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Anusha ChariFrom the Chair

Spring is here, and I am happy to present Issue 2 of 
the CSWEP News! This issue’s Focus section is on cul-
tivating the undergraduate pipeline in economics to 
increase diversity not only along the lines of gender 
and race but also increasing socioeconomic diversity in 
our profession. Marionette Holmes, Chair of the Eco-
nomics department at Spelman College and an at-large 
board member of CSWEP has curated a fantastic set of 
articles on this topic. 

Early work by Claudia Goldin on Gender and the 
Undergraduate Economics Major explores the timing 
and potential reasons why women drop out of econom-
ics at higher rates than their male counterparts. These 
reasons include greater intentionality on the part of 
male undergraduates to pursue economics as a major, 
point to near non-existent differences in math-ability 
between male and female undergraduates but do sug-
gest greater sensitivity to getting a good grade for wom-
en deciding to continue on with economics. The articles 
in this issue’s Focus provide additional perspectives and 
explorations of race and socioeconomic diversity, in-
culcating intentionality through mentoring programs 
and closing any gaps in technical training to address 
pipeline issues in undergraduate economics programs. 

In the introduction, Marionette does a superb job 
setting the stage by issuing an urgent call for continued 

efforts to promote diversity in economics. She suggests 
that economists “have a responsibility to ensure that 
the profession reflects the diversity of the society it 
seeks to serve.” The lack of socioeconomic diversity in 
economics documented in the work of Anna Stansbury 
suggests that the need for more diverse voices shap-
ing the topics we study and informing policymaking 
has profound implications. Therefore, our profession 
must nurture those voices to increase inclusivity in the 
marketplace for ideas beginning with the undergradu-
ate experience. 

In the first article, Sarah Jacobson highlights the 
need for the low-cost, high-impact intentional men-
toring of undergraduate women by closely examining 
teaching methods and mentoring programs. Sarah ad-
vocates for fostering connections between faculty and 
students to be the “nudge” that tips women into de-
claring economics as their major. Delving into the is-
sue of race, Rebecca Sen Choudhury and Bola Olani-
yan document a more significant gender gap amongst 
students of color with a worrisome decline in the num-
bers of young Black women choosing economics as a 
major. They underscore the importance of institution-
al support for fostering diversity in economics, point-
ing to successful practices and initiatives exemplified 
by HBCUs. continues on page 2
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In the third piece, Marie Mora outlines strategies 

to attract and retain non-traditional female students in 
economics, devising innovative methods to create com-
munity and networks to foster entry into economics. In 
their article, Pietro Veronesi and Stephen Lamb under-
score the challenges that may beset successful pathways 
to research and doctoral careers. They highlight strat-
egies to address technical skill gaps and how to over-
come informational obstacles that may stand in the way 
of students applying and gaining admission to doctoral 
programs. I highly recommend reading the excellent 
articles in this issue of Focus—they give us much food 
for thought and much to learn.

In addition to our Focus section, this issue contains 
information about several upcoming calls for papers, 
award nominations, and professional development op-
portunities. Please see the calls for applications for two 
mentoring workshops for graduate students to success-
fully navigate an economics Ph.D. program. In Septem-
ber 2023, Marika Cabral and Maya Rossin-Slater, with 
support from CSWEP and ASHEcon, will hold a virtual 
mentoring workshop for third-year and above women 
& non-binary Ph.D. students in health economics and 
health policy. In November 2023, Celeste Carruthers, 
Melanie Guldi, Catherine Maclean, and Orgul Ozturk 
are organizing CSWEP’s graduate student mentoring 
workshop for third and fourth-year women and non-bi-
nary students. Please circulate our call for applications 
for the workshop to be held in person a day before the 
Southern Economics Association Meetings in New Or-
leans, LA. In addition, please see information about 
CSWEP sessions at the Western Economic Associa-
tion’s 98th Annual Conference in the first week of July 
in San Diego, California. It is also time to submit appli-
cations for our flagship mentoring workshop, CeMENT 
2024. The deadline for applications is in mid-August. 

We invite nominations for CSWEP’s 2023 Carolyn 
Shaw Bell Award. Please start thinking about nomi-
nating senior women economists who have dedicated 
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tus of women in economics through their 
achievements, leading by example, mentor-
ing junior faculty, and, more generally, in-
creasing our understanding of how women 
can advance in our profession. The deadline 
is in mid-September.

Finally, some sad news about the passing 
of Rebecca Blank, who served as CSWEP 
chair between 1993–1996. This issue car-
ries a remembrance of her life and extraor-
dinary service to promoting the advance-
ment of women in economics. Rest in 
peace, Becky Blank. Gone too soon. Your 
efforts will not be forgotten by CSWEP.

In addition to the opportunities detailed 
in this issue of the News, please check our 
website and @aeacswep on Twitter for up-
to-date information about several upcom-
ing events and opportunities. To sign up for 
our mailing list or volunteer as a mentor or 
CSWEP liaison, please email info@cswep.
org. As always, we invite feedback and ideas 
for new initiatives. 
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Focus Introduction: The Undergraduate Experience

In this year’s Committee on the Status of Women in the 
Economics Profession (CSWEP) annual report, Anusha 
Chari, Ph.D., chair of CSWEP, and Maggie Levenstein, 
director of the Inter-university Consortium for Political 
and Social Research (ICPSR), present data that reveal a 
formidable reality—the number of women represented 
in the economics profession has maintained momen-
tum at some junctures but declined at others. This slow 
progress, coupled with other evidence of a lack of so-
cioeconomic diversity in the field, indicate the lack of 
diversity in economics will continue to have a signif-
icant impact on future decision-making. However, it 
also underscores the lack of socioeconomic diversity in 
the field and the impact that lack of diversity will have 
on future decision-making. 

These sobering statistics presented by Chari and 
Levenstein demonstrate that the once increased per-
centages of women at various points along the pipe-
line over recent years have now has produced mixed re-
sults—thus indicating a “stalled progress” similar to the 
previous decade. (Lundberg and Sterns 2018) Addition-
ally, emerging analysis reveals that we can add socioeco-
nomic status as a category alongside gender and race 
to understand the lack of diversity in economics (Schul-
tz and Stansberry 2022). It is widely understood that 
economics is the least socioeconomically diverse field 
and that Ph.D. recipients in economics, as compared to 
those in other fields, are more likely to have at least one 
parent with a graduate degree and less likely to be first-
generation (Stansberry 2022). As Stansbury suggests, 
these realities paint a picture of what our field will look 
like when future economists who can intimately speak 
to policies on the gender-wage gap, health disparities, 
or poverty are not in decision making spaces.

These findings point to one juncture in the pipeline 
that can and should serve as a catalyst of change in the 
economics profession—it is the undergraduate expe-
rience. As we strive to promote diversity in the field 
of economics, it is with great interest that we discuss 
some of the key themes and strategies presented in this 
report. The articles contributed to this issue discuss key 
considerations in addressing the economics pipeline at 
the undergraduate level.

The first article, “Using Mentoring to Strengthen the 
Undergraduate Economics Pipeline,” by Sarah Jacob-
son, underscores the importance of intentional men-
toring in preparing undergraduate women for gradu-
ate school and the profession. Jacobson emphasizes the 
behavioral aspects of the profession and highlights low-
cost mentoring programs that can have a high impact. 
She believes that for future economists, matriculating 
through undergraduate school is not simply taking 
the “correct courses” to prepare a woman for graduate 
school. Indeed, teaching methods, lecture topics, pro-
fessor and peer touch points, and, more importantly, 
mentoring programs are what serve as a tipping point 
when a woman is at the crossroad of declaring eco-
nomics as a major or surmising if she will continue 
in the major. Jacobson discusses the complementar-
ity of various mentoring ventures and points us to the 
importance of connection and intentional mentoring 
as opposed to discussion of technical skills. Her piece 
concludes with recommendations of mentoring pro-
grams for women.

In “The Pipeline Problem for Undergraduate Wom-
en of Color and Initiatives Proposed to Address It,” 
Rebecca Sen Choudhury and Bola Olaniyan highlight 
the even wider gender gap between male and female 

Marionette Holmes

economists of color and the importance of 
institutional support for diverse popula-
tions. Sen Choudhury and Olaniyan fur-
ther note the disturbing downward trend of 
Black female undergraduates, a forecast of 
future trends of Black female economists, 
and the importance of leveraging the under-
graduate years to reverse these trajectories. 
The authors suggest that an institutional 
culture supporting diverse populations (and 
strategies executed from this culture) are in-
herently imbedded in the mission of His-
torically Black Colleges and Universities. 
This implies that the profession should en-
gage in a further examination of their rou-
tine practices and initiatives. They highlight 
Spelman College’s economics department, 
of which I serve as chair, as a model for at-
tracting and retaining women of color in 
economics. 

Similar to the first article, Sen Choud-
hury and Olaniyan show the complemen-
tary nature of programs in the academy and 
outside of the academy in solidifying stu-
dents’ interest in economics and strength-
ening their peer and mentoring networks. 
The authors present anecdotal evidence a 
Alfred P. Sloan supported initiative at Spel-
man1 which yields similar findings from 
causal studies supported by Under-
graduate Women in Economics (UWE) 

1 This initiative is discussed more in the Sen Choudhury and Olaniyan 
piece.

continues on page 4
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initiative—specifically that women role models in-
crease the likelihood of a woman entering into the pro-
fession. The authors also expound on the opportunities 
and impact of the Sadie Collective, an initiative with a 
mission to increase the number of women of color in 
economics and other quantitative social science fields.

Marie Mora’s article, “Attracting and Retaining 
Women Non-Traditional Students in Economics,” pres-
ents strategies for promoting diversity among non-tra-
ditional students. Mora elaborates on her experiences 
working with undergraduate students from a public ur-
ban institution comprised of a population that is more 
socioeconomically diverse as compared to the popula-
tions of the undergraduate institutions from which the 
average economics doctoral student hails.

The author translates her experiences into proven 
strategies that attract and retain non-traditional wom-
en as students who enter and thrive in the field of 
economics. Mora points us to the fact that the “busi-
ness as usual” methods of supplying information and 
developing networks that influence field entry may 
not be effective for these students. She further dem-
onstrates that higher female participation rates in  
male-dominated fields can be achieved through the cre-
ation of community and reinforced electronic contact 
with students.

The final piece “Pathways to Research and Doctor-
al Careers” highlights the challenges of navigating the 
pathway from undergraduate to Ph.D. programs and 
the importance of research experience and adequate 
math preparation. The authors, Stephen Lamb and Pi-
etro Versoni, offer advice on how to fill knowledge and 
skill gaps and address informational barriers that can 
prevent students from entering top Ph.D. programs.

The pathway from undergraduate to a Ph.D. can be 
a complicated one and may be filled with both hidden 
and obvious obstacles. For example, if a student decides 
to become an economist during junior year and then 
switches her major from political science to economics, 

or graduates with a degree in political science, or does 
not go to an institution where research experience in 
economics was available, the odds of being immediate-
ly accepted into and succeeding in an economics doc-
toral program may be low. Adequate math preparation 
and research experience are requirements for most pro-
grams. Fortunately, Lamb and Versoni provide informa-
tion on obtaining the additional knowledge and skills 
needed for entering a doctoral program. The authors 
explicitly “call out” the informational barriers that can 
exist during the undergraduate experience and offer a 
correction to the informational asymmetries where top 
economics BA programs may provide relatively more 
comprehensive advising due to insider knowledge. 
With the rise of predoctoral participation listed on the 
resume of students entering Ph.D. programs, the ar-
ticle expounds on information presented in our previ-
ous newsletter by Olga Shurchkov by pointing us to an 
exhaustive list of every predoc experience in the U.S. 

This issue highlights the need for continued efforts 
to promote diversity in economics along the dimen-
sion of gender, race, ethnicity, and socioeconomic sta-
tus. The strategies presented serve as a guide for in-
dividuals, institutions, and organizations seeking to 
increase the representation of all women in the field. 
As economics professionals, we have a responsibility to 
ensure that the profession reflects the diversity of the 
society it seeks to serve. Fortunately, we can all agree 
that we must continue to work towards a more equi-
table and inclusive economics profession for the bet-
terment of all.

 Focus Introduction      
Links in this article
1. Annual report:  
https://www.aeaweb.org/content/
file?id=18271
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Using Mentoring to Strengthen the 
Undergraduate Economics Pipeline

We all need mentorship to help us set and achieve am-
bitious goals and navigate the challenges we encoun-
ter in our professional lives (Montgomery et al., 2014; 
Ginther et al., 2020; Montgomery, 2021). Undergradu-
ate students who could make their way to an economics 
Ph.D. find a natural locus for mentoring in and around 
their economics classes. However, a great deal of men-
toring occurs informally and on the basis of personal 
connections. Indeed, my impression from talking to 
my own students is that students’ preferred source of 
advice is friend networks—and most students’ friend 
networks are made up largely of people who look like 
themselves. As a result, people with identities under-
represented in economics—whether they are women, 
racial minorities, sexual and gender minorities, or any 
other minoritized group, and particularly those with in-
tersectional identities—by default receive less mentor-
ing in undergraduate economics. If we want a richer 
diversity in the students who enter economics Ph.D. 
programs, we need to systematize and strengthen men-
toring offered to undergraduate students to ensure ev-
eryone has access to the same advice and support (Bay-
er et al., 2020).

Mentoring at the undergraduate level can happen in 
many ways, including in a student’s home department 
by faculty or through localized mentoring programs 
and through programs that connect students to out-
side mentors. These channels are likely complements, 
rather than substitutes, for each other, as they provide 
access to different kinds of information and types of 
support. Many of them require few resources, if any, 
but can make a huge difference in the persistence of 
minoritized students.

What is Mentoring?
How can we mentor women and others from underrep-
resented identities to help them stand on equal footing 
with their peers? First, listen; mentoring is not about 
presuming there is some deficit in the mentee and tell-
ing them how to fix themselves, but about learning a 
mentee’s goals, interests, and wishes, as well as the ob-
stacles they face, and helping them navigate paths to 
fulfilling futures (Montgomery, 2017). 

Second, we must be aware of and fight our implic-
it biases; too many students from minoritized demo-
graphics are passively or actively steered away from eco-
nomics Ph.D.s because professors assume they are not 
interested in or capable of completing one. Ask open-
ended questions (“What are you interested in?”) rather 
than proffering options (“Do you plan to work in busi-
ness after graduation?”). Maintain a growth mindset 
rather than judging a struggling student as incapable 
of success (Canning et al., 2019).

Third, many things that are obvious to you may not 
be obvious to your students. For example, many stu-
dents don’t know that an economics Ph.D. is usual-
ly fully funded (with a stipend), or that Ph.D.s in eco-
nomics (unlike many other fields) have an admirable 
rate of finding satisfying and well-paying jobs (Kamal 
et al., 2023). Many students don’t know about the hi-
erarchy of economics Ph.D. programs or what makes 
for a strong applicant. Many can’t picture what a Ph.D. 
program really looks like, or what kinds of jobs an eco-
nomics Ph.D. qualifies you for. Ask questions, listen, 
and fill in the gaps. And be encouraging—if a student 
has curiosity and persistence and is interested in the 

Sarah Jacobson

. . . a great deal of mentoring 

occurs informally and on the 

basis of personal connections.

continues on page 6
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topics economics is so well suited to answer, make sure 
they know that if they choose to pursue an economics 
Ph.D., they have the capacity to succeed in it! Even stu-
dents who seem highly capable may suffer from im-
poster syndrome, especially minoritized people and es-
pecially women—it can make all the difference in the 
world for someone to say out loud and explicitly, “You 
can do this!” 

Mentoring Within the Curriculum
Mentoring by faculty can occur in relation to a course or 
in academic or research advising, and costs nothing—
it just requires that faculty members change how we 
interact with our students. Instructors must recognize 
that only part of our role is to convey information; we 
also have a crucial opportunity to fill in mentoring gaps 
while we interact with our students. We are authority 
figures and what we say has a bigger impact than we 
may realize. Many of your colleagues with Ph.D.s pur-
sued that degree because at some point, some profes-
sor said to them, “Hey, you should think about going 
to grad school!” 

The size of your class may determine what kind of 
mentoring you can offer individual students. In a small 
class, you likely have a great deal of interaction with 
individual students in person and electronically; tak-
ing the extra minute to truly hear and see your student 
when they ask for help on a problem set can make all 
the difference. In a larger class, encouraging emails, 
even if programmatically sent out—for example, to the 
students with the top 20% of exam grades—can be sur-
prisingly effective. Similarly, if you are an academic or 
research advisor, between the focused conversations on 
those subjects, you can easily find moments to slip in a 
little of what I call “guerilla mentoring.”

Mentoring Within the Department
Idiosyncratic professor-to-student mentoring can be 
very meaningful, but students can fall between the 
cracks. Departmental mentoring programs can provide 

broader support, often by leveraging not only faculty 
but students, and, in some cases, staff. These can take 
many forms, but I’ll describe a few examples. 

First, mentoring can be built around coursework. At 
Williams College, we used funds from the Undergrad-
uate Women in Economics (UWE, Avilova and Gold-
in, 2018) initiative to jumpstart a tutoring lab we call 
the Economic Resource Center. This drop-in center is 
staffed by paid student tutors who are trained to tutor 
for our core courses. It is open every weeknight, and is 
extremely popular. This required some funding to con-
tinue after UWE ended, but Williams eventually folded 
it into the College’s academic support services.

Second, extracurricular mentoring opportunities 
can be set up between current students and alumni, 
professionals, or faculty. Alumni can be brought back 
to serve on panels, in person or virtually, to provide ad-
vice and guidance about future paths. In particular, to 
encourage minoritized students to enter the economics 
Ph.D. pipeline, organize panels about economics Ph.D. 
programs, research assistant jobs, and professional de-
velopment and mentorship opportunities such as the 
American Economic Association (which I will return 
to shortly). Panels are particularly effective if they fea-
ture role models who share minoritized identities. For 
example, at Williams, we have had virtual panels with 
diverse alumni as well as others interested in diversify-
ing the economics profession. As another example, we 
used funds from UWE to pay for small “coffee chats,” 
each featuring one professor and a handful of random-
ly-chosen students who identify as women, intended to 
not just provide mentoring at the moment but also cre-
ate a culture that encourages women students to seek 
mentorship from faculty.

Third, peer mentoring programs can be extreme-
ly effective, both for the early career students who re-
ceive guidance and for the more advanced students who 
grow into the responsibility of supporting their peers. 

continues on page 7

 Mentoring Undergraduates      
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continues on page 7

 Mentoring Undergraduates      
At Williams, we have implemented peer mentoring 
through student-driven initiatives, including one-time 
events like a “Women of Color Pre-Registration Advice 
Dinner” and ongoing events like a “Peer Mentoring 
Families” program that matched students into groups 
for the course of a semester. That these were student 
initiated shows that our students can teach us a great 
deal about what they actually need from mentorship 
and how to those needs can best be served.

Mentoring Outside the Institution
Finally, mentoring programs outside your institution 
can provide invaluable additional support. Several out-
standing programs help undergraduate students from 
minoritized identities feel stronger and more resilient 
through their connections. Some outstanding pro-
grams are:

•	 The American Economic Association Summer Pro-
gram (https://www.aeaweb.org/about-aea/commit-
tees/AEASP) is a two-month training program for 
students or graduates from minoritized identities 
who may want to pursue economics Ph.D.s, and has 
in recent years been coupled with a mentoring pro-
gram called Inclusive Peer Onsite Distance (IPOD) 
that keeps students engaged in mentoring groups 
with a senior scholar for up to three years. 

•	 The Becker Friedman Institute at University of Chi-
cago has a summer program called the Expanding 
Diversity in Economics Summer Institute (https://
bfi.uchicago.edu/ede/), a three-week summer work-
shop focused on skill-building, exploration of eco-
nomics, and networking. 

•	 Research in Color (https://www.researchincolor.
org/) matches each mentee with a professional econ-
omist as a mentor for an eight-month long men-
toring program shaped around the writing of a re-
search paper that could serve as a writing sample 
for an application to an economics Ph.D. program. 

These and similar programs provide funding to eli-
gible students, and most are available for either current 
undergraduate students or students who have complet-
ed their undergraduate degrees.

Conclusion
Making mentoring broadly accessible is about build-
ing a web of support that ensures everyone can reach 
for the same goals and make the same contributions, 
acknowledging that some demographics face barriers 
in seeking these ends. Many of the best ways to en-
sure mentoring is available to all of your undergraduate 
students take little or no resources but simply require 
thoughtfulness and attention to the needs of individual 
students. When we succeed, we are rewarded with the 
joy of seeing our students thrive and, if we are lucky, 
we get to welcome them into the economics profession 
to help advance our field further. 
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The severe underrepresentation of women and mi-
norities in the economics profession has been a long-
standing concern. Existing at the intersection of gender 
and minority representation, the situation looks even 
grimmer for women of color. While the lack of diver-
sity percolates through all stages of the “pipeline,” it 
begins with a substantial lack of representation of mi-
nority women at the undergraduate level. In 2020, 34.1 
percent of all undergraduate economics degrees were 
awarded to women with black women being the recipi-
ents of only 1.4 percent of the degrees conferred (see 
figure). The male-female gender gap remains a persis-
tent concern in the field. However, it is also disturbing 
to see that for black women, the numbers have declined 
consistently since 2003, going from 2.5 percent to 1.4 
percent whereas for all women they have increased 
in the last decade. This further raises the question of 
whether the initiatives being taken to improve diversi-
ty within the profession adequately reflect the experi-
ences, concerns, and needs of women of color. Conse-
quently, this is where consciously building the pipeline 
becomes especially important. 

Interventions proposed to address systemic barri-
ers that affect minority students’ decision of choosing 
economics as a field of study speak to several different 
areas of action. Evidence from randomized controlled 
trials (RCTs) have shown that dissemination of infor-
mation through outreach by faculty and departments 
regarding the breadth of the field and the potential ca-
reer paths open to economics majors can be effective 
in offsetting knowledge gaps, student misperceptions 
and attracting more minority women into the major 
(Bayer et al. 2019; Bedard et al. 2021). Research has 

also highlighted aspects of mentoring such as the “role 
model effect” and “bridge mentoring programs” that 
are critical to the success of minority women in the 
field (Bayer and Rouse, 2016). More recent work has 
further discussed the need to create opportunities for 
“proactive” faculty mentoring (Bayer et al. 2020a). For 
instance, faculty members showing support for a men-
tee’s decision to major in the field by bringing them 

continues on page 9
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into one’s own research network and encouraging them 
to pursue research related to race and other aspects of 
their identity can go a long way in diversifying the field 
and profession. Use of instructional content and pre-
sentation methods in introductory level courses in a 
way that minority women find interesting and relevant 
on a broader scale, has also been considered as pivotal 
to changing their perception of the discipline and in-
creasing their interest to major in economics (Bayer et 
al. 2020b). 

While there is much discussion over the details of 
why the lack of representation and what the best path 
forward is, we will instead focus on initiatives under-
taken by Historically Black Colleges and Universities 
(HBCUs). Given that HBCUs are uniquely positioned 
within the higher education landscape in creating ini-
tiatives, policies, and practices specifically tailored to 
meet the needs of people of color, they deserve a closer 
look! In this article we provide both academic and in-
dustry initiatives and interventions at HBCUs that work 
together to not only increase the number of minority 
women in economics, but also provide a space to find 
hands-on training and thrive in the field. 

The Differential Impact of Economics Departments 
at HBCUs—A Combination of Experiential 
Education and Supportive Environments
Despite various challenges and constraints, economics 
departments at HBCUs have been consistently success-
ful in producing black undergraduate degree holders 
in the field. This year at the ASSA meetings, Chan-
tal D. Smith and Omari Swinton’s presentation on  
“HBCUs and Economics Departments” highlighted the 
similar successes of some economics departments at 
HBCUs, which include: participation in some pooling 
of resources (consortiums or state education systems); 
implementation of innovative curriculum, student-
led (and faculty supported) economics clubs; partner-
ships with external economic research institutions and 

organizations; and faculty mentoring that tends to serve 
as the primary strength for these departments (Smith 
and Swinton, 2022). More broadly, tremendous sup-
port for students at these institutions via strong alumni 
network, strategically designed summer academic pro-
grams and facilitation of student research experiences 
is considered among the vital factors that form the “se-
cret sauce” of HBCUs in improving black student out-
comes at the undergraduate level when compared to 
other institutions (Price and Visceiza, 2022). 

To further this discussion, we would like to highlight 
some features of undergraduate economics programs 
at three HBCUs—Howard University, North Carolina 
Agricultural and Technical (A&T) State University and 
Spelman College—that have been particularly success-
ful in improving the undergraduate pipeline in one or 
both ways: (i) through their efforts of attracting students 
into the major in substantial numbers over the years 
(ii) by building an environment that prepares some of 
these students for advanced studies in the field (Minor-
ity Report, 2023). With regards to (i) Howard has specif-
ically focused on outreach related activities that address 
information gaps about the broader application of eco-
nomics to help students make more informed career 
choices. On the other hand, to appeal to varied interests 
of students, NC (A&T) State University and Spelman 
have taken the approach of a more robust curriculum 
that offers several undergraduate concentrations (e.g., 
business, law). Spelman has also relied on the “role 
model effect” facilitated by a “Distinguished Speaker 
Series” with women economists of color sharing their 
professional career goals and journey in economics. To 
fulfill (ii), interventions at these institutions have pri-
marily targeted the acquisition of “technical training” 
(mathematical and data analysis skills) required to be 
successful in economics Ph.D. programs. In fact, lack of 
mathematical ability has been cited as potential expla-
nation for the decline in economics degrees conferred 
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to Black women (Sharpe et al. 2018).To enhance stu-
dents’ math preparedness, Spelman in particular, has 
taken some noteworthy initiatives. The department 
has partnered with an established six-week “Summer 
Bridge Program” for incoming first-year students that 
provides them with the mathematical foundation need-
ed to withstand the quantitative rigor of an economics 
degree program. Moreover, the department also offers 
a BS degree with a more quantitative curriculum to spe-
cifically prepare students interested in graduate school. 
All three HBCUs facilitate various year-round and sum-
mer research experiences for their students both in-
house and through several formal partnerships with 
external networks, some of which even lead to students 
co-authoring on peer-reviewed publications. 

So, there has been a much-needed proliferation in 
recent years of a range of remedial interventions that 
are being explored at different institutions. Given the 
multiple drivers of under-representation, it is perhaps 
difficult to argue whether some deserve priority over 
others. Also, since these interventions are relatively 
new, the overall impact is yet to be seen but the inter-
est in economics graduate programs as measured by 
applications to graduate programs, Research Assis-
tant positions at the Fed and applications to graduate 
preparation programs such as PREDOC or the AEA 
Summer program have increased over the years.

However, a particular area which we believe has not 
been explored much and where HBCUs can make a 
big difference is that of “individual centered mentor-
ing and advising” (a concept discussed in Montgomery 
et al. 2014; Montgomery et al. 2018b). Faculty at PWIs 
and other less diverse institutions, no matter how well 
disposed, more than often do not have the first-hand ex-
perience or the knowledge of the struggles and needs 
of minority women to be able to provide them with the 
right kind of support early on in the profession. What 
women of color need is much more than “generic ad-
vice” (Lisa D. Cook~ CSWEP Newsletter, 2019)—they 

need to be heard and understood! They require the type 
of mentoring that focuses on offering specific advice 
and insights based on personal bonding and rapport 
with faculty, instills within them a sense of belonging 
and has long lasting impacts on their confidence and 
self-esteem. Such mentoring can not only help them 
recognize their specific skills and abilities but also use 
those traits effectively to achieve their goals and aspira-
tions. Together with their unwavering mission and or-
ganically developed initiatives, HBCUs are in the best 
position to implement such mentoring strategies that 
help target root causes of the pipeline problem and 
bring about structural changes within the system. 

Creating a “Pathway for Successful Careers ” in 
Economics—The Value of the Sadie Collective
On the industry side we have seen evidence of sectors 
looking to diversify their workforce and in need of those 
who have studied economics and have the technical 
skills/training to excel in their roles. The Sadie Collec-
tive stepped into the picture in 2019 in response to the 
very same issues outlined at the start of this article. At 
The Sadie Collective, our initiatives exist to work in tan-
dem with specialized programs such as those at Spel-
man, but also in tandem with young Black women and 
youth that may not have traditional access to them. 

The Sadie Collective is committed to centering Black 
women in the study of economics1 by creating signature 
programming accessible at different stages of learning 
and professional life. This mission is in direct response 
to the shocking statistic that Black women make up 
only .05% of doctoral degrees in economics. Here are 
the few ways the Collective are working to inspire cu-
riosity in the study of economics and help those that 
commit, find a path to professional success.

1 The Sadie Collective also centers those in disciplines such as public policy, data science, 
and finance.
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Annual Conference 

The Sadie T.M. Alexander Conference in Economics 
and Related Fields (SACE) started as a way to bring 
young Black women economists together and has since 
bloomed into incorporating programming that fosters 
retention in the field. We have reached over 1000+ in 5 
years. Our annual research reception, presented in part-
nership with Brookings Institution has highlighted the 
research of over 15 Black and brown women in front of 
audiences that they may not normally have access to. 
Typically, a two-day affair, the conference features 20+ 
speakers, workshops, and a career fair with an average 
of 20 organizations recruiting for roles from entry lev-
el to specialized experience. Conference goers get the 
unique opportunity to be in an intimate setting in a re-
nown think tank to discuss and reflect on the various 
ideas and experiences that are shared. SACE has also 
committed time and space to provide mentorship and 
celebration of our membership

Exploring Career Pathways in Economics and  
Related Fields Conference 

In 2020, The Sadie Collective embarked on a multi-
year partnership with the Federal Reserve Bank of Chi-
cago (FRBC) to present a one-day seminar that has two 
main goals. The first is to connect undergraduates and 
high schoolers in the Chicago area with the work that 
FRBC does, and second, to provide a space for network-
ing and hands-on learning. This particular partnership 
is a highlight of ours as we have connected Sadie Col-
lective members to internships at FRBC through this 
conference, some of which have become Research As-
sistants. The Exploring Career Pathways in Economics 
and Related Fields conference and our partnership with 
FRBC has provided a direct pipeline from academics to 
the profession. 

High School Engagement

In 2021, The Sadie Collective won a grant from the 
Goldman Sachs One Million Black Women initiative 

to work specifically on high school outreach with both 
dedicated and integrated programming. We decided to 
expand our reach to high schoolers knowing that intro-
ducing the concepts of economics before undergrad-
uate will increase the probability of women entering 
the field during their freshmen and sophomore year, 
in time for adequate mathematical and coding course 
work completion. In our pilot year we made deep con-
nections with a high school in Virginia and Chicago. 
Direct feedback from our high school attendees have 
extended their gratitude for showing the intersections 
of economics and other topics they care about. One stu-
dent wrote: “Previously I had never seen how impactful 
economics really is, Environmental/Green economics 
provides us with the knowledge of long-term shifts in 
weather and greenhouse gases to someday lessen the 
impact of climate change and racial economics enables 
the black community with the tools to break down sys-
temic racism.” This early exposure to make these con-
nections is crucial to strengthening the pipeline for not 
only an academic focus, but a career path.

Way forward 
We know there is no one way forward to address the 
“pipeline problem” in the economics field. We do know 
that each interaction that these initiatives reach, wheth-
er through an institution or through an external pro-
gram, that progress is made towards increasing minori-
ty women in the spaces that need their perspectives and 
skills. We work diligently to refine and innovate until 
the profession reflects our reality.
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Many times we hear about strengthening pipelines as 
a means to diversify the economics profession with re-
spect to women and other traditionally underrepresent-
ed groups in economics. Recent attention has started 
shifting toward pathways into the profession with the 
realization that many of today’s college students are 
not in the traditional age range of 18 to 22, nor do they 
necessarily attend a residential campus. And even if 
they start college at 18, they do not necessarily start at 
a four-year institution. Given that socioeconomic back-
grounds among Ph.D. economists are less representa-
tive than those in the average Ph.D. field (Schultz and 
Stansbury 2022), non-traditional students, including 
adult learners, first-generation college students, work-
ing students, part-time students, and those who might 
primarily be enrolled in online classes, in my view rep-
resent relatively under-tapped populations to increase 
diversity and inclusion in the economics profession. 

Reconsider Schedule and Format of Networking 
Meetings/Events
We know from the literature and evidence that mentor-
ing and networking are key to attracting and retaining 
women in economics and that student organizations at 
many colleges and universities, such as Women in Eco-
nomics organizations, serve as excellent recruiting and 
networking tools for women. They also serve to foment 
peer mentoring opportunities. However, traditionally 
structured student organizations might not be optimal 
at public urban colleges and universities (including my 
current institution of Metropolitan State University of 
Denver) that have large numbers of non-traditional 
students with external time demands, such as working 

off-campus, children, or other family or household ob-
ligations. Well-structured plans for meetings and net-
working activities scheduled long in advance will help 
these non-traditional students feel like they belong to 
a community. Meeting times can be set up on a rotat-
ing basis to include evening and weekend hours, with 
advance notice. Moreover, encouraging student parents 
to bring their children and other family members to 
events should increase their participation and sense of 
belonging. 

Integrate Podcasts and Webinars with Women 
Economists into Virtual and Hybrid Meetings
Student organizations that only meet in person during 
weekdays might inadvertently exclude numerous stu-
dents who work or primarily take online classes. While 
there are many benefits from having in-person meet-
ings, hosting at least some of the meetings in a virtual 
(or hybrid) format should increase access and partici-
pation from those who cannot be physically present 
on campus for any reason. To keep students engaged, 
some of the virtual/hybrid meetings could involve dis-
cussing podcasts and webinars that feature women 
economists, including the Women in Economics Pod-
cast Series from the Federal Reserve Bank of St. Lou-
is, the Fed’s various Women in Economics Symposiums, 
CSWEP’s career development webinars and videos, Sa-
die Collective events, and others. This would serve the 
additional purpose to help attract and retain non-tra-
ditional women students in economics. Evidence has 
been presented over the years suggesting that expos-
ing students to women economists can be effective 
to attract them into the field (e.g., Ray 1995; Johnson 
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2019; Porter and Serra, 2020). In my experience, non- 
traditional students are not different in this regard. 

Use Digital Platforms and Social Media for Women 
Economists to Expand Student Networks
Moreover, many live conferences and events such as 
the Women in Economics Symposiums are now held in a 
hybrid format, meaning that in-person, virtual, and hy-
brid watch parties can be organized to engage broader 
audiences in real time. Such opportunities made pos-
sible by recent technological advances can create a pow-
erful sense of belonging among diverse non-traditional 
students, as they realize they can be part of larger and 
supportive regional and national networks even if they 
are the only “one” in their academic departments or 
programs. Beronda Montgomery (2018), for example, 
points to the use of social media and digital platforms 
to build and sustain diverse networks in STEM fields. 

Create a Sense of Belonging for Women in Online 
Economics Classes 
When considering online students, it is likely that many 
of the strategies found to increase the sense of belong-
ing within in-person economics classes will work in 
online classes too. Such strategies include sending stu-
dents messages that encourage them to take additional 
economics courses or major in economics as well as of-
fering to write letters of recommendation (e.g., see Bay-
er, Bhanot and Lozano 2019; Cook 2019). I should note 
these are strategies I have found to be helpful over the 
years with my own students, although I have not taught 
on-line. These types of individualized interactions with 
faculty members also reassures online students they 
are being seen by, and matter to, their instructors, de-
spite the modality of the course. In addition, the in-
creased sense of belonging among non-traditional col-
lege students might go a long way toward reversing 
the relatively small presence of first-generation college 
students and low socioeconomic diversity among Ph.D. 
economists observed by Schultz and Stansbury (2022).

Reach Out to Students Who Stop Out
Another possibility in terms of pathways would be for 
Departments of Economics to keep track of women 
(and other) majors who “stopped out” of college—a ten-
dency that increased during COVID-19 (and not only 
in economics). Maintaining contact with students who 
leave the institution is a way for them to continue to feel 
connected and increase their likelihood of reenrolling. 
There are numerous examples in the higher education 
industry. For example, a recent post by Anthology notes 
that “… employing aligned messages across a range of 
mediums will improve overall responsiveness—we see 
great results when a text message precedes a phone call 
and when a phone call is followed by an email… That 
said, the trusty telephone should remain at the core of 
your outreach strategy.” According to their data, “…stu-
dents are three times more likely to reenroll if you can 
engage them via phone” (Smith 2022).

Consider a Holistic Approach to Cultivate Diversity 
and Inclusion in Economics 
To take a more holistic approach that extends beyond 
the notion of a pipeline, moreover, it is worth consider-
ing an ecosystem framework as described by Montgom-
ery (e.g., 2019), recognizing that the lack of diversity in 
economics reflects structural problems with the pipe-
line itself. Mentors and others in leadership positions 
have the responsibility to fix the systemic problems in 
the profession rather than trying to advise women and 
other traditionally underrepresented groups how to 
navigate the broken system. While the points discussed 
above can play a role in helping women navigate the 
current system, we need to consider how such strate-
gies can intentionally be deployed as part of a broader 
approach to cultivate an inclusive ecosystem to attract 
and retain non-traditional women students in the eco-
nomics profession.
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Pre-docs: A Challenge and an Opportunity 
Last year, over 500 college graduates were hired as pre-
doctoral research assistants (pre-docs or RAs) in the 
United States. Pre-docs are full-time, post-baccalaureate 
research assistantships at universities and other re-
search institutions. Data from several Ph.D. programs 
suggest that nearly 50% of applicants to economics pro-
grams have had pre-doc experience, and the propor-
tion is even higher for admitted students. This trend 
poses a challenge and an opportunity to any of us ad-
vising undergraduates interested in research. The chal-
lenge is that any lack of diversity in pre-doc programs 
will feed into Ph.D. programs, making the issue of un-
der-representation possibly worse going forward. The 
opportunity is to exploit this trend, remove frictions 
that may keep talented students away from these pro-
grams, and expand the talent pool by engaging, prepar-
ing, informing, and mentoring students from all back-
grounds. Diversity in pre-doc programs will then feed 
into the Ph.D. pipeline and eventually faculty. The pre-
doc path provides some benefits that other pathways to 
the doctorate lack:

•	 Pre-docs are typically two-year salaried jobs. For stu-
dents unsure about an academic career, this is an 
easier and more affordable commitment than a six-
year Ph.D. program. 

•	 In Ph.D. applications, pre-docs have a similar cre-
dentialing factor to master’s degrees, without the 
cost of tuition, lowering financial barriers to pipe-
line entry. 

•	 Pre-docs typically take additional courses, like Real 
Analysis, at their institutions, thereby increasing 
their human capital for a successful application to 
Ph.D. programs. 

•	 Working alongside faculty at research-intensive in-
stitutions, pre-docs are able not only to learn about 
a research career, but also to receive recommenda-
tion letters from well-known researchers, an asset 
for Ph.D. applications (Posselt 2018).
Exposure to information about pre-docs and prep-

aration for research careers in general has been, and 
in part still is, asymmetrical, with undergraduates en-
rolled in top institutions better informed than others. 
Pre-doc programs are tools to expand access to research 
careers to all talented undergraduates, promoting excel-
lence in research by expanding the talent pool. In order 
to realize that opportunity, it is our hope that faculty 
across the profession will advise their students about 
the benefits of such opportunities.

Pathways to REsearch and DOctoral Careers 
(PREDOC)
Research careers have a hidden curriculum, particular-
ly in economics. Too often, students cultivate an inter-
est in research late in their undergraduate studies, only 
to learn that they need a mathematics background inde-
pendent of the economics major, as well as research as-
sistant (RA) experience (and concomitant letters of ref-
erence), to be competitive for Ph.D. admissions (Sharpe 
2017). Sometimes such extra-major experience is out of 
reach because their undergraduate institution does not 
offer these resources. Other times, the elective course-
work that may inspire interest in research comes too 
late to start the necessary sequence of math classes, find 
an RAship, or attempt a degree thesis. Faced with the 
challenge of needing further qualifications after grad-
uation, students have had to turn to expensive mas-
ter’s degrees, or leave the academic pathway altogether. 
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Students face barriers of information, education, cre-
dentialing, and financial resources. The PREDOC Con-
sortium, a consortium of universities and research in-
stitutions created in summer 2020, is working to use 
the dramatic rise of pre-doctoral opportunities to com-
bat these frictions.

1.	 Informational Frictions. Time is a major constraint for 
students, particularly those who are financially con-
strained. It is hard for them to spend time to find 
existing opportunities. Through a major outreach 
effort, PREDOC has convinced all US hiring insti-
tutions to post their pre-doc job ads on PREDOC’s 
website (https://predoc.org/opportunities). We then 
actively advertise such positions through our large 
network of undergraduates, including Minority 
Serving Institutions (MSIs), Historically Black Col-
leges and Universities (HBCUs), and other simi-
lar institutions, reducing the search costs for these 
positions. We also hold dozens of information ses-
sions at these schools.1 In 2021/22, over 516 pre-
docs were advertised on PREDOC.org, and as of 
the time of this writing, PREDOC.org has had over 
270,000 visits (over 120,000 unique visitors) since 
launch in October 2020. A survey of pre-doc appli-
cants shows that PREDOC.org has quickly become 
the main information hub for pre-doc opportunities.  
    As a one-stop information hub, the PREDOC 
website also contains a wealth of information about 
graduate studies, educational materials, and career 
paths, in addition to celebrating the wide array of 
research questions tackled in the quantitative so-
cial sciences. The website makes visible the invis-
ible curriculum for research careers, as it dispels 
myths about what research in fields like economics 
and business is, and shows how research aligns with 
students’ broader interests. 

1 Email info@predoc.org to request an information session at your school, or to volun-
teer as a speaker at one of our sessions (virtual or in-person).

2.	 Educational and Credentialing Frictions. PREDOC’s sum-
mer course, which is free and pays students a sti-
pend, provides students with both the technical 
skills necessary for research, and motivation to con-
sider a research career in the first place (Bayer et al. 
2020). Inspiring lecturers focus on pressing topics 
like wealth inequality, climate change, discrimina-
tion, and so on, topics that undergraduates do not 
always connected with economics and business. For 
instance, this summer, students received lectures 
from Greg Bruich (Harvard, main instructor), Raj 
Chetty (Harvard), Ellora Derenoncourt (Princeton), 
John Friedman (Brown), Nathaniel Hendren (Har-
vard), Frances Moore (Davis), and Winnie van Dijk 
(Harvard). Students report that these lectures were 
“mind blowing,” and that they had no idea that eco-
nomics research could be so inspiring. PREDOC re-
ceived over 1,700 applications, showing the strong 
appetite for such courses. The cohort was 47.5% fe-
male, 35% male, and 17.5% non-binary, with 47.5% 
URM students. 32.5% were Pell Grant recipients (in-
dicating high financial need), and 62.5% self-report-
ed as first-generation.

3.	 RA Funding Program. Exposure to innovation spurs new 
innovation (Bell et al. 2019), and undergraduate re-
search in particular is strongly linked to developing 
research identity and enrollment in graduate school 
(Hathaway, Nagda, and Gregerman 2002; Maton et 
al. 2016). PREDOC is exploiting the tools many fac-
ulty developed during the COVID lockdown to man-
age RAs remotely, to facilitate the matching of re-
searchers with students who may not have research 
opportunities at their own schools. Researchers are 
typically at research-intensive institutions, and pro-
vide essential undergraduate research experiences, 
as well as letters of reference that add an important 
dimension to applications of students who are not 
studying at R-1 universities. PREDOC also advertises 

continues on page 16
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part-time RA opportunities broadly (https://predoc.
org/ra-opportunities), using a resume book of stu-
dents who have participated in PREDOC Education 
initiatives to encourage PIs to continue the develop-
ment of these promising students. 

4.	 Faculty Mentoring Resources. Because PREDOC focus-
es on both the supply and demand side of the path-
way to research careers, our Faculty Mentoring Re-
sources (https://predoc.org/for-faculty) ensure that 
those recruiting pre-docs have access to best prac-
tices in hiring and mentoring, including de-biasing 
strategies. PREDOC hosts multiple events annual-
ly, including Best Practices in Diverse Hiring and 
Mentoring Across Difference, to ensure PIs have the 
tools they need as hiring managers and supervisors 
to recruit, hire, support, and empower their pre-docs 
and foster an inclusive climate.

Potential Concerns about Pre-doc Programs
There are some concerns that come with pre-doc pro-
grams that students may raise:

1.	 Time to degree. Some worry that pre-doc programs 
may increase the time to degree, as it adds two years 
of work before the Ph.D.. There is evidence that this 
worry may be exaggerated. Students have always 
come to the Ph.D. through different paths, such as 
master’s programs, industry work, or straight from 
undergraduate. Pre-docs provide another path. One 
reassuring statistic is that the median years between 
earning a bachelor’s degree and Ph.D. in Econom-
ics has remained stable as pre-docs have become 
more popular.2 

2.	 Exploitation from faculty. Some have voiced concern 
that pre-docs risk being exploited as “cheap labor” 
by faculty, with the threat of not writing strong let-
ters of recommendation. Such situations must in-
deed be dealt with at the school level by running 

2 NSF Survey of Earned Doctorates, Table 1-12: https://ncses.nsf.gov/pubs/nsf23300/
data-tables#group1 

best practices programs for the faculty and institut-
ing retaliation-free grievance processes for pre-docs. 
Following best practices and building a welcoming 
environment where pre-docs can flourish is in the 
interest of hiring institutions, as the increasing com-
petition for the best pre-docs will steer the best pre-
docs to gravitate toward more welcoming programs. 

Conclusions
As the quantitative social sciences are asking more am-
bitious questions with bigger data, pre-doc programs 
and the support they give to research faculty are here 
to stay. Without decisive intervention to remove in-
formational, educational, credentialing, and financial 
frictions, pre-doc programs may make a bad situation 
worse in terms of diversity in the Ph.D. pipeline. How-
ever, if we advise our students effectively and live up to 
the promise of pre-doc opportunities, such programs 
may in fact be powerful tools to bring under-represent-
ed groups into the Ph.D. pipeline. It is difficult to over-
state the excitement students express when we run in-
formation sessions showing them that they can make 
a living answering questions they are passionate about. 
With so many options before them, undergraduates 
rely on the advice of faculty they trust. With the help of 
faculty advisors across the profession, we can help stu-
dents take advantage of this new pre-doctoral pathway, 
and one day welcome them as colleagues. 
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On February 17, 2023, Rebecca Blank, Chancellor Emer-
ita of the University of Wisconsin–Madison, former Act-
ing Secretary of the Department of Commerce, former 
Dean of the Gerald R. Ford School of Public Policy at 
the University of Michigan, and Distinguished Fellow 
of the American Economic Association passed away af-
ter a battle with cancer. Rebecca “Becky” Blank was one 
of the most accomplished and influential economists 
of her generation. Her research focused on labor sup-
ply, unemployment, the role of gender and race in labor 
markets, the economics of poverty, and welfare reform. 
She authored several books and close to 100 articles. 

Prior to all of these significant, national leadership 
accomplishments, Rebecca “Becky” Blank was a mem-
ber from 1990–1996 and chair from 1993–1996 of the 
Committee for the Status of Women in the Economics 
Profession. As the leader of CSWEP, Becky was instru-
mental in creating the CSWEP Annual Survey to gather 
accurate data on women’s progress in the profession. 
The survey continues to this day. Becky’s commitment 
to furthering women in the economics profession last-
ed throughout her career, including making time as 
Chancellor to share career insights with the Women in 
Economics organization at the University of Wiscon-
sin–Madison. Becky Blank was a smart, pragmatic, and 
inspirational leader who blazed a trail for women in the 
economics profession and increased opportunities for 
those of us that have followed.

In Memoriam 
Rebecca Blank, Former Chair of CSWEP

Rebecca Blank

Join the CSWEP Liaison Network! 

Three cheers for the 150+ economists who have 
agreed to serve as CSWEP Liaisons! We are already 
seeing the positive effects of your hard work with 
increased demand for CSWEP paper sessions, fel-
lowships and other opportunities. Thank you! Dis-
semination of information—including notice of 
mentoring events, new editions of the CSWEP News 
and reporting requests for our Annual Survey and 
Questionnaire—is an important charge of CSWEP. 
For this key task, we need your help. Visit CSWEP.
org to see the list of current liaisons and depart-
ments for whom we’d like to identify a liaison. We 
are also seeking liaisons from outside the academy. 
To indicate your willingness to serve, send an e-mail 
with your contact information to info@cswep.org.

CSWEP (the Committee on the Status of Women in 
the Economics Profession) is a standing committee 
of the American Economic Association charged with 
serving professional women economists in academia, 
government agencies and elsewhere by promoting 
their careers and monitoring their progress.

CSWEP activities endeavor to raise the awareness 
among men and women of the challenges that are 
unique to women’s careers and can be addressed with 
a wide variety of actions, from inclusive searches to 
formal and informal mentoring activities. CSWEP 
freely disseminates information on how the profes-
sion works as well as advice to junior economists. We 
intend this information to be of value to all econo-
mists, male or female, minority or not.
Annually, CSWEP
•	 Organizes mentoring workshops, paper presenta-

tions sessions at the annual AEA Meetings, and 
professional development sessions at the annu-
al meetings of the four regional economics asso-
ciations (the Eastern, Mid-Western, Southern and 
Western);

•	 Conducts a survey and compiles a report on the 
gender composition of faculty and students in 
academic economics departments in the United 
States;

•	 Publishes four editions of the CSWEP News, con-
taining a feature section written by senior econo-
mists that highlights career advice or other topics 
of interest to the economics profession; and

•	 Awards the Carolyn Shaw Bell Award, given to a 
person for their outstanding work to promote the 
careers of women economists as well as the Elaine 
Bennett Research Prize, given biennially to a young 
woman economist for fundamental contributions 
to academic economics.
Our business meeting is held during the annu-

al AEA Meetings and is open to all economists. It 
is a time for us to confer awards and celebrate re-
cipients, present the Annual Report on Women in 
the Economics Profession and to hear your input on 
CSWEP’s activities. The CSWEP Board meets three 
times yearly and we encourage you to attend our busi-
ness meeting or contact a Board Member directly to 
convey your ideas for furthering CSWEP’s mission.

What is CSWEP?

Visit cswep.org for more information.

https://www.aeaweb.org/about-aea/committees/cswep
https://www.aeaweb.org/about-aea/committees/cswep
mailto:info%40cswep.org?subject=
https://www.aeaweb.org/about-aea/committees/cswep
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Call for Applications 
Mentoring Workshop

Successfully Navigating Your 
Economics Ph.D.
A Mentoring Workshop for 3rd and 4th 
Year Women/Non-Binary Economics 
Ph.D. Students 
Friday, November 17, 2023  
10:30am–5:00pm CT,  
followed by an optional networking  
reception. 
New Orleans, LA
DEADLINE: Friday, July 28, 2023
Organizers: Celeste Carruthers, Melanie 
Guldi, Catherine Maclean, and Orgul 
Ozturk 

The 2023 Annual Meeting of the 
Southern Economic Association (SEA) 
will take place from Saturday, November 
18th through Monday, November 20th 
in New Orleans, Louisiana. The men-
toring workshop will take place the day 
before the main SEA meeting (Friday, 
November 17th) and will be held in-per-
son. Workshop mentees are not required 
to attend the SEA. 

Purpose
In most economics Ph.D. programs, 
students will have completed their 
coursework and chosen their fields by 
the completion of their second year. 
Then, students face the daunting and 
exciting task of conducting their own in-
dependent research, sometimes for the 

first time in their lives. Students can feel 
overwhelmed and lost at this juncture in 
their studies, and may not always have 
access to support and resources that can 
help them navigate graduate school suc-
cessfully and make the most out of their 
Ph.D. experience. 

Women and non-binary students, who 
are substantially under-represented 
in economics education and the pro-
fession and face a variety of systemic 
barriers, may be at a particular dis-
advantage, and may lack women/
non-binary peers, role models, or 
mentors in their own departments 
and networks. The goal of this work-
shop is to begin to address this need. 

The material in this call and used in 
the workshop is based on the work of 
Professor Maya Rossin-Slater (National 
Science Foundation Grant SES-
1752203). 

History and Details
The workshop will be modeled after the 
first workshops of this kind, the first of 
which was held at Stanford University 
in September 2019 for students from 
California (organized by Professor Maya 
Rossin-Slater) and the second which was 
held virtually in November 2020 (orga-
nized by Professors Maya Rossin-Slater 
and Jennifer Doleac). The workshop 
is also inspired by the CeMENT work-
shop for women assistant professors 
in economics, which is hosted by the 
Committee for the Status of Women in 
the Economics Profession (CSWEP) and  
the American Economic Association (AEA). 

All 3rd- and 4th-year women/non-binary 
economics Ph.D. students are encour-
aged to apply.  
Students from under-represented 
minority backgrounds are strongly en-
couraged to apply. 

Student participants will be organized 
into small groups based on shared re-
search interests, and each group will be 
matched with two mentors. Mentors will 
be women/non-binary economists in 
early stages of their careers—assistant 
and associate professors in econom-
ics and other departments, as well as 
those employed outside academia (e.g., 
research think tanks, government po-
sitions, industry). The workshop will 
focus on a variety of issues, including 
generating research ideas, finding advi-
sors, collaboration and co-authorship, 
finding opportunities to present re-
search and get feedback, networking, 
and work-life balance. 

The workshop will be held in-person 
in New Orleans, Louisiana prior to the 
93rd SEA Conference (November 18–
20). It will include panels and Q&A 
sessions, as well as small-group ac-
tivities and informal discussions, 
and will be followed by a network-
ing reception for participants. Student 
participants will also receive feed-
back on their research proposals 
from the mentors. Student partici-
pants and mentors are not required 
to attend the SEA conference. 

Calls, Announcements, and Sessions at Upcoming Meetings

continues on page 19

Summary
Call for Applications
1.	 Successfully Navigating Your 

Economics Ph.D.: A Mentoring 
Workshop for 3rd and 4th Year 
Women/Non-Binary Economics 
Ph.D. Students.  
Deadline: 28 July 2023 

2.	 Successfully Navigating Your Ph.D.: 
A Mentoring Workshop for 3rd+ 
Year Women & Non-Binary Ph.D. 
Students in Health Economics & 
Health Policy.  
Deadline: 1 June 2023

3.	 CeMENT Mentoring Workshops for 
Junior Faculty.  
Deadline: 15 August 2023 

Call for Nominations 
CSWEP Carolyn Shaw Bell Award. 
Deadline: 15 September 2023

CSWEP Sessions at Upcoming 
Meetings
Western Economic Association 98th 
Annual Conference, 2 July–6 July 2023 
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To Apply 
Please use this form1 to apply AND sub-
mit your CV and a one-page research 
proposal via email to info@cswep.org by 
Friday, July 28, 2023. 

**Please write “SEA Mentoring 
Workshop” in the subject line.** 

At the top of the research proposal, 
please clearly state which of the follow-
ing fields are most closely related to 
your research idea. You can specify two 
to three fields. 

Labor Economics 

Education Economics 

Public Finance 

Crime Economics 

Health Economics 

Development Economics 

Macroeconomics 

International Trade 

Microeconomic Theory 

Finance 

Behavioral Economics 

Econometrics 

Industrial Organization 

Political Economy 

Other (Please specify) 

The research proposal should outline at 
least one research idea that you are plan-
ning to pursue. You may include more 
than one research idea. The purpose of 
the research proposal is to allocate men-
tees and mentors into groups based on 
common research interests. 

1 https://forms.gle/
FneK65XA2bSEB4QN8

Admission to Workshop
The workshop will be able to accommo-
date approximately 35 mentees this year. 
If demand for the workshop exceeds this 
number, slots will be randomly allocat-
ed among all applicants who meet the 
workshop eligibility criteria. 

Applicants will be notified about their 
admission status in August 2023. 

Funding for the Workshop
With support from the Alfred P Sloan 
Foundation, each mentee will receive 
$750 for travel and hotel. 

Acknowledgements 
We thank the Alfred P Sloan Foundation 
and CSWEP for support. We are grateful 
to Professor Rossin-Slater for permitting 
us to use workshop material and for her 
contributions to the CSWEP mentoring 
programs.

Call for Applications 
Mentoring Workshop

Successfully Navigating  
Your Ph.D.
A Mentoring Workshop for 3rd+ Year 
Women & Non-Binary Ph.D. Students in 
Health Economics and Health Policy
Friday, September 29, 2023
On Zoom
DEADLINE: Thursday, June 1, 2023
Organizers: Marika Cabral and Maya 
Rossin-Slater, with Support from AEA-
CSWEP and ASHEcon

Purpose
In most economics and economics-ad-
jacent Ph.D. programs, students will 
have completed their coursework and 

chosen their fields by the completion of 
their second year. Then, students face 
the daunting and exciting task of con-
ducting their own independent research, 
sometimes for the first time in their 
lives. Students can feel overwhelmed 
and lost at this juncture in their studies, 
and may not always have access to sup-
port and resources that can help them 
navigate graduate school successfully 
and make the most out of their Ph.D. ex-
perience. 

Women and non-binary students, who 
are substantially under-represented in 
the profession and face a variety of sys-
temic barriers (Goldin, 2013; Bayer & 
Rouse, 2016; Hengel, 2017; Mengel 
et al., 2017; Sarsons, 2017; Wu, 2017; 
Bayer & Wilcox, 2019; Lundberg & 
Stearns, 2019; Lundberg, 2020; Doleac, 
Hengel & Pancotti, 2021; Dupas et al., 
2021), may be at a particular disadvan-
tage, and may lack women/non-binary 
peers, role models, or mentors in their 
own departments and networks. They 
may therefore miss out on valuable “hid-
den curriculum” information and feel 
unsupported. 

In health economics and health policy 
fields, a successful research career is of-
ten dependent on access to restricted 
administrative data sets (e.g., insurance 
claims data), ability to raise grant fund-
ing, interdisciplinary collaborations, 
and ability to publish in interdisciplin-
ary outlets. Thus, the challenges faced 
by under-represented groups in the pro-
fession are compounded because these 
benefits and skills tend to be dissemi-
nated through networks and the “hidden 
curriculum”. The goal of this workshop 
is to begin to lower these barriers. 

Details
This workshop series began in 2019, 
as a pilot for California-based wom-
en Economics Ph.D. students, and was 
organized by Maya Rossin-Slater and 
hosted at the Stanford Institute for 
Economic Policy Research. Since then, 
workshops of this type have been occur-
ring on an annual basis, with variants 
that target all fields in Economics and 
those that specifically focus on health 
economics and health policy (the lat-
ter being co-organized by Marika Cabral 
and Maya Rossin-Slater). The work-
shop is also inspired by the successful 
CeMENT workshop for female assis-
tant professors in economics, which is 
hosted by the Committee for the Status 
of Women in the Economics Profession 
(CSWEP) and the American Economic 
Association (AEA). 

Women/non-binary Ph.D. students who 
will be in their 3rd or higher year of the 
Ph.D. in fall 2023 in health economics 
or health policy are eligible to participate 
(no restrictions on geographic location). 
Students from under-represented mi-
nority (URM) backgrounds are strongly 
encouraged to apply. 

Student participants will be organized 
into small groups based on shared re-
search interests, and each group will 
be matched with 1-2 mentors. Mentors 
will be women/non-binary health 
economists in early stages of their 
careers—assistant professors in eco-
nomics and health policy departments, 
as well as those employed outside ac-
ademia (e.g., research think tanks, 
government positions, industry). The 
workshop will focus on a variety of is-
sues, including generating research 
ideas, finding advisors, accessing data, 

 Calls, Announcements, Sessions      
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collaboration and co-authorship, finding 
opportunities to present research and 
get feedback, grant writing, networking, 
mental health, and work-life balance. 
The workshop, which will be held virtu-
ally on Friday, September 29, 2023, will 
include panels, small group sessions, in-
formal discussions, and other activities.

To Apply
Please use this form2 to apply AND 
please send your CV and 1-page research 
proposal to info@cswep.org. 

The research proposal should outline 
at least one research idea that you are 
planning to pursue, and include details 
about the research question, setting, 
data, and empirical design. 

Applications are due June 1, 2023. 

Admission to Workshop
We hope to be able to accommodate 
as many students as we can with this 
workshop. Our slots are limited by the 
number of mentor volunteers that we 
have. If demand for the workshop ex-
ceeds supply of slots, then slots will be 
randomly allocated among all applicants 
who meet the workshop eligibility criteria.

Applicants will be notified about their 
admission status in early summer 2023.

Call for Applications 
Mentoring Workshops

CeMENT Mentoring Workshops 
for Junior Faculty
DEADLINE: 15 August 2023
CSWEP will be hosting two CeMENT 
Workshops for junior faculty follow-
ing in 2024: one for junior faculty in 
Ph.D. granting institutions and one for 
junior faculty in non-Ph.D. granting 

institutions. Each workshop mentors 
women and non-binary junior faculty in 
tenure-track positions in economics de-
partments or at other institutions with 
similar research, teaching, and service 
expectations.

More details are forthcoming, but the 
workshops will consist of a two-and-a-
half-day program. Participants will be 
arranged into small groups and assigned 
to mentors based on their research area. 
Group members and mentors discuss 
and offer feedback on the participants’ 
research. In addition, the workshops 
include sessions on topics such as: pub-
lishing, managing service, effective and 
efficient teaching, developing a tenure 
case, and networking. We are excit-
ed about the opportunity to continue 
CSWEP’s tradition of mentoring female 
junior faculty. We hope you will apply 
and look forward to seeing you at one of 
our workshops.

The application portal will open on July 
1, 2023, and close August 15, 2023. You 
will be informed of your acceptance by 
the end of October 2023. Our expecta-
tion is that, as was the case in past years, 
the number of qualified applicants will 
far exceed capacity of the workshops 
(which is approximately 40 junior par-
ticipants per program). In this case, 
we will exercise a slight preference for 
women earlier in their tenure clock. 
Then, workshop acceptance is deter-
mined by random selection. Those who 
were randomized out last year will re-
ceive priority in the next year as we no 
longer have an evaluation component 
to the workshop. For more informa-
tion and application details please visit: 
https://www.aeaweb.org/about-aea/
committees/cswep/programs/cement-
mentoring-workshops 

We look forward to seeing you there!

Call for Nominations 
CSWEP Carolyn Shaw  

Bell Award 
DEADLINE: 15 September 2023
The annual Carolyn Shaw Bell 
Award is given to an individual who 

has furthered the status of women in the 
economics profession, through example, 
achievements, increasing our under-
standing of how women can advance in 
the economics profession, or mentoring 
others. Nominations should include a 
nomination letter, updated CV and three 
or more supporting letters, with prefer-
ably at least two letters from mentees. 
Nomination letters should be focused 
on examples of how the nominee has 
fulfilled the criterion of advancing the 
position of women in economics, rather 
than strictly on academic achievements. 

A CSWEP-appointed committee re-
views nominations and the prize will 
be awarded at the January 2024 AEA 
Meetings in San Antonio, Texas. The 
Award Committee automatically retains 
and considers applications for a period 
of three years, and previous nominators 
are encouraged to update nomination 
packages if appropriate. Nominations 
will open in May and are due September 
15, 2023. Send nominations for this 
award to Rebekah Loftis, CSWEP Com-
mittee Coordinator, at info@cswep.org. 

For more information and a list of 
past recipients of the Bell Award, vis-
it: https://www.aeaweb.org/about-aea/
committees/cswep/awards/bell

CSWEP Sessions at Western 
Economic Association 98th 
Annual Meeting 

2 July–6 July 2023
Marriot Marquis San Diego 
Marina, San Diego, California

Gender, Labor Markets and 
Retirement
Session Chair: Sheena Murray, 
University of Tennessee Chattanooga 
Organizer: Francisca Antman, 
University of Colorado Boulder

CV Signaling and Career Success in 
Economics
Sheena Murray, University of Tennessee 
Chattanooga

The Impact of Pension Plan Shift on 
Household Risk Exposure
Yingtong Xie, Carleton College

Gender Wage Gaps in Online Marketplaces
Ini Umosen, University of California, 
Berkeley

Paid Family Leave and Innovation: 
Women Inventors on U.S. Patents
Kyoungah Noy, University of Albany 
Suny

Discussants: Sheena Murray, University 
of Tennessee Chattanooga, Yingtong 
Xie, Carleton College, Ini Umosen, 
University of California, Berkeley, and 
Kyoungah Noy, University of Albany 
Suny.

Disparities in Health, Education, 
and Housing
Session Chair: Briana Ballis, University 
of California, Merced

Organizer: Francisca Antman, 
University of Colorado Boulder

https://forms.gle/FneK65XA2bSEB4QN8
mailto:info@cswep.org
https://www.aeaweb.org/about-aea/committees/cswep/programs/cement-mentoring-workshops
https://www.aeaweb.org/about-aea/committees/cswep/programs/cement-mentoring-workshops
https://www.aeaweb.org/about-aea/committees/cswep/programs/cement-mentoring-workshops
mailto:info@cswep.org
https://www.aeaweb.org/about-aea/committees/cswep/awards/bell
https://www.aeaweb.org/about-aea/committees/cswep/awards/bell
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Sessions      
Does Poor Infant Health Widen Racial 
Disparities in Childhood and Adulthood?
Briana Ballis, University of California, 
Merced

More Dads at Home, More Girls in 
Math-Intensive Studies? Evidence from a 
Parental Leave Reform
Noemi Peter, University of Groningen

States of Opportunity for Youth Aging Out 
of Foster Care
Alexa Prettyman, University of 
California, Los Angeles

Spillover Effects of ADU Development
Idil Tanrisever, University of California, 
Irvine

Discussants: Briana Ballis, University 
of California, Merced, Noemi Peter, 
University of Groningen, Alexa 
Prettyman, University of California, Los 
Angeles, and Idil Tanrisever, University 
of California, Irvine.

Directory of CSWEP Board Members

Anusha Chari, Chair 
Professor of Economics,  
Department of Economics 
University of North Carolina at Chapel Hill 
Gardner Hall 306B  
University of North Carolina Chapel Hill, NC 
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