if possible, about their experience and their 
percep�on of your office. 
 
 



 

 

Assess the Quality of Applicants: Examine the quality of applicants and how many successful 
hires came from the fair. This can help you determine the effec�veness of the recruitment fair as 
a hiring source. 
 
 

4. CONTINUED ENGAGEMENT 
 
Maintaining engagement with poten�al candidates can keep your office at the top of their minds 
and foster long-term rela�onships. 

 
Regular Updates: Keep candidates in the loop about your office, any upcoming opportuni�es, 
and the work you're doing. This could be through regular newsleters, social media updates, or 
periodic emails. 
 
Rela�onships with Non-Selected Candidates: Even if a candidate wasn't selected this �me, they 
might be a good fit for future opportuni�es. Foster these rela�onships by providing construc�ve 
feedback, invi�ng them to future events, or providing resources that might be beneficial for their 
career development. 
 
 

5. PARTNERSHIPS AND RELATIONSHIP MANAGEMENT 
 
Maintaining rela�onships with law schools and establishing partnerships can facilitate future 
recruitment efforts. 

 
Rela�onships with Law Schools: Keep in touch with the law schools where the fair was held. 
Express apprecia�on for their support, provide feedback about the event, and express interest in 
future recruitment events. 
 
Partnerships with Law Facul�es and Socie�es: Establish partnerships with law facul�es and 
socie�es for regular engagement. This could include offering guest lectures, sponsoring events, 
or providing resources. These partnerships can keep your office visible and atrac�ve to poten�al 
candidates. 

 
By taking a proac�ve and though�ul approach to the post-fair follow-up, you can improve your 
chances of securing high-quality candidates and making the most of the rela�onships and data 
acquired through the recruitment fair. 

 
 
 
 
 
 
 



 

 

 
 
V. RESOURCES 
 

1. THE ROLE OF THE PROSECUTOR VIDEO 
 

The Role of the Prosecutor video, produced by NDAA in partnership with the Karpel Founda�on 
and the San Diego District Atorney’s Office, can be used to promote the recruitment fair on 
social media. This is also a great way to provide interac�ve content at your booth.  
 

 
 

2. SOCIAL MEDIA MESSAGING 
 

Word Version | PDF Version 
 

  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 

https://www.youtube.com/watch?v=r_ZdbJVpeJQ
https://ndaa.org/wp-content/uploads/Career-Fair-Social-Media-Messages.docx
https://ndaa.org/wp-content/uploads/Career-Fair-Social-Media-Messages.pdf


 

 

3. NEWSLETTERS & EMAIL MESSAGING  
 
Word Version | PDF Version 
 

  
 

4. PANEL DISCUSSION GUIDE TEMPLATE 
 

Word Version | PDF Version  
 

 
 

https://ndaa.org/wp-content/uploads/Career-Fair-Newsletter-Messaging.docx
https://ndaa.org/wp-content/uploads/Career-Fair-Newsletter-Messaging_.pdf
https://ndaa.org/wp-content/uploads/Career-Fair-Panel-Discussion-Guide.docx
https://ndaa.org/wp-content/uploads/Career-Fair-Panel-Discussion-Guide.pdf


 

 

5. PRESS RELEASE TEMPLATE 
 

Word Version | PDF Version  
 

 
 

6. RECRUITMENT FAIR PREPARATION AND EXECUTION CHECKLIST 
 

Word Version | PDF Version  
 

 

https://ndaa.org/wp-content/uploads/Career-Fair-Press-Release-Example.docx
https://ndaa.org/wp-content/uploads/Career-Fair-Press-Release-Example.pdf
https://ndaa.org/wp-content/uploads/Career-Fair-Checklist.docx
https://ndaa.org/wp-content/uploads/Career-Fair-Checklist.pdf

