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Abstract 

 
Previous studies have offered conflicting results regarding the ability of veterinary medical colleges to meet the 
demand for veterinarians in coming years. This is a critical question because it impacts the need for the expansion 
of veterinary program capacity. An inadequate supply of veterinarians endangers the long-term wellbeing of 
patients, while an excess supply increases veterinarian unemployment and wastes the resources expended on 
program expansion. Lloyd (2023) found a significant shortfall of companion animal veterinarians by 2030. In a 
critique of Lloyd (2023), the American Veterinary Medical Association (AVMA, 2023) projected a larger supply of 
veterinarians and a smaller need, leading to declining veterinarian revenues and salaries. Both studies employed 
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Introduction 
 
This study was commissioned by the American Association of Veterinary Medical Colleges (AAVMC) to 
contribute an answer to an important question: Will the supply of veterinarians over the next decade be 
sufficient to meet the demand? If the supply of veterinarians is insufficient, pet owners will be unable to 
access timely, economical care for their companion animals, especially in more remote areas. Farmers 
will be unable to receive care for their livestock, with risks to the nation’s food supply. Conversely, an 
oversupply of veterinarians will lead to declining revenues and salaries for these professionals, along 
with excess, unfunded capacity in the nation’s 33 current and the additional planned veterinary medical 
colleges.
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observation that veterinarians have recently been working more hours does not negate the importance 
of burnout and its eventual impact on the field. First, note that the increase in hours occurred during the 
pandemic, when all labor markets experienced substantial distortion. This increase in hours is thus likely 
unsustainable and may have been the very thing driving the feelings of burnout. This is a phenomenon 
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According to Maccabe (personal communication, November 18, 2023), it takes minimum of two to three 
years before a school can receive an LRA. There has never been a non-accredited program operating in 
the United States or Canada since the early 1900s. Further, any program attempting to operate without 
accreditation (even if it could attract students) would be ineligible for accreditation in the future. 
 
The AAVMC has revised its supply projections to respond to the concerns raised by the AVMA, including 
foreign graduates, planned growth, and new programs. An additional consideration is the loss from 
students dropping out from veterinary medical programs. Maccabe (personal communication, 
December 7, 2023) pointed out that the seats vacated though student dropout remain with the cohort 
and represent a permanent loss from the program. The net attrition rate applying to first-year students 
has been a stable 2.6% for many years. The AAVMC estimates second-year attrition to be 1.3%, half of 
the first-year rate, and half of that rate, 0.6%, in the third year. There is assumed to be zero attrition 
among fourth-year students. 
 
The AAVMC in April released updated projections of veterinary school graduates including new and 
expanded programs. Graduates from existing programs before attrition are expected to increase from 
3,560 in 2023 to 4,256, including cohorts at the University of Arizona, Long Island University, Texas Tech 
University, and Lincoln Memorial University. U.S. graduates from international programs are projected 
to increase to 918 in 2025 and stabilize at 900 in the long term. 
 
Expansions will lead to the following additional enrollment in existing programs and additional 
graduates three years later: 

¶ 2024: Tufts University: 25. 

¶ 2025: Oregon State University, 15, University of Illinois Urbana-Champaign: 10. University of 
Tennessee, 35. Louisiana State University, 70. North Carolina State University: 12, Colorado 
State University: 10. Total new seats: 152; total projected seats: 177. 

¶ 2026: University of Arizona: 10. Colorado State University: 10. Total new seats: 20; total 
projected seats: 197. 

¶ 2027: Colorado State University: 10. Total new seats: 10; total projected seats: 207. 

¶ 2028: Colorado State University: 10. Total new seats: 10; total projected seats: 217. 
 
The new programs and their projected enrollment are as follows: 

¶ 2024: University of Ana G. Mendez, 60. 

¶ 2025: Rowan University, 70. Utah State University, 80. Lincoln Memorial University–Orange 
Park, 100. Lyon College, 100. Ana G. Mendez, 10 additional. Total new seats: 360; total 
projected seats: 420. 

¶ 2026: Clemson University, 80. Arkansas State University, 120. Rocky Vista University, 80. 
University of Maryland–Eastern Shore, 80. Chamberlain University, 80. Ana G. Mendez, 10 
additional. Total new seats: 450; total projected seats: 870. 

¶ 2027: Hanover University: 80. Midwestern University–Downers Grove: 100. Total new seats: 
180; total projected seats: 1,050. 

¶ 2030: Utah State University, 20 additional. Total projected seats: 1,070. 
 
The AAVMC analysis is in Table 1. The graduates from new U.S. colleges are the above new seats lagged 
three years. The projections extend to 2035, but the demand projections continue only through 2032. 
Also included are the projections through 2030 to permit comparisons between these results and those 
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from Lloyd (2023) and the AVMA (2023). The result is 40,424 total graduates entering the labor force 
through 2030, a total of 52,926 through 2032, and 71,733 through 2035. 
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Table 1: Revised Projection of Veterinary Graduates, 2023-2035 

Academic 
Year 

Expected 
graduates from 

US colleges based 
on existing 

enrollments 
(before attrition) 

Expected US 
graduates from 

international 
colleges based on 
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Impacts of Demographic Shifts on Veterinarian Supply 
 
Two demographic shifts may decrease the average working hours of veterinarians, thereby decreasing 
the effective supply. An exploration of these shifts may offer clues for more effective retention. These 
shifts are the increasing share of female veterinarians and the replacement of retiring Baby Boomers 
with members of the Millennial generation. 
 
The profession is experiencing an ongoing shift toward female veterinarians. The U.S. Bureau of Labor 
Statistics (2023a) estimated that 69.8% of employed and self-employed veterinarians in 2022 were 
women2, up from 56% in 2010 (U.S. Bureau of Labor Statistics, 2011). This trend will continue as more 
than 80% of students in DVM programs in the 2022-2023 academic year identified as female (American 
Association of Veterinary Medical Colleges, 2023). These graduates will replace older retirees who are 
more likely to be male.3 To the extent that the increasing number of female veterinarians individually 
work fewer hours the need for headcount will increase. 
 
Using data from the 2016 and 2017 Census of Veterinarians, Neill et al. (2021) found that men in the 
sample worked an average 45.01 hours per week, while women worked an average of 42.92 hours per 
week, 4.6% less. Part of this disparity can be explained by the finding that 10.4% of male veterinarians 
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However, the truth regarding the emerging Millennial generation may be more complex than the 
stereotype, and there may be differences between Millennials in general and those choosing to become 
veterinarians. Leslie et al. (2021) identified three primary Millennial archetypes. The first archetype, 
Social Investors, care about the quality of their work, personal development, and social relationships at 
work. But their first priority is their home, family, and work-life balance. They care about the impact of 
their work and their employer’s impact on society at large. The second archetype, Chill Worker Bees, 
value job security and physical and emotional safety. They want clear communication and instructions 
from their superiors so that they do not make mistakes. The third archetype, Go Getters, prioritize 
professional development, opportunities for growth, and regular feedback. Like the Social Investors, the 
Go Getters place a high priority on the ethics and morality of their work and its impact on society. Both 
of these forces, the gender shift and the generational shift, may lead to a decline in the hours that 
individual veterinarians work and an increase in the total number of veterinarians needed. 
 
The youngest generation currently entering the workforce is Generation Z. Born between 19975 and 
2010, the oldest members of this generation are on the verge of graduating from veterinary medical 
programs. These individuals were shaped by the climate crisis and the pandemic (Grénman et al., 2024). 
They are digital natives, with smartphones, social media, and the widespread use of the internet a fact 
of life for them from their early childhood. According to Burawat (2023), this is a generation concerned 
far more than previous generations about social and environmental issues and prioritizing individuality, 
creativity, and diversity. They are self-directed and will leave an organization whose values are not 
aligned with their own. This generation’s comfort with technology makes them well suited to 
accommodate the infusion of technology and social media engagement into veterinary practice. Once 
again, though, these general characteristics of these generations are a generalization. 
 
Burnout Impacts 
 
Burnout is another factor that decreases veterinarian supply in the marketplace. Substantial evidence 
exists that this is a severe problem among veterinarians. 
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Figure 1: Total and Veterinary Services Payroll Employment, February 2020-December 2023 
Seasonally adjusted 

 
Source: U.S. Bureau of Labor Statistics (2024a). 

 
The pandemic’s greatest effect on the veterinary profession and veterinarians was less tangible. Health 
for Animals (2020) cited three impacts. At the start of the pandemic, more than one-quarter of pet 
owners delayed or skipped veterinary visits out of concerns around leaving their household bubble,. This 
affected practice income and potentially long-term animal health. Second, there was a large uptick in 
telehealth adoption – a point that is discussed in more detail below. Third, veterinarians assisted human 
healthcare professionals by diverting equipment and medicines to human patients and carrying out 
COVID tests. Zoonotic researchers also participated in the development of the vaccines. 
 
Veterinarians were not immune from the widespread stress and isolation resulting the pandemic. This 
had markedly negative impacts on veterinarians’ 
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profession to a friend or family member, and in response to a new question, nearly one in five regretted 
even becoming a veterinarian. In short, the wellbeing and mental health of veterinarians declined during 
the pandemic, and burnout remained at a high level. 
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The BLS Handbook of Methods provides a detailed discussion of the derivation of Employment 
Projections, including the underlying assumptions. These assumptions include (U.S. Bureau of Labor 
Statistics, 2023c): 

¶ No significant change in broad social and demographic trends. 

¶ No new major armed conflicts. 

¶ No major natural disasters, including pandemics. 

¶ No significant changes in laws, policies, and regulations that would impact economic trends. 

¶ No unforeseen disruptive technologies. 

¶ The U.S. economy will be at approximately full employment/potential output in the projection 
year. 

 
The concepts of full employment and potential output require additional discussion. According to 
Dubina (2017), in a full-employment economy, unemployment is low enough to use all available 
resources, but not so low that inflation accelerates. An economy above full employment is overheating: 
demand exceeds the economy’s ability to produce goods and services and inflation accelerates. An 
example is the rapidly accelerating demand for goods and services as the economy was reopening from 
the pandemic lockdowns in late 2020 and 2021 and consumers were eager to spend their stimulus 
checks. Producers and the supply chain were not equipped to accommodate these greatly increased 
demands and prices rose. This situation is unsustainable over the long run. In contrast, an economy 
below full employment is in recession or recovering from one. Unemployment is high and resources are 
operating below capacity. At any given time, the economy can be below, at, or above full employment. 
 
There is no way to measure the level of full employment directly, as Dubina (2017) explained. Full 
employment does not mean zero unemployment. Some level of unemployment always occurs as 
workers move to jobs better suited to their skills or their desired career path or develop new skills to 
meet the evolving needs of employers. These actions eventually lead to greater economic efficiency. In 
full employment, capacity utilization is high, prices and wages are stable, and unemployment is low. 
 
As discussed in U.S. Bureau of Labor Statistics (2023c), derivation of the projections is a six-step process. 
The first step is a projection of the future size and composition of the labor force in the target year. The 
labor force is the subset of the civilian population 16 years and older – with no upper bound – who are 
either working or actively looking for work. Projecting the labor force includes projecting the future 
population by age, including births, deaths, and migration to and from the U.S. (the most difficult 
component), and from this the share of the population in the labor force. 
 
The second step is to project the growth of the aggregate economy from its current state and the level 
of GDP in the target year necessary to achieve full employment. The third step is to allocate the target 
year’s projected total output among individual groups of goods and services using the relationship 
between final goods and the goods needed to produce them. The fourth step is to translate the list of 
goods and services comprising total target year GDP into output of each industry and the industry 
employment necessary to produce that output. 
 
The fifth step is to use the staffing pattern within individual industries to translate total industry 
employment into occupational employment within that industry. Table 2 is a less detailed version of this 
result for veterinarians. The projected demand for veterinary services in 2032 implies a need for 90,400 
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scientists. This implies that the assumed average of 7,000 openings per year is more likely than not to be 
an understatement of the actual unavailable 
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Table 6: Veterinarian Growth and Turnover Needs 
Year Employment Growth need Turnover need Total need Graduates* Shortfall 
2022 125,465      

2023 127,750 2,285 4,169 6,454 4,339 2,115 

2024 130,076 2,326 4,245 6,571 4,483 2,088 

2025 132,445 2,369 4,322 6,691 4,824 1,867 

2026 134,856 2,412 4,401 6,813 4,986 1,827 

2027 137,312 2,456 4,481 6,937 5,022 1,915 
2028 139,812 2,500 4,563 7,063 5,105 1,959 

2029 142,358 2,546 4,646 7,192 5,603 1,588 

2030 144,951 2,592 4,731 7,323 6,061 1,262 

2031 147,590 2,639 4,817 7,456 6,246 1,210 

2032 150,278 2,688 4,904 7,592 6,256 1,336 
Total through 

2030  19,486 35,558 55,044 40,424 14,621 

Total through 
2032  24,813 45,280 70,092 52,926 17,166 

*From Table 1. 

 
The shortfall in Table 6 is a national average. Veterinarians serve a local market, and there can be wide 
disparities in the 
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the projection. A new pandemic, war, or social unrest could disrupt growth, but based on the impacts 
from COVID-19, the employment impact of a pandemic on veterinarian demand could be much less than 
the impact on other occupations. Some new technologies – or a more widespread deployment of 
telemedicine – could moderate the growth of veterinarian demand. It will be important for the AAVMC 
to keep track of employment growth in coming years. 
 
To illustrate potential differences between projected and actual employment, Figure 3 compares 
veterinarian employment in 2016, 2018, 2020, and 2022 with the projections made 10 years previously 
(BLS, 2007, 2009, 2011b, and 2013).10 The 2006-2016 employment growth was 25% higher than actual 
growth, but more recent projections have been lower than the actuals. The 2018 projected growth was 
20% lower than the actual, the 2020 projection was 12% lower, and the 2022 projection was 54% lower. 
It is surprising that the projection that came closest to the actual employment was duQ
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was 33% less than that year’s projected growth need. Although this proportion is projected to decline 
over time, it remains at 20% in 2032. Depending on the success of the efforts outlined above, the 
projections imply a need for at least 1,600 additional seats by early in the next decade, including the 
planned program expansions that will come online through 2032. Veterinary medical programs should 
continue to expand in future years in line with the ongoing expansion of the market. It would not be 
wise to expand to address the entire shortfall in Table 5, however. This would eventually result in excess 
supply as all of the overhanging demand is met.  
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