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Abstract:

This research explored cases where people are drawn to make judgments between individuals based on questionable 
criteria, in particular those individuals’ social group memberships. We suggest that individuals engage in casuistry to 
mask biased decision making, by recruiting more acceptable criteria to justify such decisions. We present 6 studies 
that demonstrate how casuistry licenses people to judge on the basis of social category information but appear 
unbiased—to both others and themselves—while doing so. In 2 domains (employment and college admissions 
decisions), with 2 social categories (gender and race), and with 2 motivations (favoring an in-group or out-group), the 
present studies explored how participants justify decisions biased by social category information by arbitrarily inflating 
the relative value of their preferred candidates’ qualifications over those of competitors. 
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Abstract:

The economics profession includes disproportionately few women and members of historically underrepresented 
racial and ethnic minority groups, relative both to the overall population and to other academic disciplines. This 
underrepresentation within the field of economics is present at the undergraduate level, continues into the ranks of 
the academy, and is barely improving over time. It likely hampers the discipline, constraining the range of issues 
addressed and limiting our collective ability to understand familiar issues from new and innovative perspectives. In 
this paper, we first present data on the numbers of women and underrepresented minority groups in the profession. 
We then offer an overview of current research on the reasons for the underrepresentation, highlighting evidence that 
may be less familiar to economists. We argue that implicit attitudes and institutional practices may be contributing to 
the underrepresentation of women and minorities at all stages of the pipeline, calling for new types of research and 
initiatives to attack the problem. We then review evidence on how diversity affects productivity and propose remedial 
interventions as well as findings on effectiveness. We identify several promising practices, programs, and areas for 
future research.
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