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I. IntroducƟon
The CommiƩee on the Status of Women in the Economics Profession (CSWEP) has served women 
economists by promoƟng their careers and monitoring their progress through the profession since its 
founding as a standing commiƩee of the American Economic AssociaƟon in 1971. CSWEP has been 
involved in a wide range of acƟviƟes: In 1972, CSWEP fielded the first survey of economics departments 
regarding the gender composiƟon of faculty and, since 1993, has surveyed some 250 departments 
annually with findings reported in the American Economic AssociaƟon: Papers & Proceedings and 
reprinted in the CSWEP Annual Report.  

CSWEP organizes mentoring programs that serve several hundred economists annually. These include 
the CeMENT Mentoring Workshops for junior women, which have been shown to improve outcomes in 
randomized control trial studies. CSWEP offers one CeMENT program designed for faculty in PhD-
granƟng insƟtuƟons or research-oriented nonacademic posiƟons and another for faculty in non-PhD-
granƟng insƟtuƟons. At the annual AEA/ASSA MeeƟngs, we host Mentoring Breakfasts and Networking 
RecepƟons, as well as a variety of career development roundtables and panels. We also host career 
development panels and mentoring events at the annual AssociaƟon for Public Policy Analysis & 
Management meeƟng and the four regional economics associaƟon conferences.  We also host a 
graduate mentoring event, serving some 35 students at the Southern Economic AssociaƟon meeƟng. 

CSWEP provides professional opportuniƟes to junior women through compeƟƟve entry paper sessions 
at the Annual AEA/ASSA MeeƟngs and the regional economic associaƟon meeƟngs. CSWEP also 
endeavors to raise awareness of the challenges unique to women's careers in economics and best 
pracƟces for increasing diversity in economics. To recognize and celebrate the accomplishments of 
women, CSWEP awards the Carolyn Shaw Bell Award annually for furthering the status of women in the 
economics profession and the Elaine BenneƩ Prize annually for fundamental contribuƟons to economics 
by a woman within ten years of the Ph.D., adjusted for leaves. 
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CSWEP disseminates informaƟon on women in economics, posts professional opportuniƟes, and 
promotes career development through the CSWEP website and the CSWEP News, which successfully 
moved from 3 annual issues to 4 in 2020. The CSWEP News arƟcles offer valuable career development 
advice for both men and women, and subscripƟons have grown to over 3300 subscribers. Our website 
provides resources for economists seeking to create a more inclusive profession. 

In addiƟon to these regular acƟviƟes, CSWEP is engaged in two major research efforts to improve the 
status of women in the economics profession. First, in collaboraƟon with CEDPEC, CSWEP submiƩed and 
received a mulƟ-year grant from Co-Impact for $995,000 in December 2023. Titled “Improving the 
Climate in Economics,” the grant allows us to embark on several new iniƟaƟves ranging from department 
chair workshops, bystander training, and graduate student workshops to engage in level seƫng, 
providing addiƟonal support to our mid-career workshop, a women in leadership workshop, and creaƟng 
best pracƟce videos. Our first event is the “Best and Worst PracƟces in Economics Departments:  A 
Working Session for Chairs” at the AEA meeƟngs in January 2025. We are excited that over 100 
department chairs have indicated that they plan to aƩend the workshop.  

Second, CSWEP’s partnership with the SSRC on a million-dollar consorƟum, awarded in 2022, conƟnues 
its work. The grant supports research that tests, replicates, and scales intervenƟons designed to increase 
women’s representaƟon in economics and mathemaƟcs. CSWEP organized a panel discussion at the AEA 
meeƟngs in January 2024 on “Working to Change the Climate in Economics.” Anusha Chair presented 
some of the early results from the SSRC-supported intervenƟons to increase women’s parƟcipaƟon in 
economics and to improve the climate. We have organized a session at the 2025 meeƟngs to showcase 
new research coming out of the CSWEP-SSRC consorƟum.  

SecƟon II reports on the administraƟon of CSWEP. SecƟon III describes CSWEP acƟviƟes. Keeping with 
tradiƟon, SecƟon IV of this Annual Report of CSWEP’s acƟviƟes summarizes the 2023 Annual Survey.  The 
CSWEP data is available to individual researchers via ICPSR. Associate Chair Joanne Hsu of the University 
of Michigan directed the 2024 CSWEP Annual Survey, analyzed the results, and authored the report on 
the status of women in the economics profession. Appendix A lists the 2024 Board members. 

II. CSWEP AdministraƟon
A. CSWEP Office

Anusha Chari stepped down as the CSWEP Chair before the end of her three-year term to accept a 
posiƟon as Senior Economist at the Council of Economic Advisers. During her tenure, she insƟtuted 
several new mentoring iniƟaƟves, including fireside chats with economics and finance journal editors 
during the pandemic and a peer-to-peer mentoring program for mid-career economists. Under her 
leadership, CSWEP also engaged in record fundraising efforts, securing a $1 million grant from the Sloan 
FoundaƟon, in collaboraƟon with the Social Sciences Research Council, to establish a Women in 
Economics and MathemaƟcs Research ConsorƟum. In collaboraƟon with CEDPC, Anusha was also 
instrumental in securing the mulƟ-year award from Co-Impact. Anusha has leŌ CSWEP with an ambiƟous 
agenda for expanding its impact on the economic profession, as well as significant resources to tackle 
that agenda to move the work forward.   

Linda Tesar accepted the role of chair of CSWEP in June 2024. Linda is the Alan V. Deardorff Collegiate 
Professor of Economics in the Department of Economics at the University of Michigan and the Senior 
Faculty Advisor to the Dean on Strategic Budgetary Affairs. She is the Co-Director of the InternaƟonal 
Finance and Macroeconomic Program at the NaƟonal Bureau of Economic Research. Professor Tesar is a 
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research affiliate of the Centre for Economic Policy Research, the Asian Bureau of Finance and Economic 
Research, and a member of the G20 Bellagio Group. 

B. CSWEP CommunicaƟons
The success of CSWEP programs in advancing the status of women in economics depends upon our 
ability to communicate broadly and effecƟvely to members of the profession both inside and outside of 
academia. Our primary communicaƟons tools are our subscriber email list, social media accounts, 
website, webinars, and newsleƩers. 

Our subscriber list remains our primary form of communicaƟon. To receive CSWEP communicaƟons, 
members of the profession must send an email to info@cswep.org. We currently have 3,328 subscribers. 
A subset of our subscribers is CSWEP Liaisons. The CSWEP Liaison Network, created in 2014, recruits an 
individual at each insƟtuƟon who is willing to ensure that their department completes our annual survey 
and who is willing to distribute CSWEP newsleƩers, announcements, and professional development 
opportuniƟes to potenƟally interested individuals. We aim to recruit a tenured faculty liaison in every 
economics department, including economics groups in business, public policy, and environmental 
schools. In 2019, we began an effort to establish a CSWEP liaison in every branch of government that 
employs Ph.D. economists and establish a liaison within each of the major foundaƟons that conduct 
economic research. 

We conƟnue to update our professional development resources available on our website. For example, 
we keep a list of conferences, workshops, and events focused on mentoring or professional 
development. We have resources for job seekers, chairs looking to hire diverse talent, etc. This 
organizaƟon of resources can be found at https://www.aeaweb.org/about-aea/committees/cswep/
programs/resources. Our website also archives recordings of our webinar series.  

Our TwiƩer (X) account, https://x.com/AEACSWEP, was launched in 2017, and we have been tweeƟng 
prize announcements, calls for papers, and informaƟon about our board members since then.  Our 
TwiƩer account has been instrumental in building awareness of our webinar series and adverƟsing our 
mentoring opportuniƟes. We also use our TwiƩer account to flag non-CSWEP professional development 
resources of interest to our followers and point our followers to the more extensive resources available on 
our webpage.  Our TwiƩer (X) followers a total of 7,725 as of the Ɵme of this wriƟng. We have also 
established a BlueSky profile, https://bsky.app/profile/aeacswep.bsky.social, in the fall of 2023 to widen 
the CSWEP audience on social media plaƞorms with 1,854 followers year to date. 

III. CSWEP AcƟviƟes in 2024
A. CSWEP and AEA IniƟaƟves on Equity, Diversity, and Professional

Climate
The CSWEP Board conƟnues to support AEA efforts on Equity, Diversity, and Professional Climate. Anna 
Paulson, ExecuƟve Vice President and Director of Research at the Federal Reserve Bank of Chicago serves 
on the commiƩee to design and confer the departmental diversity awards. Former CSWEP Chair 
Chevalier also serves on the AEA's outreach commiƩee. Our board conƟnues to stand ready to assist the 
ExecuƟve CommiƩee and Officers in diversity and inclusion efforts that the AEA may launch, including 
hosƟng a joint panel with CSQIEP at the ASSA meeƟngs on exploring new fronƟers in diversity and 
inclusion. 
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B. Mentoring Programs
1. CeMENT Mentoring Workshops for Faculty in Doctoral and Non-

Doctoral Programs.
Our CeMENT Mentoring workshops are the cornerstones of CSWEP's mentoring efforts. Evidence from a 
randomized controlled trial shows that the workshop is effecƟve in helping junior scholars earn tenure. 

Demand for the CeMENT mentoring workshops remains strong. In keeping with past pracƟce, junior 
faculty submiƩed applicaƟons for the 2024 workshop starƟng July 1, 2023, with a submission deadline of 
August 15, 2023. We received 120 applicaƟons, 76 from those at doctoral-granƟng and research 
insƟtuƟons (“the doctoral workshop”) and 44 from those employed by insƟtuƟons that do not confer a 
doctoral degree (“the non-doctoral workshop”). UlƟmately, 39 mentees parƟcipated in the doctoral and 
30 mentees in the non-doctoral workshop. We are grateful for the 28 mentors (16 doctoral and 12 non-
doctoral) who graciously volunteered to lead workshop sessions and mentor parƟcipants in small groups 
over the two and a half day workshops.  

During CeMENT 2024, both workshops were held at the Federal Reserve Board in Chicago rather than at 
a hotel conference center; not only did parƟcipants appreciate the unique venue, but the Chicago Fed 
also defrayed some of the AEA’s program costs by sponsoring a cocktail event and waiving any venue 
fees. In an effort to expand opportuniƟes for parƟcipants from both workshops to interact, we held joint 
sessions on “Networking,” “Geƫng Published” and the “AEA Ombuds program.” 

During this year’s workshop, a representaƟve from the Ombuds program, Nnena Odim, gave a 
presentaƟon on the Ombuds services over breakfast and was available for an hour aŌer the breakfast to 
meet individually with workshop parƟcipants. The directors appreciate that the AEA funded Ms. Odim’s 
parƟcipaƟon.  This session had the lowest evaluaƟon raƟngs compared to other sessions but sƟll 
provided value to a number of the parƟcipants. 

Doctoral Workshop 

The overall structure of the workshop remained similar to previous years, but with an addiƟonal session. 
The panel discussions focused on: networking, geƫng published, efficient and effecƟve teaching & serve, 
collaboraƟons & the research pipeline, sustaining yourself, and geƫng tenure. The core of the workshop 
is the small group sessions between mentors and mentees, where each mentee receives feedback on 
their current research. Based on our informal and formal feedback, the workshop for faculty at Ph.D. 
granƟng insƟtuƟons was successful. The evaluaƟon raƟngs were similar to last year (5.52 vs. 5.6) (on a 
scale of 1-6 where 1 is "not at all helpful" and 6 is "extremely helpful"). The average mentor raƟng of the 
workshop was 5.55 (vs. 5.9 last year). Among all the sessions, junior parƟcipants rated the "Geƫng 
Tenure" and "Geƫng Published" panels as the most valuable, with the average raƟng of 5.32 and 5.48, 
respecƟvely (vs. 5.34 and 5.31 last year) "Geƫng Published" was co-hosted with the non-doctoral 
program. Below are some of the survey comments: 

All the sessions have been incredibly helpful for my career advancement and research 
development. If I had to choose the most helpful session, it would be the team sessions, which 
provided extremely valuable and construcƟve feedback on my research paper.  

Overall, I had a fantasƟc Ɵme and learned a lot that I don't think I would have otherwise learned 
from PhD advisors or senior colleagues. I will highly recommend this to other junior women! 
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I thought geƫng published and geƫng tenure panels were the most useful! It was helpful to 
hear from people with editorial experience. It was also useful to disƟnguish between tenure in 
the department and tenure in the profession and have that framing be made explicit. 

Non-Doctoral Workshop 

This year’s workshop retained the basic scaffolding of prior successful workshops with sessions 
dedicated to publishing, teaching, networking, the tenure process, goal seƫng, and achieving a work/life 
balance. Small group sessions allowed each parƟcipant to receive detailed feedback on research papers, 
teaching strategies, and tenure planning. Overall, parƟcipants viewed the workshop as "extremely 
helpful," with a mean overall raƟng of 6.3/7 (1 being "not at all helpful" and 7 being "extremely 
helpful"). Perhaps not surprisingly, the sessions focused on “building a professional network” and 
“geƫng published” received the highest overall raƟngs. Many parƟcipants commented, both formally 
and informally, on the strength of the advice and support they received from mentors, as well as the 
value of the networks they formed at the workshop. Below are some quotes from the parƟcipants: 

I appreciate the great effort to put this workshop together and to cover great part of the 
expenses. It has been an amazing experience. 

I sincerely thank everyone that makes this workshop happen. It is really well organized and 
thoughƞul. I benefited so much from this workshop. Thank you! 

The locaƟon was very convenient and the organizaƟon was great. Thank you! 

Overall, this was a transformaƟve experience! I am really grateful to have been part of the 
workshop! 

Thank you. This was one of the best workshops I have ever been to. 

Lori Beaman of Northwestern University will conƟnue her directorship of the doctoral workshop in 2025. 
Jessica Holmes of Middlebury College will direct her final non-doctoral workshop, passing the baton to 
Caitlin Myers of Middlebury College who will take over as director for the non-doctoral program in 
February 2025.   

Pilot on Ɵming of CeMENT 

To accommodate junior faculty with teaching commitments in early January, this year we experimented 
by offering the CeMENT workshops in June rather than January. Interest remained strong and in post-
workshop surveys, parƟcipants expressed a strong preference for the summer opƟon (e.g., although we 
recognize the obvious selecƟon bias, we note that 100% of the parƟcipants in the non-doctoral preferred 
June over January and 72% of the parƟcipants in the doctoral program preferred always summer and an 
addiƟonal 12% preferred alternaƟng between summer and aŌer). Below is a sampling of comments 
related to workshop Ɵming: 

I prefer summer over the Ɵme aŌer January ASSA meeƟng. It would make the meeƟng Ɵme 
(ASSA+CeMENT) long if it occurs right aŌer ASSA. Also, I may have less Ɵme to read/comment on 
others' papers as that period usually could be very busy. 

I think it's much beƩer to have it in the summer. Some insƟtuƟons start the spring semester in 
early January, and some people may be involved in recruiƟng (I was on a search commiƩee this 
January and the interviews were crammed in the two days right before ASSA). This makes for a 
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very busy winter break. I think the quality of the research discussions would suffer a great deal if 
people are busy with other things going into the workshop. 

Summer offers sufficient Ɵme for parƟcipants to prepare for the workshop in advance and digest 
the workshop aŌer it. 

I really appreciated the Ɵming of summer! It felt like a nice moƟvaƟon to keep working on 
research throughout the summer, and I imagine it's easier to devote oneself completely to the 
workshop when it's held in isolaƟon. 

Given the strong interest in a summer workshop offering, we suggest that CSWEP and the AEA explore 
the possibility of alternaƟng between January and June in future years. 

2. Mentoring Breakfast for Junior Economists
CSWEP held an in-person mentoring breakfast for Junior Economists in conjuncƟon with the 2024 
AEA/ASSA meeƟngs in San Antonio, Texas. This event was organized by CSWEP Board Member Ina 
Ganguli of the University of MassachuseƩs Amherst and CommiƩee Coordinator KrisƟne EƩer. 
Approximately 40 junior economists parƟcipated in the breakfast. Sixteen senior mentors staffed topic 
tables on Research, Teaching, Tenure and PromoƟon, Non-Academic Careers, Work/Life Balance, Job 
Market, and Networking. Junior parƟcipants rotated between the tables at 20-minute intervals based on 
their interests and spoke with mentors at the tables. The average raƟng was 4.3 out of 5 in a post-event 
survey of parƟcipants, and 44% of parƟcipants reported having made a meaningful mentor/mentee or 
peer connecƟon. 

3. Networking RecepƟon for Senior Economists
CSWEP held its first-ever recepƟon for women and non-binary senior economists at the 2024 AEA/ASSA 
MeeƟngs in San Antonio, TX.  This event was organized by CSWEP Board Member Kasey Buckles of the 
University of Notre Dame and hosted by the Dallas Federal Reserve Board in San Antonio office.  
IntroducƟon was made by Chiara Scoƫ, Dallas Fed Director of Research and welcome remarks were 
made by Dallas Fed President, Lorie Logan.  Approximately 90 scholars at this career stage gathered for 
conversaƟon, camaraderie, and celebraƟon.  CSWEP thanks Linda Babcock, Leah Boustan, and Amy 
Finkelstein for donaƟng autographed copies of their books for a drawing, which four lucky winners took 
home. 

4. AEA Summer Economics Fellows Program
The AEA Summer Economics Fellows Program began in 2006 with NaƟonal Science FoundaƟon (NSF) 
funding. Designed and administered by a joint AEA-CSMGEP-CSWEP commiƩee, the program aims to 
advance the parƟcipaƟon of women and underrepresented minoriƟes in the economics profession. 
Fellowships are open to all economists who have not been fellows in the past without regard to gender 
or minority status, although the goal of the program, advancing the careers of women and 
underrepresented minoriƟes, will drive the selecƟon process. The applicaƟon provides an opportunity 
for individuals to describe how their parƟcipaƟon will advance the role of women or under-represented 
minoriƟes in economics. Fellowships vary from one insƟtuƟon to the next. In general, senior economists 
mentor the fellows for two months, and fellows, in turn, work on their research and have a valuable 
opportunity to present it. Sponsoring insƟtuƟons include government agencies, think tanks and 
academic insƟtuƟons. Many fellows have reported this experience as a career-changing event.  
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This year saw a smooth transiƟon in leadership from the founding director of the SEFP, Dan Newlon, who 
reƟred in September 2024, to Dr. Kristen Broady. Dr. Broady has embraced the director’s role with 
energy, reaching out to CSMGEP and CSWEP leadership and organizing an informaƟon session for 
potenƟal summer fellows at the ASSA meeƟng in January 2025. Our CommiƩee Coordinator manages 
incoming applicaƟons. The review panel was made up of representaƟves from CSMGEP and CSWEP and 
included Argia Sbordone, Barbara Fraumeni, Gisela Rua, Stephanie Aaronson and Anna Paulson.  

The number of applicaƟons increased from 220 in 2023 to 240 in 2024. Twenty-two fellows were hired, 
including five underrepresented minoriƟes. Given the near record number of applicaƟons, the 
percentage of successful applicaƟons fell to 9%. Twelve insƟtuƟons hired fellows: The Federal Reserve 
Board (6), FRB-Atlanta (2), FRB-New York (2), FRB-Chicago (2), FRB-Minneapolis (1), FRB-Richmond (2), 
FRB-Cleveland (2), FRB-Dallas (1), FRB-Philadelphia (1), FRB-St Louis (1), Equitable Growth FoundaƟon 
(1), and UpJohn InsƟtute (2).  One of the fellows was hired by the FRB-Richmond and the FRB-St Louis.  

Here are some comments from the 2024 Fellows that capture their experience: 

It was a great opportunity as a graduate student to have a chance to engage with the 
economists in the central bank. 12 weeks of the summer were a really valuable Ɵme for me to 
learn from many economists and also to develop my research significantly. I wanted to express 
my graƟtude to the CSWEP commiƩee for this opportunity for women in economics. 

I had a great experience at the Dallas Fed, and I truly value this opportunity. I was able to focus 
on my research and had the chance to engage with economists at the Fed, which helped me 
learn more about job opportuniƟes there and also improve my research. AddiƟonally, I had the 
opportunity to present my work and receive valuable feedback. Overall, I found the program to 
be very beneficial. 

I was a fellow at Equitable Growth during the summer of 2024. Equitable Growth provided a 
collaboraƟve and welcoming environment, making it an excellent place to advance research, 
build networks, and develop professionally. The organizaƟon is incredibly supporƟve and 
commiƩed to the success of its fellows, offering valuable mentorship opportuniƟes.  

For me, the Summer Economic Fellowship Program was a great success, and I am truly grateful 
for this wonderful opportunity! 

5. Workshops for Graduate Students
Darwyyn Deyo, Orgul Ozturk, Alicia Plemmons and Olga Shurchkov organized and hosted the second 
workshop in associaƟon with the Southern Economics AssociaƟon meeƟngs in Washington DC. This 
workshop was held in person on November 22nd, 2024. Organizers divided parƟcipants into small 
groups based on shared research interests and matched them with two mentors. Mentors were 
women/non-binary economists in the early stages of their careers, assistant and associate professors in 
economics and other departments, and those employed outside academia (e.g., research think tanks 
and government posiƟons). AddiƟonally there were 4 outside panelist in aƩendance for a penal on non-
academic Economics careers. 

The workshop focused on various issues, including finding advisors, collaboraƟng and co-authorship, 
finding opportuniƟes to present research and get feedback, networking, navigaƟng service responsibility 
in and out of academia, non-academic careers for Economics PhDs and work-life balance. Organizers 
randomly chose 35 mentees (out of 186 unique applicants).  AƩendance was 100% among the accepted. 
Mentees were divided into groups of 5 by field and were paired with 2 mentors per group. Interest in 
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parƟcipaƟng in this workshop seems high among graduate students; therefore, the workshop organizers 
will seek addiƟonal funds to conƟnue this tradiƟon in the coming years. Last two years Sloan FoundaƟon 
funded porƟon of the workshop; organizers applied for a conƟnuaƟon grant from Sloan FoundaƟon, but 
the proposal was not funded.  Instead, this year’s workshop was funded by CSWEP and Knee Regulatory 
Research Center of University of West Virginia.   Organizers will seek external funding again next year.  

6. SSRC/CSWEP Research ConsorƟum
CSWEP was approached at the end of 2023 by the Social Science Research Council (SSRC) to support the 
rigorous evaluaƟon of cost-effecƟve and scalable intervenƟons designed to increase the presence and 
success of women in economics and mathemaƟcs. The CSWEP-SSRC Women in Economics and 
MathemaƟcs Research ConsorƟum focuses on research that tests, replicates, and scales intervenƟons 
designed to increase women’s representaƟon in economics and mathemaƟcs and works with university, 
disciplinary, and departmental leaders to secure the implementaƟon of effecƟve intervenƟons. We 
parƟcularly encouraged proposals that involve collaboraƟons with implemenƟng partners on college and 
university campuses and replicaƟons of previously evaluated intervenƟons, especially those that 
evaluate scalability and external validity.  

We are pleased to report that the iniƟaƟve is in full swing. ConsorƟum members presented preliminary 
findings at an in-person convening of university leaders from the SSRC’s College and University Fund for 
the Social Sciences, held in November 2024. CSWEP and SSRC will work with funded invesƟgators and 
research teams to ensure the widespread disseminaƟon of findings to university, disciplinary, and 
departmental leaders. ConsorƟum members will also be invited to parƟcipate in CSWEP panels 
organized at AEA conferences and to contribute to other communicaƟon and disseminaƟon iniƟaƟves 
organized by SSRC. Details about the five 2024 ConsorƟum grantees and their projects are available on 
the SSRC website. 

7. Mid-Career Peer-to-Peer (P2P) Program
Led by Kasey Buckles, our Associate Chair and Director of Mentoring, CSWEP established a new program 
for mid-career economists in 2023. The Mid-Career P2P (peer-to-peer) program aims to help mid-career 
economists find community, support, and mentoring. ParƟcipants form small groups of economists at a 
similar career stage or with similar concerns. CSWEP provides a suggested “curriculum” and 
supplemental materials, covering topics like goal seƫng, Ɵme management, planning for promoƟon, and 
managing service. The proposed curriculum consists of five modules, with several alternaƟve modules 
that can be subsƟtuted to meet the group's needs. It has associate professors or equivalent non-
academic or non-tenure-track posiƟons in mind but is easily adaptable for full professors, administrators, 
managers, and others.  

The first set of groups launched in September of 2023, with over 130 people parƟcipaƟng in 28 groups. 
Groups met (typically virtually) 4-6 Ɵmes for 60-90 minutes over a six-month period. The groups were 
self-direcƟng, with support as needed from CSWEP. To view the suggested curriculum, visit the CSWEP 
website. In a survey at the conclusion of the program in the spring of 2024, 87% of respondents said they 
valued the peer mentorship they received from their group, and the same number said they would 
recommend the program to a friend.  

The Co-Impact grant that CSWEP and CEDPC received includes funds to conƟnue and expand the P2P 
program. We are working to develop a website to host the materials and to add new modules to the 
suggested curriculum. CSWEP will open enrollment for a new cohort of P2P parƟcipants in late 
2024/early 2025, and the new cohort will launch in 2025. 
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C. Awards
Each year, CSWEP accepts nominaƟons and selects individuals for two major awards. 

1. Carolyn Shaw Bell Award
Named aŌer the first chair of CSWEP, the Carolyn Shaw Bell Award was created as part of the 25th 
Anniversary celebraƟon of the founding of CSWEP. The award has been given annually since 1998 to an 
individual who has furthered the status of women in the economics profession through example, 
achievements, increasing our understanding of how women can advance in the economics profession, or 
mentoring others.  

Sandra E. Black, Professor of Economics and InternaƟonal and Public Affairs at Columbia University, is the 
2024 Carolyn Shaw Bell Award recipient. Over her exemplary career, Dr. Black has provided vital support 
for women in economics at every stage, from undergraduate to tenured professor, while advancing a 
highly influenƟal research agenda. She has contributed as an editor of leading journals, she founded the 
NBER program on economic mobility, and she served as a Member on the President’s Council of 
Economic Advisers. Dr. Black has a significant record of service to the profession, including serving on the 
ExecuƟve CommiƩees of the AEA and the Society of Labor Economists, the AEA's Standing CommiƩee on 
Equity, Diversity, and Professional Conduct, and the Board of CSWEP. Her research, mentorship, and 
leadership conƟnue to create lasƟng, posiƟve impacts on the status of women in the economics 
profession. 

Dr. Black earned her BA in Economics with Honors from the University of California, Berkeley, and her 
Ph.D. in Economics from Harvard University. She is a leading scholar in labor economics, with regularly-
cited academic arƟcles on topics including the economics of educaƟon, discriminaƟon, intergeneraƟonal 
mobility, and women’s educaƟonal and labor market outcomes. Dr. Black’s contribuƟons to the field have 
been widely recognized, including her elecƟon as a Fellow of the Society of Labor Economists and a 
Fellow of the Econometric Society. Her research conƟnues to impact academic thought and public policy. 

Dr. Black is widely celebrated for her work as an advisor and mentor. She founded a weekly PhD student 
research group at both UT-AusƟn and at Columbia University - where it is affecƟonately known as “Sandy 
Lab.” Through these lab meeƟngs, Dr. Black has fostered a collaboraƟve environment where students not 
only benefit from her mentorship, but also from each other's support and guidance. As a mentor, Dr. 
Black is deeply commiƩed to supporƟng female economists and underrepresented students. She has 
been instrumental in encouraging young women to pursue advanced degrees in economics and in 
guiding them through Ph.D. admissions or academic challenges. Her mentorship extends internaƟonally, 
where she has helped female graduate students navigate the job market and guided junior faculty 
throughout their career trajectories. Dr. Black’s nominaƟon materials included accounts from over 70 
different economists ciƟng examples of her kindness and generosity with her Ɵme and wise advice. 

2. Elaine BenneƩ Research Prize
CSWEP awards the Elaine BenneƩ Research Prize to recognize, support, and encourage outstanding 
contribuƟons by young women in economics. Established in 1998, the Elaine BenneƩ Research Prize is 
now awarded annually to recognize and honor outstanding research in any field of economics by a 
woman at most ten years beyond her Ph.D. (adjusted for family responsibiliƟes). 

Maryam Farboodi, the Jon D. Gruber Career Development Associate Professor and an Associate 
Professor of Finance at the MIT Sloan School of Management is the recipient of the 2024 Elaine BenneƩ 
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Research Prize. Established in 1998, the Elaine BenneƩ Research Prize recognizes and honors 
outstanding research in any field of economics.  

Professor Farboodi is an applied theorist whose research focuses on the economics of big data with 
applicaƟons to finance and macroeconomics. She has developed methodologies to esƟmate the value of 
data. In addiƟon, Professor Farboodi studies intermediaƟon and network formaƟon among financial 
insƟtuƟons, and the spillovers to the real economy. She is also interested in how informaƟon fricƟons 
shape local and global economic cycles. Most recently, her research has also focused on understanding 
the covid-19 pandemic and associated policies. In her work, Professor Farboodi idenƟfies the key 
quesƟons of our Ɵmes and provides conceptual frameworks to address them. 

Professor Farboodi received her Ph.D. in Financial Economics joint between the Department of 
Economics and the Booth School of Business at the University of Chicago in 2014. Among her many 
honors are receiving the 2024 Sloan Research Fellowship from the Alfred P. Sloan FoundaƟon and 
winning the 2019 Young Researcher Award from the SCOR-PSE Chair on Macroeconomic Risk. She is a 
Research Fellow at the NaƟonal Bureau of Economic Research and at the Center for Economic and Policy 
Research. 

D. CSWEP’s Presence at the Annual AssociaƟon MeeƟngs and
Regional Economic AssociaƟon MeeƟngs
1. The 2024 American Economic AssociaƟon MeeƟng

In addiƟon to mentoring acƟviƟes, presentaƟon of the Annual Report, and the presentaƟon of awards, 
CSWEP sponsored seven compeƟƟve-entry paper sessions at the 2024 AEA/ASSA MeeƟngs in San 
Antonio. Nina Banks of Bucknell University, Orgul Ozturk of the University of Southern California, and 
Gina Pieters of the University of Chicago, Yana Rodgers of Rutgers University organized three sessions on 
the economics of gender, including one on gender in the economics profession. Kasey Buckles of Notre 
Dame organized one session on health economics. Stephanie Aaronson, Eva Janssens, CrisƟna Fuentes-
Abero of the Federal Reserve Board and Board of Governors of the Federal Reserve System, and Corina 
Boar of New York University organized two sessions on macroeconomics.  

The submission process for these sessions conƟnues to be highly compeƟƟve. There were 95 abstract 
submissions for the 2024 sessions. Women consistently report that these sessions, which put their 
research before a broad audience, are professionally valuable.  

The review commiƩees selected eight papers for publicaƟon in two pseudo-sessions in the AEA: P&P. To 
be considered for these sessions, papers must have at least one junior author, and in non-gender-related 
sessions, at least one author must be a junior woman.  

2. Five 2024 Regional Economic AssociaƟon MeeƟngs
CSWEP maintains a strong presence at all five Regional Economic AssociaƟon MeeƟngs. Our pracƟce is to 
host a networking breakfast or lunch, paper sessions, and career development panels at the regional 
meeƟngs. These events are typically well-aƩended by people of all genders and provide an informal 
opportunity for CSWEP representaƟves and senior women to network and mentor one-on-one. We are 
grateful to the regional representaƟves who organized and hosted CSWEP's presence at the regionals. 

The 50th Annual Eastern Economic AssociaƟon (EEA) Conference was held from February 29 – March 
03, 2024, at Boston Sheraton. Our outgoing EEA RepresentaƟve, Yana van der Meulen Rodgers, and the 
incoming representaƟve, Olga Shurchkov, represented CSWEP at the sessions. This year we had an even 
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bigger surge of high-quality applicaƟons compared to last year, and we hosted fiŌeen paper sessions and 
one panel on contemplaƟve pedagogies in economics. Sessions were very well-aƩended. In addiƟon, 
CSWEP held our tradiƟonal networking breakfast and a happy hour networking recepƟon at the Boston 
Federal Reserve Bank. President Susan Collins was in aƩendance and welcomed everyone with brief 
remarks. Both of these special events were very popular, and the feedback has been posiƟve. 

CSWEP hosted two panels and a networking luncheon during the 88th Annual Midwestern Economic 
AssociaƟon MeeƟngs held in Chicago in March 2024. The first panel focused on advice for job seekers 
led by KrisƟn Butcher from the Chicago Fed, Elisa Jácome from Northwestern, Marianne Johnson from 
the University of Wisconsin Oshkosh, and then Jennifer Rushlow from Illinois Wesleyan University. The 
second panel addressed career challenges and opportuniƟes, led by Ling Ling Ang from NERA ConsulƟng, 
Tannista Banerjee from Auburn University, Marta Lachowska from Upjohn InsƟtute, and Alison WaƩs 
from Southern Illinois University. Each panelist talked on different topics related to their panel's focus, 
followed by Q&A sessions. The panels maintained a gender balance and the aƩendees were acƟve with 
their thoughƞul quesƟons and immediate feedback. Most of the panelists joined the luncheon, allowing 
a good opportunity for junior women and some PhD students to network and engage over the luncheon. 
Overall, aƩendance was strong in all events, and we received posiƟve feedback from the aƩendees. 
CSWEP (with CSMGEP) is geƫng ready to host two panels and a networking luncheon during the 89th 
Annual MEA MeeƟngs to be held in Kansas City in March 2025. 

For the Western Economic AssociaƟon InternaƟonal Annual Conference (June 29-July 3, 2024), Francisca 
Antman (CSWEP Board Western RepresentaƟve) organized four in-person paper sessions on the 
following topics: Gender Differences in the Labor Market and EducaƟonal Seƫngs; Gender InequaliƟes in 
Health and Labor Outcomes; Gender, History, and Macroeconomy; Gender and Development. These 
sessions offered researchers an opportunity to present their work, meet and build networks with other 
researchers, and get valuable feedback on their research. 

In addiƟon, Antman organized the CSMGEP/CSWEP Networking Breakfast, which was co-sponsored by 
CSMGEP and CSWEP. The event was hosted by Antman, who was also Co-Director of the AEA Mentoring 
Program at the Ɵme. About 70 people aƩended this networking event to learn more about CSMGEP, 
CSWEP, and AEAMP and form connecƟons. 

In mid-October, DCSWEP co-sponsored with the Society of Government Economists (SGE) a Zoom 
mentoring event on jobs outside of academia geared toward graduate students looking ahead to the job 
market. DCSWEP representaƟve Sarah Reber moderated, and we had four panelists: Jess Grana, MITRE; 
Julie Percival, Bureau of Labor StaƟsƟcs; Gloria Sheu, Federal Reserve Board; ScoƩ Wentland, Economic 
Analysis. DCSWEP organized two panels for the APPAM research conference, which was held in 
November in the Washington, DC area: “K12 EducaƟon Policy” and “The Causes and Consequences of 
ImmigraƟon”. The panels included a good mix of graduate students, recent graduates, and more 
seasoned economists. 

The Southern Economics AssociaƟon MeeƟng was held in Washington DC this November. Southern 
representaƟve Orgul Ozturk co-organized a mentoring session for graduate students the day before the 
meeƟng. Orgul Ozturk also co-organized 6 research sessions (two on demography, two on educaƟon one 
on health, and one on food insecurity and the SNAP program). In addiƟon, CSWEP hosted a breakfast 
hospitality room, a lunch Ɵme mentoring event and a social hour to facilitate networking among women 
in the profession. The events at the Southern Economics AssociaƟon were well aƩended, and all received 
posiƟve feedback from those in aƩendance. 
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E. CSWEP News: 2024 Focus and Features
Gina Pieters completed her second year as Oversight Editor. CSWEP published four newsleƩer issues in 
2024 with help from Leda Black's graphic design experƟse. 

The year's first issue contains the CSWEP annual report and the 2023 Report on the Status of Women in 
the Economic Profession. The remaining three issues of the year each feature a Focus secƟon of arƟcles 
with a theme chosen and introduced by a guest editor who solicits the featured arƟcles, exploring 
current issues and provided professional development resources. The quality of these Focus arƟcles is 
consistently high, with many proving to be enduring career resources. The CSWEP Board extends our 
thanks to the authors and other contributors. 

Issue 2: Why Are Women Leaving? 

This issue’s Focus examined why women leave academia in their mid-career aŌer receiving tenure. Anna 
Paulson and Ina Ganguli, both at-large CSWEP board members, brought together a fantasƟc set of 
arƟcles on this topic. It opened powerfully with perspecƟves from 20 women who leŌ or were seriously 
considering leaving their tenured roles. It provided research on women's reasons for leaving, why those 
reasons resembled or differed from those of men making the same decision, and how it differs across 
subfields. NoƟng the importance of networks, the issue also included resources to help mid-career 
women network. 

Issue 3: Focus on Post-Pandemic Job Market in Economics 

The pandemic created permanent changes in the economic job market, documented in the staƟsƟcs 
from the AEA CommiƩee on the Job Market in the leading arƟcle of this issue. Orgul Ozturk, the 
Southern RepresentaƟve on the CSWEP Board assembled contribuƟons for both sides of the market, job 
seekers and search chairs, highlighƟng what has changed in the past five years, what hasn't, and 
providing a variety of resources from podcasts to wriƩen pieces. We also include advice for those 
interested in the rapidly growing non-tenure-track side of the job market.  

Issue 4: Focus on Journal Editors as Gatekeepers 

The final issue of the year was craŌed by Rohan Williamson, an at-large member of the CSWEP board. 
This issue opened with a historical perspecƟve of the rise of journals in economics: who got to be 
editors, who got to publish, and what value it held. It then transiƟons to interviews with two current and 
prominent editors of leading journals who provide their guidance to researchers on the changing 
research and journal landscape, their views on journal editors' role in the current environment, and how 
gender may have impacted their experiences 

CSWEP wishes to extend our thanks to all who took the Ɵme to write contribuƟons to newsleƩers during 
2023. These and past issues of CSWEP News are easily accessible at CSWEP.org, where one can find them 
archived by year, target audience, and topic. 

A major iniƟaƟve jointly undertaken with Gina Pieters, Joanne Hsu, CSWEP Associate Chair and Survey 
Director, and KrisƟne EƩer, AEA CommiƩee Coordinator, was the updaƟng of the CSWEP liaison lists. 
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IV.Status of Women in the Economics Profession1  
A. Women’s Status in the Economics Profession: Summary 

This report presents the results of the 2024 CSWEP survey of U.S. economics departments. It compares 
the top ranked economics departments – which produce the vast majority of faculty in PhD granƟng 
departments – to all other PhD and non-PhD granƟng departments. It examines gender differences in 
outcomes in the PhD job market and the progress (and aƩriƟon) of women through the academic ranks. 
As was the case last year, there was liƩle progress in the representaƟon of women in economics; in fact, 
there are several leading economics departments where the share of women students has fallen in 
concerning ways. Overall, the share of women in the first year PhD class is down for the third year in a 
row.  The women’s share of faculty of PhD-granƟng departments increased very slightly last year (Table 
1). One third of the top-twenty departments have first year classes that are at least 35% female, and 
there are three departments where women make up less than 20% of the incoming class (Table 7). The 
share of women among undergraduate economics senior majors is also flat in both PhD-granƟng and 
non-PhD departments (Tables 1 and 3, Figure 5).  On the brighter side, the women’s share of assistant 
professors has increased over the past several years, reaching new highs of 33.7% (PhD-granƟng 
departments, Table 1) and 45.3% (non-PhD departments, Table 3).   

In 1971 the AEA established CSWEP as a standing commiƩee to monitor the status and promote the 
advancement of women in the economics profession. In 1972 CSWEP undertook a broad survey of 
economics departments and found that women represented 7.6% of new PhDs, and 8.8% of assistant, 
3.7% of associate, and 2.4% of full professors. In the two decades aŌer CSWEP’s first survey, there was 
significant improvement in women’s representaƟon in economics. By 1994, women made up almost a 
third of new PhD students and almost a quarter of assistant professors in economics departments with 
doctoral programs. The share of associate and full professors who were women had almost tripled.  

ConƟnued progress in the representaƟon of women in the twenty-first century has been very slow. The 
stagnaƟon reflected in this year’s report suggest that individual departments and schools, as well as the 
discipline as a whole, need to strengthen and innovate their efforts to aƩract and advance women. 
Commitments at both the department and discipline levels to make the field inclusive and equitable are 
criƟcal to making the field more representaƟve of the people and socieƟes it studies.   

B. The CSWEP Annual Surveys, 1972-2024 
In fall 2024 CSWEP surveyed 136 doctoral departments and 164 non-doctoral departments. We have 
received responses from 122 doctoral and 103 non-doctoral departments.2 The non-doctoral sample is 
based on the lisƟng of “Baccalaureate Colleges – Liberal Arts” from the Carnegie ClassificaƟon of 
InsƟtuƟons of Higher Learning (2000 EdiƟon). StarƟng in 2006 the survey was augmented to include 
departments in research universiƟes that offer a master’s degree but not a PhD degree program in 
economics. We have harmonized and documented the departmental-level data from the 1990s to the 
current period to improve analysis of long-run trends in the profession.  Department-level longitudinal 
reports are provided to all responding departments; these reports are shared with department chairs 

 
1 This survey report is written by Joanne Hsu, CSWEP Associate Chair and Survey Director. We gratefully 
acknowledge the assistance of Michael Shove, Erin Meyer, and Rebecca Brewer in the administration and 
analysis of the survey. 
2 We impute responses for missing items or non-responding departments.  In years when non-responders to 
the CSWEP survey did respond to the AEA’s Universal Academic Questionnaire (UAQ), we use UAQ data to 
impute missing responses. When the department responded to neither CSWEP nor UAQ, we use linear 
interpolation from survey responses in other years. Table 8 and appendix figures provide more detail on 
response rates and the impact of imputation on reported results. We are very grateful to Charles C. Scott, Liz 
Braunstein, and the American Economic Association for sharing the UAQ data with us. 
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and CSWEP liaisons on an annual basis. Previous years of survey data are accessible as ICPSR study 
37118.  

C. 2024 Survey Results 
In 2024 the share of faculty in PhD-granƟng economics departments who are women marginally 
increased to just over a quarter (Table 1 and Figure 1).  Many of these women are in non-tenure track 
posiƟons, 36% of which are filled by women. The female share rose for full professors, while it was liƩle 
changed for associate and assistant professors. The share of women in the entering PhD class fell for the 
third year in a row to its lowest reading since 2020. The number and share of women receiving their 
PhDs regained losses from last year to sit close to 2020 and 2022 readings, respecƟvely. 

Turning to the 21 economics departments that make up the “top twenty” and produce the vast majority 
of faculty who teach in PhD-granƟng departments, we see a very thin pipeline (Tables 2a and 2b).  There 
are a total of 10 female associate professors in the top ten departments, and a total of 28 in the top 
twenty. There are 22 female assistant professors in top ten departments, a number which has moved 
sideways last two years and is below the average for the early 2000s. There was a significant decrease in 
the number and share of women in the first-year classes of the top twenty, with the share of women 
falling from about 37% the last two years to only 31% in 2024.  

Turning to an examinaƟon of non-doctoral departments, we see more signs of improvement (Figure 2 
and Table 3).3 The share of faculty who are women is higher than in PhD-granƟng departments, at every 
level of the professoriate, and has increased gradually over the last 25 years. The female share of both 
assistant professor and associate professors increased slightly (to 45.3% and 39.4%, respecƟvely). Both 
doctoral and non-doctoral programs rely on women to teach, with women making up 35.7% of all non-
tenure track faculty in the former and 39.3% in the laƩer (Tables 1 and 3). 

At every level of the academic hierarchy, from entering PhD student to full professor, women have been 
and remain a minority. Moreover, within the tenure track, from new PhD to full professor, the higher the 
rank, the lower the representaƟon of women (Figure 1). In 2024 first year students were 36% women, 
falling to 34% for assistant professors, to 28% for tenured associate professors, and 18% for full 
professors (Table 1). This paƩern has been characterized as a “leaky pipeline.” Our reliance on this leaky 
pipeline for any progress in women’s representaƟon in the profession requires growth in entry, which 
has not occurred in this century.   

To provide a visual representaƟon and esƟmates of this leaky pipeline, this report presents a simple lock-
step model of typical academic career advancement (Figures 3 and 4).  These figures suggest that while 
entry of women into economics has not increased in this century, when women exit from tenure track 
academic posiƟons may be changing.  In this analysis, we track the gender composiƟon of younger 
cohorts from when they enter graduate school and older cohorts from receipt of their degree. We 
compare the share female as the cohort progresses through academic ranks.  

CSWEP’s analysis has long shown that women complete their PhDs and enter into assistant professor 
posiƟons at proporƟons roughly equal to their share as new graduate students for each cohort. Women 
conƟnue to complete their PhDs at the same rate as men (compare the blue and red lines in Figure 3), 
historically they disproporƟonately exited (or perhaps never entered) the assistant professor ranks prior 
to coming up for tenure (compare the red and green lines in Figures 3 and 4). The convergence of the red 
and green lines in the last few years (in both Figures 3 and 4) suggests that women are now entering the 
ranks of tenure track professors at about the expected given their representaƟon among new PhDs.  The 

 
3 We report data on non-PhD departments beginning in 2006. The sample changed considerably in that year, 
expanding to include departments in universities that give master’s degrees. Figure 2 and Table 3 use a 
consistent panel of departments over time. 
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esƟmated leakage of associate professors was also decreasing (note the convergence of the green and 
purple lines in Figure 4). This year, we saw slight growth in the share of full professors who are women, 
but liƩle change in the women’s share of associate professors (Tables 1 and 3).  These paƩerns may be 
influenced by the reƟrement of cohorts of women who entered the profession during the 1970s and 
1980s or departures of women aŌer they receive tenure.  

Figure 5 shows the trend for women undergraduate senior majors over Ɵme. The female share of 
undergraduate majors has been flat, at around 35 to 36%, since 2015. The share women is slightly but 
consistently higher in non-PhD departments than in PhD-granƟng departments. It is possible that this 
reflects the higher proporƟon of women among the faculty in non-PhD departments.  

Tables 4, 5, and 6 provide snapshots of the job market experiences of women from different types of 
PhD programs. Women made up about 30% of job candidates from the top 20 schools last year (Table 4) 
and 37% of all other PhD students on the market (Table 5).  Table 6 presents placement data slightly 
differently, showing where last year’s job market candidates placed, by the rank of the originaƟng 
department.  The most striking longer-term change in placement paƩerns is the growing number of 
students from top ranked departments who are taking jobs in the private sector. This seems to be 
equally true of new female and male economists. 

D. Conclusions 
This report is disappoinƟng. Despite occasional signs of progress in women’s representaƟon in 
economics, the paƩern in recent years -- and most of the twenty-first century to date – has been 
stagnaƟon. The share of women in first year PhD programs fell last year. The share of women in 
undergraduate economics majors remains well below parity and does not show an increasing trend.  
Women are over-represented in non-tenure-track teaching jobs.  To change women’s representaƟon on 
the faculty of economics departments, we have to increase women’s representaƟon in PhD programs.  
That is not yet happening consistently or in numbers sufficient to change the profession so that it 
represents the gender of the people it studies. 

Efforts to address these conƟnued dispariƟes are criƟcal, both for fairness and for the quality and 
relevance of the economics research that is undertaken in this country. With support from the Sloan 
FoundaƟon, CSWEP and the Social Science Research Council has launched the Women in Economics 
Research ConsorƟum to support research on intervenƟons and policy changes designed to increase 
women’s representaƟon and success in economics, parƟcularly those that are scalable and can therefore 
have a broad impact on the profession.  This kind of research is criƟcal to improving our understanding 
of effecƟve changes. Ongoing, explicit support of the American Economic AssociaƟon for diversity and 
respect within the profession is criƟcal for progress. 

CSWEP’s many years of data on the evoluƟon of faculty composiƟon at the department level are unique 
in the social sciences and beyond. CSWEP now makes department-level longitudinal data available to 
individual departments so that they have this informaƟon to determine appropriate steps to achieve 
gender equity.  Annual aggregate data and departmental-level data are available for research purposes in 
a manner that protects the confidenƟality of the responding departments through the Inter-university 
ConsorƟum for PoliƟcal and Social Research and are updated annually. 
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Table 1. The Pipeline for Departments with Doctoral Programs: Percent and Number of 
Doctoral Students and Faculty who are Women 

 

 
*Notes:  Entry and exit change the populaƟon universe. Any known Ph.D. programs are considered members of the populaƟon. Any non-respondents 
were imputed first with UAQ survey responses and, if those are unavailable, with linear interpolaƟon. For five-year intervals, simple averages are 
reported. 
 
  

 1994-
1997 

1998- 
2002 

2003- 
2007 

2008- 
2012 2013 2014 2015 2016 2017 2018 2019 2020 2021 2022 2023 2024 

Faculty                 
Full Professor                 

    Percent 6.7% 6.4% 7.7% 10.1% 10.9% 11.8% 12.2% 12.9% 12.6% 14.0% 14.3% 14.7% 15.5% 17.6% 17.1% 18.3% 

    Number 93.7 94.9 122.7 160.8 169.2 185.5 194.2 204.0 193.0 221.0 229.0 234.0 248.0 284.5 280.0 292.0 

Associate Professor                 

    Percent 13.4% 15.5% 20.2% 22.4% 23.2% 23.2% 23.8% 25.2% 23.5% 26.0% 26.1% 27.2% 28.0% 26.5% 27.5% 28.0% 

    Number 74.5 85.4 113.6 136.0 139.8 150.9 155.9 173.5 157.0 174.0 184.0 190.5 195.0 192.5 203.5 201.0 

Assistant Professor                 

    Percent 23.6% 24.4% 27.9% 28.3% 27.8% 29.0% 28.3% 27.9% 28.5% 28.6% 30.2% 31.4% 32.8% 32.9% 33.5% 33.7% 

    Number 137.2 146.6 199.7 223.8 212.2 228.5 233.7 233.0 246.5 237.0 248.0 255.0 274.5 266.0 263.5 248.0 

All Tenure Track 
(Subtotal)                 

    Percent 12.1% 12.4% 15.2% 17.4% 17.9% 18.7% 19.0% 19.6% 19.5% 20.5% 21.1% 21.9% 22.9% 23.6% 23.6% 24.3% 

    Number 305.4 326.9 436.0 520.7 521.3 564.8 583.9 610.5 596.5 632.0 661.0 679.5 717.5 743.0 747.0 741.0 

All Non-Tenure Track                 

    Percent 33.2% 30.8% 33.2% 34.4% 35.1% 37.8% 34.7% 35.1% 34.9% 37.0% 37.9% 39.2% 40.2% 37.1% 37.3% 35.6% 

    Number 39.2 91.0 150.7 209.0 180.0 222.0 295.5 311.0 325.0 234.0 285.3 263.0 298.0 267.0 264.0 239.0 

All Faculty                 

    Percent 13.0% 14.2% 17.7% 20.3% 20.5% 21.8% 22.4% 23.1% 23.1% 23.3% 24.4% 24.9% 26.2% 26.1% 26.1% 26.4% 

    Number 344.7 418.0 586.7 729.6 701.3 786.8 879.4 921.5 921.5 866.0 946.3 942.5 1015.5 1010.0 1011.0 980.0 

Ph.D. Students                 

Ph.D. Granted                 

    Percent 24.7% 30.0% 32.1% 33.9% 35.3% 32.7% 34.7% 31.0% 32.7% 31.9% 32.4% 34.8% 32.9% 34.5% 32.1% 34.3% 

    Number 214.0 265.9 326.1 367.1 390.7 358.0 404.0 372.0 359.0 368.0 349.0 378.0 352.0 409.0 346.5 371.0 

ABD                 

    Percent 27.4% 30.7% 33.9% 33.9% 32.1% 32.2% 31.7% 31.7% 33.0% 32.8% 32.9% 32.6% 34.7% 35.5% 36.5% 36.2% 

    Number 647.2 850.4 1219.8 1317.7 1227.5 1346.0 1324.5 1430.0 1469.0 1469.0 1453.5 1464.5 1581.0 1461.0 1451.0 1453.0 

First Year                 

    Percent 29.9% 33.2% 33.5% 32.9% 32.6% 31.8% 31.5% 33.4% 32.5% 33.1% 34.7% 35.5% 38.4% 37.6% 37.0% 36.2% 

    Number 445.4 518.2 568.4 557.6 481.0 508.0 500.0 517.0 498.0 474.0 542.0 452.0 476.0 468.0 523.5 473.0 

Undergraduate Econ 
Majors Graduated                 

    Percent 32.0% 32.1% 31.6% 30.5% 32.1% 33.6% 33.2% 32.9% 34.0% 34.1% 33.4% 34.9% 34.7% 35.8% 34.0% 36.3% 

    Number 2498 3281 5114 5785 5733 6998 7756 7577 7894 8225 8336 9185 8324 8280 7693 8124 

Undergraduate Senior 
Majors*                 

    Percent missing missing missing 30.6% 32.8% 32.7% 34.6% 34.1% 34.5% 36.0% 33.9% 34.7% 34.4% 35.8% 35.5% 35.6% 

    Number missing missing missing 7603 5767 6687 7247 7534 7774 8417 8356 8084 7985 8182 8010 7530 
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Table 2a. The Pipeline for Top Departments: Percent and Numbers of Faculty and 
Students who are Women 

 

 
All Top 10 Schools 

1994- 
1997 

1998- 
2002 

2003- 
2007 

2008- 
2012 2013 2014 2015 2016 2017 2018 2019 2020 2021 2022 2023 2024 

Faculty                 
Full Professor                 

    Percent 4.7% 7.1% 8.3% 8.9% 9.6% 9.7% 9.6% 9.2% 9.1% 10.7% 12.2% 12.5% 12.7% 13.6% 14.0% 13.8% 
    Number 10.8 17.8 21.5 25.8 28.0 27.0 27.0 26.0 27.0 33.0 39.0 39.0 34.0 40.0 43.0 41.0 
Associate Professor                 

    Percent 12.5% 21.1% 16.4% 22.5% 23.3% 21.9% 25.0% 28.9% 30.8% 26.3% 21.2% 22.2% 31.2% 19.5% 21.3% 20.8% 
    Number 4.5 6.1 4.8 7.7 7.0 7.0 8.0 13.0 12.0 10.0 7.0 8.0 10.0 8.0 10.0 10.0 
Assistant Professor                 

    Percent 20.4% 18.0% 22.7% 23.1% 17.0% 20.0% 21.6% 18.0% 20.2% 17.9% 19.8% 22.4% 21.1% 24.7% 24.1% 27.5% 
    Number 20.8 19.0 23.7 23.0 15.0 18.0 21.0 18.0 22.0 17.0 19.0 22.0 19.0 22.0 21.0 22.0 
All Tenure Track 
(Subtotal) 

                

    Percent 9.9% 11.1% 12.7% 13.3% 12.2% 13.0% 13.6% 13.3% 13.7% 13.6% 14.5% 15.5% 16.2% 16.5% 16.7% 17.1% 
    Number 36.0 42.9 50.0 56.5 50.0 52.0 56.0 57.0 61.0 60.0 65.0 69.0 63.0 70.0 74.0 73.0 
All Non-Tenure Track                 

    Percent 34.7% 31.4% 40.0% 35.9% 35.2% 33.9% 44.3% 39.3% 33.3% 34.4% 35.7% 34.2% 32.9% 28.4% 36.8% 36.6% 
    Number 5.3 7.6 15.2 20.0 19.0 20.0 43.0 35.0 29.0 22.0 30.3 25.0 24.0 27.0 28.0 26.0 
All Faculty                 

    Percent 10.8% 12.3% 15.1% 15.8% 14.8% 15.7% 19.5% 17.8% 16.9% 16.2% 17.9% 18.1% 18.8% 18.7% 19.7% 19.9% 
    Number 41.3 50.5 65.2 76.5 69.0 72.0 99.0 92.0 90.0 82.0 95.3 94.0 87.0 97.0 102.0 99.0 

Ph.D. Students                 
Ph.D. Granted                 

    Percent 24.6% 24.8% 28.6% 26.7% 31.3% 25.9% 25.9% 26.4% 28.4% 23.6% 29.9% 23.6% 23.6% 26.4% 24.4% 27.5% 
    Number 51.3 51.0 57.0 54.0 67.0 51.0 52.0 58.0 57.0 49.0 64.0 49.0 49.0 47.0 53.0 58.0 
ABD                 

    Percent 22.9% 24.4% 28.0% 26.1% 30.4% 25.4% 25.1% 25.4% 24.6% 26.9% 25.2% 24.7% 27.0% 30.3% 31.2% 33.3% 
    Number 134.8 184.0 240.2 218.8 255.0 217.0 225.0 247.0 221.0 264.0 234.0 233.0 265.0 281.0 269.0 197.0 
First Year                 

    Percent 24.5% 28.1% 26.3% 24.4% 27.9% 24.0% 23.9% 29.8% 25.8% 26.1% 32.1% 32.6% 36.2% 34.9% 38.8% 27.6% 
    Number 69.3 72.5 66.8 61.0 65.0 62.0 52.0 68.0 66.0 59.0 71.0 71.0 68.0 67.0 90.0 63.0 
Undergraduate Econ 
Majors Graduated                 
    Percent 31.1% 34.1% 35.7% 35.5% 39.6% 37.2% 36.9% 36.0% 39.6% 36.3% 37.1% 36.5% 40.7% 40.7% 41.8% 40.0% 
    Number 372 668 777 744 866 849 895 907 990 866 965 944 1051 1122 1446 1128 
Undergraduate Senior 
Majors*                 
    Percent missing missing missing 38.7% 38.0% 38.6% 37.3% 36.6% 38.3% 39.0% 37.0% 37.7% 38.8% 41.0% 39.6% 40.6% 
    Number missing missing missing 967 994 1003 898 924 984 959 1014 1023 1066 1331 1139 1241 

 

*Notes: For each category, the table gives women as a percentage of total. For the five-year intervals, simple averages of annual percentages are 
reported. 
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Table 2b. The Pipeline for Top Departments: Percent and Numbers of Faculty and 
Students who are Women 

 

 
All Top 20 Schools 

1994-
1997 

1998-
2002 

2003-
2007 

2008-
2012 2013 2014 2015 2016 2017 2018 2019 2020 2021 2022 2023 2024 

Faculty                 
Full Professor                 

    Percent 4.3% 6.4% 7.7% 8.8% 9.6% 10.0% 10.1% 11.3% 10.2% 11.6% 12.7% 13.1% 13.4% 14.5% 15.0% 15.6% 
    Number 17.3 29.5 36.5 42.8 49.0 49.0 50.0 58.0 53.0 62.0 69.0 72.0 69.0 79.0 83.0 85.0 
Associate Professor                 

    Percent 11.9% 17.1% 16.3% 22.5% 19.1% 20.4% 19.6% 20.2% 20.6% 20.6% 16.8% 16.4% 21.2% 19.9% 22.9% 25.0% 
    Number 9.8 11.6 10.1 19.9 17.0 19.0 19.0 22.0 20.0 20.0 16.0 15.0 19.0 21.0 25.0 29.0 
Assistant Professor                 

    Percent 18.0% 18.2% 24.5% 22.9% 18.7% 21.3% 21.5% 21.2% 20.7% 21.5% 22.3% 25.0% 22.7% 24.3% 26.7% 28.2% 
    Number 31.8 35.3 50.6 49.4 37.0 43.0 44.0 44.0 43.0 45.0 43.0 50.0 48.0 52.5 55.0 55.0 
All Tenure Track 
(Subtotal)                 

    Percent 9.0% 10.6% 13.1% 14.1% 12.9% 14.1% 14.2% 14.9% 14.0% 15.1% 15.4% 16.3% 16.7% 17.6% 18.8% 19.8% 
    Number 58.8 76.4 97.2 112.1 103.0 111.0 113.0 124.0 116.0 127.0 128.0 137.0 136.0 152.5 163.0 169.0 
All Non-Tenure Track                 

    Percent 37.3% 32.3% 41.5% 34.3% 38.9% 39.6% 42.8% 39.3% 38.2% 33.1% 39.0% 40.4% 39.5% 33.9% 38.8% 37.0% 
    Number 11.5 16.7 30.2 46.5 44.0 57.0 83.0 70.0 72.0 48.0 75.3 70.5 73.0 64.0 54.0 57.0 
All Faculty                 

    Percent 10.2% 12.0% 15.6% 17.0% 16.1% 18.1% 19.8% 19.2% 18.5% 17.7% 19.8% 20.4% 20.9% 20.5% 21.6% 22.4% 
    Number 70.3 93.1 127.4 158.6 147.0 168.0 196.0 194.0 188.0 175.0 203.3 207.5 209.0 216.5 217.0 226.0 

Ph.D. Students                 
Ph.D. Granted                 

    Percent 25.0% 24.9% 29.5% 28.2% 33.2% 29.3% 28.4% 26.2% 26.9% 25.3% 32.0% 27.7% 26.3% 32.9% 24.3% 30.3% 
    Number 84.3 84.1 102.1 100.6 124.0 102.0 110.0 112.0 98.0 98.0 123.0 103.0 94.0 113.0 85.0 118.0 
ABD                 

    Percent 23.4% 26.2% 29.9% 28.2% 30.3% 26.5% 25.7% 26.7% 27.0% 27.3% 25.9% 26.9% 31.6% 30.8% 32.7% 34.4% 
    Number 218.9 297.4 407.1 401.5 444.0 427.0 390.0 451.0 444.0 447.0 396.0 439.0 521.0 447.0 431.0 426.0 
First Year                 

    Percent 25.8% 29.3% 28.4% 27.6% 28.4% 27.4% 24.9% 29.5% 26.0% 29.9% 32.5% 34.4% 35.3% 36.8% 37.0% 31.3% 
    Number 124.1 142.5 135.4 129.2 121.0 123.0 112.0 130.0 116.0 126.0 167.0 128.0 129.0 137.0 196.0 125.0 
Undergraduate Econ 
Majors Graduated                 
    Percent 32.2% 33.9% 35.5% 35.5% 39.3% 37.4% 37.2% 37.3% 38.8% 37.0% 36.9% 37.4% 41.2% 40.2% 39.7% 39.6% 
    Number 866 1362 1906 1943 2241 2290 2494 2502 2512 2431 2324 2368 2430 2715 2707 3281 
Undergraduate Senior 
Majors*                 
    Percent missing missing missing 36.1% 39.1% 37.8% 38.3% 37.9% 37.8% 38.6% 37.7% 38.0% 37.8% 39.5% 39.4% 39.5% 
    Number missing missing missing 2326 2627 2676 2643 2601 2602 2699 2590 2522 2626 2679 2945 2761 

 

*Notes: For each category, the table gives women as a percentage of total. For the five-year intervals, simple averages of annual percentages are reported 
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Table 3. Percent W
om

en Faculty and Students: Econom
ics Departm

ents w
ithout Doctoral Program

s 
 

 
2006 

2007 
2008 

2009 
2010 

2011 
2012 

2013 
2014 

2015 
2016 

2017 
2018 

2019 
2020 

2021 
2022 

2023 
2024 

Faculty 
Full Professor 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
    Percent 

21.1%
 

22.8%
 

21.9%
 

23.5%
 

26.1%
 

26.3%
 

25.2%
 

25.1%
 

25.2%
 

25.9%
 

24.9%
 

25.3%
 

28.5%
 

28.4%
 

29.4%
 

34.8%
 

31.2%
 

30.0%
 

31.2%
 

    Num
ber 

80.6 
90.4 

94.4 
109.5 

119.5 
122.2 

115.1 
109.9 

109.5 
112.1 

104.6 
109.6 

119.6 
128.2 

130.4 
146.7 

132.4 
127.0 

136.0 
Associate Professor 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
    Percent 

38.4%
 

36.6%
 

35.6%
 

34.2%
 

33.0%
 

32.6%
 

33.5%
 

35.9%
 

36.4%
 

37.4%
 

38.0%
 

39.9%
 

44.3%
 

41.0%
 

37.9%
 

41.9%
 

39.6%
 

39.3%
 

39.4%
 

    Num
ber 

91.8 
91.2 

92.6 
90.4 

92.7 
89.4 

88.2 
88.7 

95.2 
95.7 

95.0 
103.2 

109.8 
113.6 

99.7 
114.1 

117.9 
122.7 

127.4 
Assistant Professor 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
    Percent 

38.8%
 

40.5%
 

40.3%
 

42.7%
 

41.0%
 

41.8%
 

41.5%
 

41.4%
 

42.3%
 

41.6%
 

40.8%
 

43.0%
 

41.0%
 

39.3%
 

41.7%
 

42.7%
 

42.4%
 

44.7%
 

45.3%
 

    Num
ber 

89.4 
99.3 

106.1 
113.5 

119.3 
121.8 

120.3 
109.7 

113.8 
118.1 

120.0 
122.4 

120.5 
131.2 

145.1 
132.3 

126.0 
127.0 

152.3 
All Tenure Track (Subtotal) 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
    Percent 

30.8%
 

31.5%
 

30.7%
 

31.5%
 

32.2%
 

32.4%
 

32.1%
 

32.4%
 

33.0%
 

33.5%
 

33.2%
 

34.3%
 

36.4%
 

35.2%
 

35.6%
 

39.2%
 

36.9%
 

36.9%
 

37.9%
 

    Num
ber 

261.8 
280.8 

293.1 
313.4 

331.6 
333.4 

323.7 
308.3 

318.5 
326.0 

319.6 
335.1 

349.8 
373.1 

375.2 
393.2 

376.3 
376.7 

415.7 
All Non-Tenure Track 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
    Percent 

34.1%
 

35.1%
 

36.4%
 

29.4%
 

35.6%
 

34.6%
 

31.4%
 

35.4%
 

34.1%
 

34.1%
 

34.0%
 

32.3%
 

28.8%
 

33.0%
 

25.9%
 

41.0%
 

39.2%
 

40.6%
 

39.3%
 

    Num
ber 

82.4 
88.6 

96.7 
79.7 

85.0 
81.8 

94.6 
64.3 

84.0 
123.5 

103.7 
89.8 

48.2 
79.0 

53.3 
103.3 

90.8 
92.8 

97.0 
All Faculty 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
    Percent 

31.5%
 

32.3%
 

32.0%
 

31.0%
 

32.9%
 

32.8%
 

31.9%
 

32.9%
 

33.2%
 

33.7%
 

33.4%
 

33.9%
 

35.3%
 

34.7%
 

34.0%
 

39.5%
 

37.3%
 

37.6%
 

38.2%
 

    Num
ber 

344.2 
369.4 

389.8 
393.1 

416.5 
415.2 

418.3 
372.5 

402.5 
449.5 

423.2 
424.9 

398.0 
452.1 

428.5 
496.5 

467.1 
469.5 

512.7 
Students 
Undergraduate Econom

ics M
ajors Graduated 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
    Percent 

34.4%
 

34.1%
 

33.4%
 

35.1%
 

35.8%
 

34.5%
 

34.0%
 

35.1%
 

35.8%
 

33.5%
 

36.0%
 

36.1%
 

35.1%
 

35.2%
 

36.2%
 

35.8%
 

37.2%
 

38.0%
 

35.7%
 

    Num
ber 

1394.8 
1419.5 

1498.5 
1583.9 

1642.0 
1616.4 

1515.3 
1524.7 

2012.3 
1975.7 

2232.2 
2159.1 

2240.4 
2160.1 

2071.5 
1989.0 

2032.2 
2086.0 

1976.1 
Undergraduate Senior M

ajors 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

    Percent 
34.6%

 
37.6%

 
36.2%

 
36.5%

 
36.8%

 
36.1%

 
34.6%

 
35.7%

 
34.1%

 
35.4%

 
36.1%

 
36.5%

 
36.3%

 
35.7%

 
36.6%

 
37.8%

 
37.1%

 
36.4%

 
36.8%

 
    Num

ber 
1485.4 

1753.4 
1752.4 

1874.3 
1876.0 

1831.7 
1764.5 

1654.3 
1842.9 

2126.0 
2239.5 

2290.5 
2113.4 

2201.5 
2189.0 

2294.0 
2173.4 

1979.4 
2166.6 

M
.A. Students Graduated 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
    Percent 

31.9%
 

43.3%
 

31.8%
 

39.1%
 

35.0%
 

39.0%
 

35.8%
 

34.7%
 

40.2%
 

36.0%
 

35.2%
 

40.2%
 

35.1%
 

32.1%
 

38.8%
 

33.3%
 

44.0%
 

42.5%
 

46.3%
 

    Num
ber 

19.0 
56.5 

70.7 
84.1 

75.9 
68.0 

57.9 
46.0 

60.5 
45.0 

34.5 
49.0 

20.5 
60.5 

36.5 
29.0 

56.0 
52.0 

42.2 
M

.A. Students Expected to Graduate 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

    Percent 
m

issing 
m

issing 
m

issing 
m

issing 
m

issing 
m

issing 
m

issing 
43.0%

 
37.3%

 
34.1%

 
44.2%

 
40.4%

 
36.4%

 
35.7%

 
35.9%

 
41.8%

 
44.4%

 
47.2%

 
34.3%

 
    Num

ber 
m

issing 
m

issing 
m

issing 
m

issing 
m

issing 
m

issing 
m

issing 
34.0 

51.5 
34.7 

29.3 
36.0 

16.0 
75.1 

33.5 
65.0 

64.7 
68.3 

30.9 
N respondents 
    Num

ber 
102.0 

102.0 
103.0 

103.0 
104.0 

104.0 
104.0 

104.0 
104.0 

104.0 
105.0 

105.0 
105.0 

105.0 
104.0 

105.0 
103.0 

103.0 
114.0 

 *Notes: For each category, the table gives w
om

en as a percentage of w
om

en plus m
en. For the five-year intervals, sim

ple averages of annual percentages are reported. 
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Table 4. Percent Women in Job Placements of New Ph.D.s from the Top Economics 
Departments 

 

 All Top 10 Schools 

1994-1997 1998-2002 2003-2007 2008-2012 2013-2017 2018 2019 2020 2021 2022 2023 2024 
U.S.-based, All Types 
    Percent 24.9% 29.7% 30.1% 26.2% 27.7% 20.7% 37.7% 25.9% 24.7% 27.1% 31.4% 25.6% 
    Number 35.8 39.1 45.3 35.6 38.2 31.0 52.0 42.0 38.0 42.0 53.0 42.0 
Faculty, PhD GranƟng Department             
    Percent 22.1% 25.9% 29.8% 24.5% 28.0% 17.6% 42.6% 23.0% 27.5% 28.3% 29.9% 29.7% 
    Number 16.0 18.9 26.8 17.8 19.4 13.0 29.0 14.0 11.0 15.0 20.0 22.0 
Faculty, Non-PhD GranƟng Department             
    Percent 42.1% 50.1% 26.5% 35.1% 34.4% 14.3% 0.0% 20.0% 100.0% 33.3% 100.0% 0.0% 
    Number 6.8 5.3 2.4 2.5 2.0 1.0 0.0 1.0 2.0 1.0 2.0 0.0 
Non-Faculty, Any Academic Department             
    Percent missing missing missing missing 35.4% 26.7% 28.6% 33.3% 33.3% 27.3% 25.0% 25.0% 
    Number missing missing missing missing 3.4 4.0 2.0 5.0 6.0 3.0 6.0 4.0 
Public Sector             
    Percent 24.1% 30.3% 31.4% 29.9% 27.2% 10.0% 36.4% 32.3% 12.0% 30.4% 52.6% 26.1% 
    Number 6.5 8.5 7.3 6.9 4.6 1.0 8.0 10.0 3.0 7.0 10.0 6.0 
Private Sector             
    Percent 22.4% 30.8% 28.6% 24.1% 25.7% 27.3% 34.2% 24.0% 23.2% 24.6% 26.3% 22.5% 
    Number 6.5 6.4 8.8 8.4 8.8 12.0 13.0 12.0 16.0 16.0 15.0 9.0 
Foreign-based, All Types 
    Percent 17.8% 14.5% 23.1% 22.9% 20.2% 27.7% 24.2% 25.9% 16.7% 25.0% 18.6% 26.1% 
    Number 5.8 4.3 9.1 12.3 8.4 13.0 15.0 15.0 11.0 9.0 11.0 12.0 
Academic              
    Percent 24.5% 13.4% 25.3% 23.0% 23.1% 27.3% 25.0% 28.3% 27.8% 25.8% 18.4% 24.4% 
    Number 5.3 3.0 7.1 9.3 6.8 9.0 11.0 15.0 10.0 8.0 9.0 10.0 
Non-Academic              
    Percent 6.1% 17.7% 18.1% 22.6% 11.6% 28.6% 22.2% 0.0% 3.3% 20.0% 20.0% 40.0% 
    Number 0.5 1.3 2.0 3.1 1.6 4.0 4.0 0.0 1.0 1.0 2.0 2.0 
Unknown Placement 
    Percent missing missing missing missing missing missing 100.0% 50.0% 0.0% 0.0% 0.0% 50.0% 
    Number missing missing missing missing missing missing 1.0 1.0 0.0 0.0 0.0 1.0 
No Placement 
    Percent 19.6% 31.7% 6.7% 0.0% 6.7% 50.0% 0.0% 0.0% 100.0% 0.0% 0.0% 66.7% 
    Number 6.5 2.5 0.6 0.0 0.2 1.0 0.0 0.0 1.0 0.0 0.0 2.0 
Total on the Market 
    Percent 23.3% 27.1% 28.0% 24.8% 25.9% 22.6% 33.3% 26.0% 22.6% 26.3% 27.8% 26.5% 
    Number 48.0 45.9 55.0 47.9 46.8 45.0 68.0 58.0 50.0 51.0 64.0 57.0 
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 All Top 20 Schools 

1994-1997 1998-2002 2003-2007 2008-2012 2013-2017 2018 2019 2020 2021 2022 2023 2024 
U.S.-based, All Types 
    Percent 26.7% 29.1% 31.6% 29.3% 28.3% 23.8% 35.6% 28.8% 26.9% 31.9% 29.5% 30.7% 
    Number 58.9 59.9 80.0 66.1 71.0 64.0 88.0 78.0 67.0 83.0 77.0 83.0 
Faculty, PhD GranƟng Department              
    Percent 24.0% 26.3% 30.9% 27.8% 27.3% 20.2% 40.9% 24.4% 30.8% 32.1% 29.5% 29.4% 
    Number 27.0 29.5 44.4 33.2 29.4 22.0 38.0 22.0 16.0 25.0 26.0 35.0 
Faculty, Non-PhD GranƟng Department              
    Percent 41.8% 50.2% 30.8% 41.2% 33.0% 14.3% 28.6% 10.0% 80.0% 28.6% 50.0% 18.2% 
    Number 8.8 7.3 6.6 6.9 6.0 1.0 4.0 1.0 4.0 2.0 3.0 2.0 
Non-Faculty, Any Academic Department             
    Percent missing missing missing missing 28.9% 28.6% 19.2% 34.8% 34.5% 28.6% 20.0% 44.0% 
    Number missing missing missing missing 6.0 8.0 5.0 8.0 10.0 6.0 9.0 11.0 
Public Sector             
    Percent 28.3% 28.8% 33.6% 28.9% 26.4% 23.1% 37.5% 32.7% 16.7% 39.5% 38.9% 43.7% 
    Number 12.3 12.9 14.2 11.5 9.8 9.0 15.0 16.0 9.0 15.0 14.0 21.0 
Private Sector              
    Percent 25.2% 28.9% 31.7% 28.5% 29.7% 27.9% 35.1% 31.3% 25.7% 30.2% 29.1% 20.9% 
    Number 10.9 10.2 14.8 14.5 19.8 24.0 26.0 31.0 28.0 35.0 25.0 14.0 
Foreign-based, All Types 
    Percent 17.8% 19.6% 22.7% 24.4% 24.8% 26.7% 28.8% 25.4% 20.0% 26.7% 18.3% 23.5% 
    Number 10.8 11.2 18.4 26.8 22.0 28.0 34.0 29.0 23.0 23.0 19.0 24.0 
Academic              
    Percent 19.8% 19.9% 25.2% 22.3% 26.5% 26.7% 32.2% 27.3% 25.4% 28.4% 15.9% 23.5% 
    Number 8.5 8.2 13.6 17.7 16.8 20.0 28.0 27.0 17.0 19.0 14.0 19.0 
Non-Academic              
    Percent 13.2% 17.7% 17.6% 29.6% 20.6% 26.7% 19.4% 13.3% 12.5% 21.1% 31.2% 23.8% 
    Number 2.3 3.0 4.8 9.1 5.2 8.0 6.0 2.0 6.0 4.0 5.0 5.0 
Unknown Placement   
    Percent missing missing missing missing missing missing 33.3% 50.0% 100.0% 50.0% 20.0% 46.2% 
    Number missing missing missing missing missing missing 1.0 1.0 1.0 1.0 3.0 6.0 
No Placement 
    Percent 18.5% 34.7% 23.4% 18.1% 25.7% 50.0% 33.3% 16.7% 50.0% 16.7% 0.0% 66.7% 
    Number 9.0 4.0 3.5 1.2 0.8 2.0 2.0 1.0 1.0 1.0 0.0 2.0 
Total on the Market 
    Percent 24.1% 27.2% 29.4% 27.5% 27.4% 24.9% 33.4% 27.7% 25.1% 30.5% 25.9% 29.6% 
    Number 78.6 75.1 101.9 94.1 93.8 94.0 125.0 109.0 92.0 108.0 99.0 115.0 

 

*Notes: For five year intervals, simple averages are reported. 
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Table 5. Percent Women in Job Placements of New Ph.D.s from All Other Economics 
Departments 

 
All Other Schools 

1994-
1997 

1998-
2002 

2003-
2007 

2008-
2012 

2013-
2017 2018 2019 2020 2021 2022 2023 2024 

U.S.-based, All Types 
    Percent 29.4% 33.5% 35.6% 38.8% 37.6% 36.8% 34.8% 36.2% 37.2% 37.6% 39.1% 38.5% 
    Number 91.2 120.2 169.5 210.8 171.1 174.0 160.6 141.0 162.0 209.5 202.0 172.0 
Faculty, PhD GranƟng Department             
    Percent 31.4% 30.5% 31.7% 36.8% 33.3% 39.0% 36.9% 35.7% 39.7% 46.2% 45.2% 43.2% 
    Number 28.2 32.7 50.9 65.7 36.5 30.0 31.0 25.0 28.0 48.5 42.0 38.0 
Faculty, Non-PhD GranƟng Department             
    Percent 29.1% 35.8% 40.9% 38.9% 38.6% 35.7% 35.7% 40.0% 45.8% 44.0% 35.5% 46.1% 
    Number 29.4 33.4 57.4 62.7 49.0 50.0 41.0 29.0 41.0 38.5 36.0 35.0 
Non-Faculty, Any Academic Department             
    Percent missing missing missing missing 30.8% 41.4% 35.4% 31.5% 32.6% 43.4% 44.7% 31.1% 
    Number missing missing missing missing 15.4 29.0 23.6 17.5 29.0 33.0 40.0 32.0 
Public Sector             
    Percent 30.8% 35.6% 36.5% 36.9% 35.5% 28.0% 31.1% 31.9% 38.5% 23.8% 38.0% 39.5% 
    Number 18.9 27.0 28.8 37.1 22.5 14.0 19.0 23.0 25.0 20.5 30.0 34.0 
Private Sector             
    Percent 25.0% 32.9% 33.3% 44.4% 45.1% 37.5% 34.1% 39.1% 32.0% 34.2% 35.2% 35.1% 
    Number 14.6 27.1 32.4 45.3 47.7 51.0 46.0 46.5 39.0 69.0 54.0 33.0 
Foreign-based, All Types 
    Percent 17.7% 27.3% 26.5% 30.2% 31.9% 29.3% 24.6% 35.8% 30.4% 31.1% 28.8% 31.0% 
    Number 23.8 30.5 42.9 69.2 58.1 66.0 42.0 66.5 51.0 46.5 43.0 45.0 
Academic             
    Percent 21.1% 30.7% 29.9% 32.4% 34.6% 30.6% 26.0% 34.6% 30.4% 32.1% 32.3% 34.6% 
    Number 17.6 19.1 27.0 44.1 42.7 49.0 33.0 46.5 35.0 31.0 32.0 36.0 
Non-Academic             
    Percent 12.1% 22.9% 22.3% 26.9% 26.2% 26.2% 20.5% 39.2% 30.2% 29.2% 21.8% 22.0% 
    Number 6.2 11.4 16.0 25.0 15.4 17.0 9.0 20.0 16.0 15.5 11.0 9.0 
Unknown Placement 
    Percent missing missing missing missing missing missing 9.1% 48.7% 36.1% 28.6% 32.1% 38.0% 
    Number missing missing missing missing missing missing 1.2 9.5 13.0 7.0 13.0 27.0 
No Placement 
    Percent 21.7% 26.0% 35.3% 37.1% 42.7% 53.7% 35.9% 29.6% 40.0% 44.0% 33.3% 50.0% 
    Number 21.1 13.8 19.7 35.6 15.3 51.0 14.0 17.0 12.0 11.0 10.0 19.0 
Total on the Market 
    Percent 25.1% 31.3% 33.4% 36.4% 36.3% 36.7% 31.8% 35.9% 35.5% 36.3% 36.4% 37.5% 
    Number 136.0 164.5 232.2 315.5 244.5 291.0 217.8 234.0 238.0 274.0 268.0 263.0 

 

*Notes: For five year intervals, simple averages are reported. 
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Table 6. New Ph.D. Job Placement by Gender and Department Rank, Current Year 
 

2023-2024 Top 10 Top 11-20 All Others 
Women Men Women Men Women Men 

U.S.-based, All Types    

(Share of all individuals by gender) 73.7% 77.2% 70.7% 56.5% 65.4% 62.7% 

Faculty, PhD GranƟng Department 52.4% 42.6% 31.7% 49.2% 22.1% 18.2% 

Faculty, Non-PhD GranƟng Department 0.0% 4.1% 4.9% 6.2% 20.3% 15.0% 

Non-Faculty, Any Academic Department 9.5% 9.8% 17.1% 3.1% 18.6% 25.5% 

Public Sector 14.3% 13.9% 36.6% 15.4% 19.8% 19.0% 

Private Sector 23.8% 29.5% 9.8% 26.2% 19.2% 22.3% 

Foreign-based, All Types    

(Share of all individuals by gender) 21.1% 21.5% 20.7% 38.3% 17.1% 22.9% 

Academic 83.3% 91.2% 75.0% 70.5% 80.0% 68.0% 

Non-Academic 16.7% 8.8% 25.0% 29.5% 20.0% 32.0% 

Unknown Placement    

(Share of all individuals by gender) 1.8% 0.6% 8.6% 5.2% 10.3% 10.1% 

No Placement    

(Share of all individuals by gender) 3.5% 0.6% 0.0% 0.0% 7.2% 4.3% 

Total on the Market 57 158 58 115 263 437 
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Table 7. Distribu on of Top 20 Departments by Female Share of First Year PhD class, 
2020-2024 

 

 
Number of Programs 

2020 2021 2022 2023 2024 

Share of women in 1st year PhD class 

7 6 7 7 6 40% or above 

35-39% 5 6 2 3 1 

30-34% 3 5 4 5 4 

25-29% 1 1 5 2 1 

20-24% 4 2 2 1 6 

Below 20% 1 1 0 3 3 

 
*Note to Table 7: This table classifies departments by the unweighted average share of women in their entering class over the period 2019-2023. 

This differs from the average share of women entering PhD programs, each year, because of differences in the size of different programs. 
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Appendix Figures and Tables on Data Quality and ReporƟng 
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Table 8. Num
ber of Econom

ics Departm
ents in the CSW

EP Survey, by Year and Type of Program
 

 

 
Year of survey 

2001 
2002 

2003 
2004 

2005 
2006 

2007 
2008 

2009 
2010 

2011 
2012 

2013 
2014 

2015 
2016 

2017 
2018 

2019 
2020 

2021 
2022 

2023 
2024 

W
ith Doctoral Program

s 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
Num

ber responded CSW
EP 

68 
77 

92 
98 

91 
93 

100 
109 

120 
122 

122 
117 

122 
124 

125 
126 

127 
127 

127 
125 

127 
123 

125 
122 

Num
ber of program

s (UAQ 
or CSW

EP) 
95 

104 
106 

106 
100 

110 
108 

119 
123 

124 
123 

121 
125 

126 
127 

126 
127 

127 
127 

126 
127 

123 
125 

122 

Num
ber of program

s 
(analysis) 

121 
122 

122 
123 

123 
124 

124 
124 

124 
126 

126 
126 

127 
127 

127 
126 

127 
127 

127 
127 

127 
127 

127 
122 

W
ithout Doctoral Program

s 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
Num

ber responded CSW
EP 

47 
30 

48 
53 

61 
64 

59 
61 

60 
70 

78 
59 

91 
94 

95 
78 

95 
95 

91 
85 

97 
87 

85 
103 

Num
ber of program

s (UAQ 
or CSW

EP) 
69 

61 
71 

72 
73 

77 
77 

88 
88 

85 
91 

82 
100 

99 
102 

95 
103 

100 
99 

94 
102 

90 
86 

103 

Num
ber of program

s 
(analysis) 

86 
89 

93 
98 

102 
102 

102 
103 

103 
104 

104 
104 

104 
104 

104 
105 

105 
105 

105 
104 

105 
103 

103 
106 

 **Notes: To m
inim

ize entry and exit changes to the populaƟon universe, all Ph.D. program
s surveyed are considered m

em
bers of that populaƟon. Non-Ph.D. program

s w
ith tw

o or m
ore responses since 2006 and at least one 

in the last tw
o years are included. Any non-respondents in a given year are im

puted first w
ith UAQ

 and then w
ith linear interpolaƟon. 
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