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1.  THE ECONOMICS PROFESSION IS 
NOT VERY DIVERSE. 

 
 

NINE THINGS TO KNOW 
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ECONOMISTS 
include disproportionately few women and members of 
historically underrepresented racial and ethnic minority groups  

Bayer,&February&2016&

Bayer,&February&2016&
2014 National Population Estimates, U.S. Bureau of the Census; AEA 2014-2015 UAQ 
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Male%
49%%

Female%
51%%

U.S.%Popula4on,%by%Gender%

2014 National Population Estimates, U.S. Bureau of the Census;   West, Jacquet, King, Correll, &Bergstrom PLoS ONE 2013  
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2. THE LACK OF DIVERSITY AFFECTS 
ECONOMIC KNOWLEDGE AND 

POLICYMAKING.  

NINE THINGS TO KNOW 
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THE 76 LAUREATES OF  
THE SVERIGES RIKSBANK PRIZE IN ECONOMIC 

SCIENCES IN MEMORY OF ALFRED NOBEL 

Washington Post 

The Atlantic 
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FROM A SURVEY OF AEA MEMBERS’ VIEWS  
(May, McGarvey & Whaples 2013) 

“The distribution of income in the U.S. should be made 
more equal.” 

�strongly disagree  �disagree  �neutral  �agree  �strongly agree 

 

*regression-adjusted 
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!  Diversity brings a greater range of insights and 
perspectives  

(e.g., Chattopadhyay & Duflo Econometrica 2004; Kamas, Preston & Baum Feminist Economics 2008; May, 
McGarvey & Whaples Contemporary Economic Policy 2013) 

!  Diverse groups are more innovative than 
homogeneous groups  

(e.g., Woolley et al. Science 2010; Hong & Page Proceedings of the National Academy of Sciences 2004; Phillips, 
Northcraft & Neale Group Processes & Intergroup Relations 2006; Hoogendoorn, Oosterbeek & van Praag 
Management Science 2013; Levine et al. Proceedings of the National Academy of Sciences 2014; Freeman & 
Huang Journal of Labor Economics 2015) 

CONSEQUENCES FOR THE PROFESSION 
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3.  WE NEED MORE DIVERSITY AT 
THE UNDERGRADUATE LEVEL 

AND AT LIBERAL ARTS COLLEGES.  
 

NINE THINGS TO KNOW 

Bayer, February 2016 
U.S. Department of Education, National Center for Education Statistics; Integrated Postsecondary Education Data 
System Completions (Washington , D.C.: NCES, 2014). Created with data provided by WebCaspar.  
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Students Graduating with BAs in Economics, 2013 

Percentage of 
non-URM 

graduates who 
are Econ Majors 

Percentage of 
URM 

graduates who 
are Econ Majors 

Ratio 
(Column 1 /  
Column 2) 

Amherst College 12.5  5.7  2.18 

Bowdoin College 17.9  5.1  3.54 

Middlebury College 13.1  7.3  1.81 

Swarthmore College 10.6  4.3  2.43 

Williams College 12.4  6.2  2.00 

Harvard University 13.3  7.0  1.92 

MIT 2.8  1.9  1.46 

Princeton University 11.0  10.3  1.07 

Stanford University 6.6  2.8  2.35 

Yale University 11.2  7.8  1.44 
 
URM defined here as Black, Hispanic, or American Indian or Alaska Native. University-level 
factors (e.g., availability of substitute majors, number of international students,…) explain some 
of the variation across departments. Calculations using IPEDS data.  

Bayer, February 2016 

4. LIBERAL ARTS COLLEGES HELP 
SHAPE THE PROFESSION.  

 

NINE THINGS TO KNOW 
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Top American Undergraduate Institutions of Eventual U.S. Economics PHDs 
(institution size-normalized), 2008-2012 

Number of 
eventual U.S. 
economics PhDs 

Number of 
eventual U.S. 
economics PhDs 

1 Williams College 26* 15 Amherst College 8 

2 University of Chicago 43* 16 Yale University 25* 

3 Swarthmore College 15* 17 Austin College 5 

4 Harvard University 77* 18 Trinity University 9 

5 MIT 43* 19 Wesleyan University 12 

6 Macalester College 14 20 Northwestern 32* 

7 Reed College 9 21 Duke University 25* 

8 Stanford University 50* 22 Whitman College 5 

9 Princeton University 32* 23 Knox College 4 

10 Centre College 6 24 Dartmouth College 16* 

11 Grinnell College 8 25 William and Mary 19* 

12 Randolph-Macon 5 26 Occidental College 5 

13 Wellesley College 14 27 Davidson College 6 

14 Carleton College 10 *Top 25 in absolute terms (Stock & Siegfried JEE 2015) 
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5.  WE CAN CHANGE.  
 

NINE THINGS TO KNOW 
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GRINNELL SCIENCE PROJECT 

Components: 
•  Curricular reform 
•  Community building 
•  Student-faculty research 
•  Pre-orientation 

Outcomes: 
•  In early 1990s, 42 women science majors per year and 8 students of color. 

By 2008, 90 women and 21 students of color. 

•  Other students have also benefited from the mentoring and the curricular 
and pedagogical changes. 

•  Nearly 70% of the College’s science majors enter graduate programs. 
Grinnell ranks eighth on a per-capita basis in producing science PhDs. 
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COMPUTER SCIENCE AT HARVEY MUDD 
COLLEGE 

Components: 
•  Renamed and revised intro course (fun, relevant, not intimidating) 
•  Significant exposure to counterstereotypes 
•  Early research opportunity 
 
Outcomes: 

•  The number of women computer science graduates quadrupled in six years. 

Bayer, February 2016 

DiversifyingEcon.org !
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6.  WE CAN CHANGE 
THE IMPACT OF OUR IMPLICIT BIASES.  

 

NINE THINGS TO KNOW 

Bayer, February 2016 

IMPLICIT VS. EXPLICIT BIASES 

Implicitly biased Implicitly unbiased 

Explicitly biased A few NA 

Explicitly unbiased Most of us A few 

Decades of careful research indicate that race, gender, and other 
perceived group affiliations operate as heuristics, with powerful, 
unconscious effects on our judgments and actions. (e.g., Greenwald & Banaji 1995) 

We all have biases that operate without our awareness or intent. 
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A FIELD EXPERIMENT SET IN ACADEMIA  

• Subjects—6,548 faculty in 89 disciplines at 259 universities—received an 
email from a prospective doctoral student requesting a brief meeting. 

• The gender (male, female) and race (Caucasian, Black, Hispanic, Chinese, 
Indian) of the student, as signaled by the name, was randomly assigned. 

Milkman,  Akinola, and Chugh,  “What Happens Before? A Field Experiment Exploring How Pay and Representation Differentially Shape Bias 
on the Pathway into Organizations (April 23, 2014).  Available at SSRN: abstract=2063742. 
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“Perspective taking combats automatic expressions of racial bias” 
(Todd, Bodenhausen, Richeson, Galinsky Journal of Personality and Social Psychology 2011) 

BIASES CAN BE MODIFIED…  

Less bias 

Bayer, February 2016 

Orchestrating Impartiality: The Impact of “Blind” Auditions
on Female Musicians

By CLAUDIA GOLDIN AND CECILIA ROUSE*

A change in the audition procedures of symphony orchestras—adoption of “blind”
auditions with a “screen” to conceal the candidate’s identity from the jury—
provides a test for sex-biased hiring. Using data from actual auditions, in an
individual fixed-effects framework, we find that the screen increases the probability
a woman will be advanced and hired. Although some of our estimates have large
standard errors and there is one persistent effect in the opposite direction, the
weight of the evidence suggests that the blind audition procedure fostered im-
partiality in hiring and increased the proportion women in symphony orchestras.
(JEL J7, J16)

Sex-biased hiring has been alleged for many
occupations but is extremely difficult to prove.
The empirical literature on discrimination, de-

riving from the seminal contributions of Gary
Becker (1971) and Kenneth Arrow (1973), has
focused mainly on disparities in earnings be-
tween groups (e.g., males and females), given
differences in observable productivity-altering
characteristics. With the exception of various
audit studies (e.g., Genevieve Kenney and
Douglas A. Wissoker, 1994; David Neumark et
al., 1996) and others, few researchers have been
able to address directly the issue of bias in
hiring practices.1 A change in the way sym-
phony orchestras recruit musicians provides an
unusual way to test for sex-biased hiring.
Until recently, the great symphony orches-

tras in the United States consisted of members
who were largely handpicked by the music
director. Although virtually all had auditioned
for the position, most of the contenders would
have been the (male) students of a select

* Goldin: Department of Economics, Harvard University,
Cambridge, MA 02183; Rouse: Woodrow Wilson School,
Princeton University, Princeton, NJ 08544. Rouse acknowl-
edges The National Academy of Education, the NAE Spencer
Postdoctoral Fellowship Program, and the Mellon Foundation
for financial support. We are indebted to the staff members of
the orchestras that gave us access to their audition records and
who provided other assistance, and to the musicians who
responded to our questionnaire. We are particularly grateful to
Joanne Berry, Brigit Carr, Ruth DeSarno, Stefanie Dyson, Josh
Feldman, Barbara Haws, Oren Howard, Cindy Hubbard, Carol
Jacobs, Lynn Larsen, Bennett McClellan, Stephen Molina, Bill
Moyer, Jeffrey Neville, Stephen Novak, Deborah Oberschalp,
Stacey Pelinka, Carl Schiebler, Alison Scott-Williams, Robert
Sirineck, Harold Steiman, and Brenda Nelson Strauss. We also
thank Gretchen Jackson of the University of Michigan School
of Music. Rashid Alvi, Brigit Chen, Eric Hilfers, Serena May-
eri, LaShawn Richburg, Melissa Schettini, Thomas Tucker,
Linda Tuch, and Lavelle (Yvette) Winfield served as our
extremely able research assistants. David Howell of the Prince-
ton University Department of East Asian Studies and Jin Heum
Park kindly helped to determine the gender of Japanese and
Korean names. We thank them all. We are grateful to our
colleagues David Card, Anne Case, David Cutler, Angus
Deaton, Hank Farber, Larry Katz, Alan Krueger, David Lee,
and Aaron Yelowitz for helpful conversations, and to seminar
participants at the School of Industrial and Labor Relations at
Cornell University, University of Illinois at Champaign-
Urbana, Princeton University, University of Toronto, Harvard
University, and Vanderbilt University. We also thank two
anonymous referees for comments that have made this a better
paper. Any remaining errors are ours. Unfortunately the data
used in this article are confidential and may not be made
available to other researchers.

1 An extensive literature exists on occupational segrega-
tion by sex and the possible reasons for the large differences
in occupations between men and women today and in the
past. The debate is ongoing. On the one hand are those who
believe that discrimination, either individual or societal in
nature, is the driving force, and on the other hand are those
who claim the evidence shows women and men sort among
occupations on the basis of different tastes for work char-
acteristics. In the former category see Paula England (1982)
and England et al. (1988); in the latter group see Solomon
W. Polachek (1979) and Randall K. Filer (1989). It should
be noted that many other studies (e.g., Ian Ayres and Joel
Waldfogel, 1994) have also attempted to measure discrim-
ination in atypical ways.

715

BIASES CAN BE CONTROLLED…  

September 2000, American Economic Review, 90(4): 715-741 
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7.  WE CAN CHANGE 
OUR RULES AND HABITS.  

 

NINE THINGS TO KNOW 
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“Neutral” practices can produce disparate impact. (Haney 
Lopez Yale Law Journal 2000, Bayer 2013) 

For example, 

• Voter ID laws 

• Staircases on college campuses 

• Rigid pathways into the major 

• Habits in the classroom 

•  e.g, the kinds of examples we use or the people we call on in class 
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8.  WE CAN CHANGE 
OUR TEACHING.  

 

NINE THINGS TO KNOW 

Bayer, February 2016 

WHAT ARE OUR PROFESSION’S HABITS IN THE 
CLASSROOM? 

 

 

 

•  We love to lecture. (Watts & Schaur The Journal of Economic Education 2011) 

•  References to “gender, race, and ethnic issues” are rare. (Ibid.) 

•  Most economists are either not aware of alternative teaching 
methods or think preparation is too time consuming. (Goffe & Kauper The 
Journal of Economic Education 2014) 

•  There is solid evidence that other methods are more effective 
than lecturing.  
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INCORPORATE ACTIVE LEARNING 

"  Engage students in higher order thinking with in-class 
inquiry and problem-solving activities.  

"  Use Think-Pair-Share.  
"  Share Bloom’s taxonomy. 

 

Active learning produces strong increases in student 
performance.   (Freeman et al. Proceedings of the National Academy of Sciences 2014)  

Research in STEM fields finds disproportionate benefits for 
students from disadvantaged backgrounds and for female 
students in male-dominated fields. (Lorenzo, Crouch & Mazur American Journal of 

Physics 2006) 

BLOOM’S'LEVELS'OF'UNDERSTANDING'

32& Figure from Wood, 2009. Ann Rev Cell Dev Bio 
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FOSTER A GROWTH MINDSET 

"  Intelligence is not a fixed trait.  
"  Intelligence expands through effort, mistakes, and 

perseverance.  
"  Math ability and economic intuition can be developed.  

 

Encouraging students to see intelligence as malleable raises 
academic enjoyment, engagement, and performance.     
(Aronson, Fried & Good Journal of Experimental Social Psychology 2002) 

Teachers with growth mindsets allow a broader range of 
students to do well. (Rheinberg, 2000, Dweck, 2008) 

Bayer, February 2016 

9.  WE CAN CHANGE 
OUR OUTREACH.  

 

NINE THINGS TO KNOW 
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DEPARTMENT OUTREACH 

•  Counter stereotypes 
•  of who does economics 

•  of what economics is 

•  Actively recruit students 
•  to take a first course 

•  to continue in the department 

•  Offer research opportunities 

•  Build community 

Bayer, February 2016 

In sum, we can enhance inclusivity through 

•  addressing implicit bias 

•  examining rules and habits 

•  improving our classes 

•  Increasing outreach 


