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REPORT HIGHLIGHTS

A woman working full time, year-round earns $10,800 less per year than a man, based on
median annual earnings. This disparity can add up to nearly a half million dollars over a
career.

On a percentage basis, a woman earns only 79 percent of what a man earns. This is
known as the “gender earnings ratio.” The 21-percent difference between men’s and
women’s earnings means that women are paid less than $4 for every $5 paid to men.

Although the gender pay gap has narrowed over time, at the current rate of change, it will
not close until 2059, according to the Institute for Women’s Policy Research.

Lower career earnings result in an even greater disparity in retirement income. Median
income for women ages 65 and older ($17,400) is 44 percent less than the median
income for men in the same age group ($31,200). Women 75 years and older are almost
twice as likely as men to live in poverty.

The gender pay gap varies widely across states, from a low of 10 percent in
Washington, DC, to a high of 35 percent in Louisiana.

Women’s median earnings are lower at every level of education. In fact, women are
often out-earned by men with less education: the typical woman with a graduate degree
earns $5,000 less than the typical man with a bachelor’s degree.

Women of color face even larger gender pay gaps. Compared to white men, African-
American women, on average, are paid only 60 cents on the dollar and Latinas are paid
only 55 cents on the dollar.

The pay gap typically grows with age. While women ages 18 to 24 earn 88 percent of
what their male counterparts earn, women over age 35 earn only 76 percent.

Economists believe that the gender pay gap is caused by complex factors. However,
even when all those factors are taken into account, as much as 40 percent of the pay
gap may be attributed to discrimination.

American families depend on women’s earnings. In the typical (median) household with
a mother working outside the home, women contribute nearly 40 percent of their
family’s total earnings.

Women’s increased participation in the paid labor force has been a major driver of
economic growth in recent decades. According to the Council of Economic Advisers, the
U.S. economy is $2.0 trillion bigger today than it would have been if women had not
increased their participation and hours since 1970.

Enacting policies that would narrow the gender pay gap and help more women work full
time in the paid labor force would decrease income inequality and lift many women out
of poverty.
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GENDER PAY INEQUALITY

CONSEQUENCES FOR WOMEN, FAMILIES AND THE ECONOMY

INTRODUCTION

President John F. Kennedy signed the Equal Pay Act into law on June 10, 1963. The law mandates that
men and women receive equal pay for “substantially equal” work at the same establishment.® A year
later, Congress passed the Civil Rights Act of 1964. In addition to providing protections against
discrimination based on an individual’s national origin, race and religion, the Civil Rights Act prohibits
discrimination on the basis of an individual’s sex.?

Over the course of more than a half-century, these laws and more recent legislation have helped make it
more likely that women receive equal pay for equal work. However, women still tend to be paid
substantially less than men. Based on median annual earnings, a woman working full time, year-round
typically earns only 79 cents for every dollar earned by her male counterpart.® The 21-percent
difference in earnings (or 21 cents on the dollar) is known as the ““gender pay gap.”

The difference adds up—women’s median earnings are $10,800 less per year than men’s. Over the span
of a career that yearly difference could accumulate to a half million dollars.*

The pay gap also dramatically affects what women receive in retirement because it reduces women’s
earnings. The major sources of retirement income, including Social Security and pension benefits, are
largely calculated on the basis of career earnings. Income of women ages 65 and older ($17,400) is

44 percent less than the median income for men in the same age group ($31,200). As a result of this and
other factors, a higher percentage of women than men end up living in poverty after age 65.

The gap between men’s and women’s median earnings has decreased substantially since the 1960s and
1970s, when women first began entering the labor force in large numbers. However, at the current rate
of change, the gender pay gap will not close until 2059.°

Young women today may not be aware of the extent of the gender pay gap because they typically begin
their careers facing a relatively small pay gap. Women ages 18 to 24 earn approximately 88 percent of
what their male counterparts earn. However, for most women the gender pay gap grows as they
continue in their careers and start families. Today, women ages 45 to 54 typically earn only 70 percent
of what their male counterparts earn.

Some women have little choice but to stay out of the workforce for a period of time after they have
children because quality child care is unavailable or prohibitively expensive.® When, and if, they return
to work, many women are confronted with a “mommy penalty”—earning less than women who are not
mothers. Fathers, on the other hand, often benefit from a “daddy bonus,” and earn more than men who
are not fathers.’
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Other factors also help explain the gender pay gap. Occupational segregation and steering can lead
women to study and work in lower-paying fields and to have lower-paying jobs within many fields. In
addition, some economists have found that as much as 40 percent of the gender pay gap could be due to
factors that cannot be measured, including outright gender discrimination.®

The disparity between men’s and women’s earnings is not inevitable. As this report makes clear, there
are several steps the United States can take to help shrink the gender pay gap. Following the example of
many other industrialized countries, the United States could adopt family-friendly workplace policies
such as paid family and sick leave, universal child care and flexible workplace arrangements. This
would make it easier for both men and women to balance the demands of work and home, while
ensuring that women are not penalized for becoming mothers and caring for their families. In addition,
passing the Equal Rights Amendment to guarantee equal rights under the Constitution for women, and
passing the Paycheck Fairness Act to build on prior legislation would help ensure that women receive
equal pay for equal work.

THE GENDER PAY GAP

How Economists Calculate the Gender Pay Gap

Women contribute significantly to the U.S. economy, and their contributions have increased markedly
over the last half-century. In 1963, only 44 percent of prime working-age women (ages 25 to 54) were
in the labor force. Around that time, women held fewer than one in three jobs. Today, about 75 percent
of pere working-age women are in the labor force and women hold almost half (49 percent) of all
jobs.

Despite these vast changes, women’s earnings typically still lag significantly behind men’s. In 2014
(the latest year for which data are available), men’s median annual earnings were roughly $50,400
while women’s median annual earnings were only $39,600—a difference of $10,800.%° The ratio of
women’s to men’s median earnings—known as the ““gender earnings ratio”’—was approximately

79 percent. That leaves a difference in earnings of 21 percent (or 21 cents on the dollar) which is
commonly referred to as the ““gender pay gap.” It means that the typical woman still earns less than $4
for every $5 earned by the typical man.

The 79-percent gender earnings ratio is a significant improvement from 1963, when women’s median
earnings were just 59 percent of men’s (see Figure 1).*! Unfortunately, much of the progress in recent
decades has been due to the decline in men’s earnings.'? Men’s real (inflation-adjusted) annual
earnings most recently peaked in 2000 and are now 5 percent lower than in 1973.13

The disparity between men’s and women’s income adds up over time. According to the National
Women’s Law Center, for the typical woman working full time, year-round, the annual gap would
grow to more than $430,000 over a 40-year period.** Using a different methodology, the Institute for
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Women’s Policy Research (IWPR) has
estimated that the typical woman born
between 1955 and 1959 who worked
full time, year-round each year lost 360,000
more than $530,000 by the time she

50,400
reached age 59.%° M
$50,000
_— . 42014
For many women, the lifetime earnings Male | Ratio:

gap is significantly larger. Women of Earnings v 9%
color, who face larger pay gaps when

Figure 1: Median Annual Earnings
Women and men working full time, year-round, 1960to 2014

$40,000

. 1963
compared to white men, and college- 4 Rotio: $39,600
1
educated women, stand to lose even s30,000 | ¢ 2% Female

more over their careers. The typical Earnings
African-American woman would earn
more than $877,000 less than the $20,000 | $23,900
typical white man over 40 years, and

the typical Latina would earn roughly

$1,007,000 less.*® Women with higher $10,000
levels of education also face larger pay

gaps than the typical woman. IWPR has

estimated that the typical college- Snlgﬁu 19'70 19;30 19'90 20'00 20'10
educated woman born between 1955

and 1959 lost more than $797,000 by Source: Income and Poverty in the United States, U.S. Census Bureau
age 59 17 Note: Annual real median earnings, rounded to the nearest hundred dollars

Career-Long Wage Disparities Jeopardize Women'’s Retirement Security

The wage disparities women experience during their careers dramatically lower their incomes in
retirement. This is largely because the most common sources of income in retirement are often based on
an individual’s work and earnings history. Those sources include Social Security benefits, pensions,
earnings and personal savings.*® In 2014, the median annual income of women ages 65 and older was
$17,400, only 56 percent of men’s the same age.*® In other words, women face an income gap of 44
percent in retirement, a difference that is more than twice the overall gender pay gap.

While men 65 years and older collectively received nearly $965 million in income in 2014, women in
that age group received roughly $641 million—$324 million less than men (see Figure 2).2% That is
despite the fact that women outnumber men in that age group.?*
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Interestingly, women’s collective

income from Social Security ($276.8 Figure 2: Aggregate Income Received by Older

Americans From Selected Sources by Gender

mi”ion) was Only Slightly less than Men and women 65 years and older, 2014
men’s. But Social Security income

accounted for 43 percent of women’s Millions

total income, compared with 30 percent | *%0%  $964.7

® Women H Men

of men’s total income.

Earnings are playing an increasingly $800
important role in the financial security

of older women. The share of women

over the age of 65 in the labor force has $600
been increasing over the past two

decades, rising from less than 9 percent

in early 1995 to more than 15 percent $400
today.?? In 2014, women 65 years and

older collectively received

$148.9 million in earnings, accounting $200
for roughly 23 percent of their total

income.?® Women today are more

likely than men to postpone retirement, $0
according to a recent survey by the Allsources  Social Security ~ Earnings Pensions
National Institute on Retirement
Security. While 31 percent of men
delayed or planned to delayed
retirement, 41 percent of women did or planned to. The women surveyed reported a number of reasons
for needing to delay retirement, including to make up for lower earnings during their career and for
time spent out of the labor force to care for children and other family members.?*

$316.8

$276.8 $285.7

Source: JEC Democratic staff calculations based on data from the U.5. Census
Bureau, Current Population Survey, 2015 Annual Social and Economic Supplement

The Gender Pay Gap Affects What Women Receive From Social Security

In the United States, retirement security is often described as a three-legged stool, supported by Social
Security benefits, pension income and private savings. For women, the stool rests most heavily on the
Social Security leg. This is because women are less likely than men to have pension income and
personal savings. In fact, for nearly one in five older women, Social Security benefits are their only
source of income.?® And for many, Social Security benefits are their only source of income that is both
guaranteed for life and whose value is protected against inflation.?®

Despite the relative importance of Social Security for older women, their benefits are typically smaller
than men’s. Social Security benefits are calculated based on an individual’s earnings history, but
women generally have lower pay during their working years and spend fewer years in the paid labor
force than men. As a result, the average monthly Social Security benefit for female retirees is

79 percent of what it is for male retirees.?’
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Women Receive Less Pension Income Than Men

Women are less likely than men to receive income from traditional pension plans.28 Some are ineligible
to participate in employer-sponsored retirement plans because they do not meet the minimum criteria
for eligibility. This may be the result of time spent out of the workforce caring for children and other
family members. Women are also more likely to work in jobs that do not offer retirement plans.?®
Among those women who have pension income, their income tends to be smaller than men’s. This is
due to the fact that payments from these retirement plans are typically calculated based on a worker’s
tenure and salary during peak-earnings years. Women’s median income from company or union
pensions is 53 percent of men’s median income from those same sources. Women also receive smaller
distributions from federal, state and local government pension plans.*

A Higher Percentage of Women Live in Poverty After Age 65

At every age, women are more likely than men to live in poverty. But the disparity is greatest for older
women. Not only do they typically have lower earnings than men, they also are more likely to live
longer and have higher medical expenses than men.3! As a result, women are more likely than men to
outlive their retirement savings. Women are 1.6 times as likely as men to live in poverty once they
reach age 65, and nearly twice as likely

to live in poverty once they reach age

75 (see Figure 3).%? Figure 3: Poverty Rates Among Older Americans

Percent of people living below the poverty line, 2014
Today, more than 12 percent of women

ages 65 and older and nearly 20%
15 percent of women ages 75 and older

live below the poverty line. Without

Social Security benefits, the number of

women ages 65 and older in poverty 15%
would be even higher, increasing from

3.1 million to roughly 11.7 million and

pushing their poverty rate from

12.1 percent to 45.6 percent.* 10%

19.7%

Poverty rates are especially striking
among women who live alone. Among
women ages 65 and older living alone,
nearly 20 percent are in poverty. In
comparison, just over 12 percent of
men ages 65 and older living alone are

5%

in poverty. Women of color also have 0%

) ) 65 and older 75 and older 65 and older,
very high rates of poverty after age 65. living alone
African-American and Hispanic
women are the most |Ike|y to live in Source: U.S. Census Bureau, Current Population Survey, 2015 Annual

Social and Economic Supplement

poverty in old age as a result of their
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lower career earnings. One in five women of color ages 65 and older are poor. That share jumps to one
in three for women of color ages 65 and older who live alone.*

DISPARITIES BY RACE, AGE AND REGION

Many Women of Color Face Larger Gender Pay Gaps When Compared to White Men

Women of all races and ethnicities face a pay gap when compared with men of the same race or
ethnicity. However, women of color suffer both because of their gender and their race.

In 2014, the median earnings of white women were $41,800, or 75 percent of white men’s.%® Women
of color fared better compared to men of their same race: African-American women’s earnings were
82 percent of African-American men’s, Asian women’s earnings were 81 percent of Asian men’s, and
Hispanic women’s earnings were 88 percent of Hispanic men’s.*’

However, women of color earn even less when compared to white men, the largest demographic
segment of the workforce (see Figure 4).%8 African-American women earn only 60 percent of what
white men earn, and Hispanic women

only 55 percent of what white men Figure 4: Women's Annual Earnings

earn. Asian women face the smallest Compared to White Men's

gap relative to white men, earning Full-time, year-round workers, 2014

84 percent of white men's earnings. $55.5K

Women of color are under-represented 100%
in high-paying STEM fields. This
contributes to the larger pay gaps many
women of color experience relative to
white men. African-American women
make up roughly 6 percent of the
workforce, yet they account for just

2 percent of workers in STEM fields.
Likewise, Hispanic women make up

7 percent of the workforce, but they
account for less than 2 percent of
STEM workers.® Asian women, on
the other hand, make up a larger share White Men  Asian White Black Hispanic

of the STEM workforce (4 percent), Women  Women  Women  Women
When Compared to their Share Of the Source: JEC Democratic staff calculations based on data from the U.S. Census Bureau

Workforce across a” OCCUpationS No.tes: "Wh.\'te". ref:er‘:la t.o "Wrﬂfe Alone, n‘lot.Hisp;i\m'c"; "B\ackl‘l' r‘tlefers t:) "Black Alone
(3 percent) 40 or in Combination”; "Hispanic" refers to "Hispanic (any race)"; "Asian" refers to

"Asian Alone"; dollars are rounded to nearest hundred; full-time, year-round
workers include those who work 50 to 52 weeks on a full-time basis

$46.3K
$41.8K

$33.2K
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Hispanic and African-American women face additional challenges in the labor force. They are more
likely than white women to hold jobs that offer fewer hours and more likely to work part time
involuntarily.*! Hispanic and African-American women also are less likely to have access to benefits
such as paid sick leave, paid family leave and flexible work schedules.*?

The Disparity Between Male and Female Earnings Increases With Age

Women today begin their careers earning almost as much as their male colleagues. Those between the
ages of 18 and 24 earn approximately 88 percent of what their male counterparts earn. Women between
the ages of 25 and 34 earn slightly less—approximately 86 percent of what their male counterparts earn
(see Figure 5).*3 However, after age 35, women’s earnings typically grow more slowly than men’s,
resulting in a larger pay gap for older women.** Among workers 35 and older, women’s median
earnings in 2014 were 76 percent of men’s.*

Young women today may not be fully

aware of the extent of the gender pay Figure 5: Women's Median Wages as a
gap. Not only do they earn almost as Percentage of Men's by Age
much as their male colleagues, they Full-time, year-round workers, 2014
have also spent less time in the 100%
workforce and are less likely to have
experienced discrimination on the job. 90% 88%
Among all women, less than one in
five (18 percent) say they have
experienced gender discrimination in 80%
the workplace, according to a Pew
Research Center survey. However, 70%
only 15 percent of millennial women
reported that they had been the victim 60%
of gender discrimination at work,
compared with 23 percent of baby e
boomer women.*® 50% ;
1} [
g 2
Economists attribute the larger gender 0% S S g NS 2
pay gap faced by older women in part Je je! je e 5
to the fact that women in the paid 3 ~ o < i
workforce effectively are penalized for 30%
haVing Chl Idren- MOtherS Of young Source: JEC Democratic staff calculations based on data from the U.S. Census
children are less ||ke|y to be in the Bureau, Current Population Survey, 2015 Annual Social and Economic Supplement

labor force than similarly aged women

without children.*’ Stepping out of the

labor force to raise children can negatively affect a woman’s work experience and tenure and may
result in f%rgoing merit and other wage increases. This can substantially lower a woman’s lifetime
earnings.*
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Workln_g mothers may also suffer because of a Table 1: Gender Pay Gap by State, 2014
perception by some employers that women with Ordered largest to smallest

children are generally less committed to their ok _
work.*® A woman can face discrimination even if ' PayGap | Earnings Ratio

. - 51| Louisiana 34.7% 65.3%

her emplos%er believes that she might become =0|Utah 32,40 67.6%

pregnant. 49 |(Wyoming 31.2% 68.8%

48|West Virginia 30.0% 70.0%

. rs . 47 |North Dakota 28.7% 71.3%

Many women now wait to start families until 46| Alabama 27 4% 72.6%

they have established their careers. In 1970, the 45|1daho 27.2% 72.8%

. : : 44|0klahoma 26.5% 73.5%

average age of first _tlme mothers was just over 23 Montana S L 2

21 years. By 2014, it had risen to over 26 42|Michigan 25.5% 74.5%

51 H : H 41|Indiana 24.8% 75.2%

years.”" This has helped increase the earnings of 40| New Hampshire 30 T 70

more young women relative to their male 39/South Dakota 23.8% 76.2%

counterparts, and delay the increase in the gender 38 Mississippi 23.0% 72.0%

37|Kansas 23.0% 77.0%

pay gap that occurs as women get older. 36| Washington 23.0% 77.0%

|| 35|lowa 22.7% 77.3%

Between 1989 and today, the gender pay gap for - g;* l‘o"ﬁ?z"““ ;;%’ ;;g‘o’f’

5 0 . 0

women ages 25 to 34 decreased from 21 to "1 32[New Mexico 21.9% 78.1%

14 percent. Over the same period, the gender pay — __31lArkansas 2 Lz

| | 30| Texas 21.2% 78.8%

gap for women ages 35 to 44 narrowed from 37 = T 39]Maine 21.2% 78.8%

to 19 percent. However, the gap for young ___28|Nebraska 21.1% 78.9%

1810 24) h ined steadv at L 27 |Wisconsin 21.1% 78.9%

women (ages 18 to 24) has remained steady a —_26]lllinois 20.9% 79.1%

about 12 percent_52 L 25 |Pennsylvania 20.8% 79.2%

| 24 |Kentucky 20.1% 79.9%

|| 23|Virginia 19.8% 80.2%

The Size of the Gender Pay Gap Varies 22 South Carolina 19.8% 80.2%

. . . L 21 |New Jersey 19.7% 80.3%

Widely in Different Parts of the Country " 20[Alaska 19.2% 80.8%

o || 19 |Delaware 19.0% 81.0%

Women have not yet reached pay parity inany of 7 1g/Tennessee 18.5% 81.5%

the 50 states or the District of Columbia (see | 12 gﬁngeﬁa - 13;2? 21%0
- odae Islan . .

Table 1). In 21 states, the ratio between :E 15]Georgia o S0

women’s and men’s median earnings is less than k! 14|Colorado 18.1% 81.9%

. . . ) 13|Massachusetts 18.0% 82.0%

the national gender earnings ratio of 12[Oregon 17.8% 82.2%

78.6 percent. For example, in Louisiana, 11]Connecticut 17.4% 82.6%

’ : H 10[Vermont 16.2% 83.8%

wgmen s median earnings are less than tV\_/o-' SR B X

thirds (65 percent) of men’s, the worst ratio in 8|California 15.8% 84.2%

H i 7 [North Carolina 15.3% 84.7%

any state. Womep fare only sllghtly'better in Florida T 8490,

Utah and Wyoming, where they typically earn 5Nevada 14.9% 85.1%

only 68 percent and 69 percent, respectively, of 4]Maryland 14.6% 85.4%

] 53 3|Hawaii 14.1% 85.9%

what their male counterparts earn. 2 New York 13.2% 86.8%

1|District of Columbia 10.4% 89.6%

On the other hand, in 29 states and the District of Puerto Rico -4.6% 104.6%

Source: JEC Democratic staff calculations based on data from the U.S. Census Bureau,

Columbia the ratio between women’s and men’s  |2014 American Community Survey (1-year estimates)

Notes: Data are based on median annual earnings of those who have worked full time,

medlan earn | ngS |S hlgher than the national I’atIO year-round in the past 12 months; earnings data are in 2014 inflation-adjusted dollars,
The gender earn | ngs ratIO |S hlgheSt | n the rounded to nearest hundred dollars; population 16 years and over with earnings
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District of Columbia, where women bring home roughly 90 cents for every dollar earned by men. New
York, Hawaii, Maryland and Nevada also rank highly, with women’s median earnings at least
85 percent of men’s.

Across the country, most states have implemented laws to protect against gender discrimination.>* All
but three states prohibit gender discrimination by employers. More than two-thirds of states have added
additional protections to prohibit retaliation or discrimination against workers who are involved in
investigations related to unequal pay practices. And half of states have laws to limit the reasons
employers can use for justifying unequal pay practices.

There appears to be a correlation between strong equal pay laws and smaller gender pay gaps. The
states with the strongest equal pay laws tend to have smaller gender pay gaps, including California

(16 percent), Vermont (16 percent), Tennessee (18 percent), Minnesota (18 percent) and Illinois

(21 percent). The states with no legal protections tend to have larger gender pay gaps, including
Alabama (27 percent) and Mississippi (23 percent). However, although South Carolina (20 percent)
does not have an equal pay law on the books, it has a smaller gender pay gap than many states with
protections. Still, robust protections against gender pay discrimination by themselves do not close the
gender pay gap. For example, North Dakota has also implemented several protections but has a gender
pay gap of roughly 29 percent.

THE BROADER COSTS OF GENDER PAY INEQUALITY

America’'s Families Depend on Women'’s Earnings

When both the Equal Pay Act and Civil Rights Act were enacted, women played a far smaller role in
the workforce than they do today.>® Fewer than half of prime-age women (ages 25 to 54) were in the
labor force.%® About two-thirds of married women stayed home.>’

The women’s equality movement sparked vast changes in women’s roles. Widespread access to
household technologies such as electric washing machines, dryers and dishwashers helped to free up
time for women to take jobs in the paid workforce. More reliable contraception enabled women to
delay starting families while they pursued careers.>

Today, nearly three-quarters of all prime-age women are in the workforce (either holding or seeking a
job). More than 55 percent of married women work outside the home and almost 40 percent of them are
their family’s primary wage earner.>® More than two-thirds of mothers with children under the age of
18 are in the labor force.%°
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Today, more than six out of every
10 households with children have
no stay-at-home parent. This
includes families headed by
married couples with two
working parents and families
headed by a single working
parent. By comparison, only four
out of 10 households had no stay-
at-home parent in Married, both
1965.5% Currently more than 47 parents working
million children live in a 66%
household with no stay-at-home
parent.®?

Figure 6: Working Mothers

Mother is
only job
holder

Single mother
working
28%

Married, only
mother working
6%

Middle-class families have
increasingly come to rely on
women’s incomes to make ends
meet. In the typical (median)

household with a mother working ™ . .

i 34% of families with a mother working
outside the home, women depend solely on the mother's wages
contribute nearly 40 percent of P y 8

their fami|y’5 total earnings_63 Source: JEC Democratic staff calculations based on data from the Bureau of Labor
o . Statistics, 2014 \
And of families with a mother FHsHcs, SERA anntat averages
Working outside the home, Notes: _Emp\oyed women |nfam|\|e_5 with youngest Chl\(?l under ulf.syears old_
(including sons, daughters, step-children or adopted children); "single working
34 percent depend SOlEly on the mother" includes families with no spouse present
mother’s wages (see Figure 6).

Low-income families are even more dependent upon women’s earnings. The vast majority of these
families are supported solely by a mother, and often by a single mother.%* Mothers in families in the
bottom 20 percent of the earnings distribution typically contribute 89 percent of their family’s earnings
(see Figure 7). More than one-quarter of families headed by single mothers are poor. Closing the pay
gap would cut the poverty rate for these families almost in half, from 28.7 percent to 15.0 percent.®®

Women’s earnings are crucial for many families because of increased pressures stemming from the
growing costs of raising children. Between 1960 and 2013, the amount a typical middle-income, two-
parent family spent to care for a child through the age of 17 increased 24 percent in real (inflation-
adjusted) terms.® The composition of these expenses has also changed, with the share of spending
going to child care and education growing roughly ninefold from just 2 percent in 1960 to 18 percent in
2013.%7 The share of family income spent on health care doubled to 8 percent during that time.®

Prepared by the Democratic staff of the Joint Economic Committee 10|Page



GENDER PAY INEQUALITY

CONSEQUENCES FOR WOMEN, FAMILIES AND THE ECONOMY APRIL 2016

Closing the gender pay gap and i e W s C buti Familv Earni
enabling women to maximize their igure 7: Women's ontrll utlons_ to Family Earnings
Women earner's share of income

eaming pOtentiaI would SUbStantia”y in all households with children, by quintile
improve the financial position of
America’s families, helping them
bette_r afford quality child care, _ Bottom
housing, health care and education. 20%

89%

Gender Pay Inequality Hurts the
Economy

Increasing pay equity and women’s
participation in the labor force is more
than a personal or family issue. It is
also necessary for a robust economy.
The size of a country’s labor force is a
key determinant of its potential
economic growth. And according to Less than $21,600to $41,500to $68,700 to Over
the Federal Reserve, “The most $21,600 $41,500 $68,700 $112,700 $112,700
important driver of the rise in

Source: JEC Democratic staff calculations based on data from the Current Population

aggregate |ab0r force pal’tiCipation [m Survey, 2015 Annual Social and Economic Supplement Microdata, Bureau of Labor
the United States] over the past 30 Statistics

ind H Notes: Based on 2014 annual earnings; children are defined as those under 18 years
years was the dramatlc Increa_se n old; includes housesholds with and without a partner; income ranges are rounded to
labor force participation of prime-age nearest hundred dollars

women, including married women and

women with children.”® In fact, the

U.S. economy is $2.0 trillion bigger today than it would have been if women had not increased their
participation and hours in the labor force, according to a recent estimate by the Council of Economic
Advisers.®

The United States was once a global leader in women’s labor force participation. However, the United
States has lost ground due in part to the absence of family-friendly policies in the workplace.’® Its
ranking fell from seventh out of 24 countries in the Organisation for Economic Co-operation and
Development (OECD) in 1990 for labor force participation among prime-working age women, to 14%"
out of 34 countries in 2014."2

In an efficient economy, workers are employed in the jobs best suited for their skills. But this is not the
case for all workers today. Many women face barriers in the workplace that prevent them from utilizing
their skills and achieving their full economic potential. Discrimination is one such barrier, but
occupational segregation and outdated workplace policies also play a role. Eliminating these barriers
would benefit women, their families and the economy. International Monetary Fund President Christine
Lagarde has cautioned, “By not fully engaging half of the population, we all lose out.”"®
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The Institute for Women’s Policy Research has estimated that the earnings of roughly 60 percent of
women would increase if women were “paid the same as men of the same age with similar education
and hours of work.” Overall, IWPR estimates that closing the gender pay gap would give an additional
$447.6 billion to women and their families, and would cut their poverty rate in half.”*

Boosting women’s earnings would increase spending by households, generating additional consumer
demand. Stimulating demand increases production and leads to economic growth. According to the
OECD, the U.S. economy would be 5 percent larger in 2030 if the gap between men’s and women’s
labor force participation were cut in half.” Having more women working full time in the paid labor
force also could decrease income inequality and lift many women out of poverty, which would reduce
government spending on programs such as Medicaid and the Supplemental Nutrition Assistance
Program (SNAP)."®

FACTORS THAT CONTRIBUTE TO THE GENDER PAY GAP

The causes of the gender pay gap are complex. One of the most startling factors is that a lack of family-
friendly workplace policies in the United States essentially means that millions of American women are
penalized for becoming mothers and caring for their children. Although some larger American
corporations have instituted such policies in order to retain highly educated and skilled employees,
most companies do not offer policies that would make it easier for women or men to step out of the
workforce or reduce their hours to care for their children while enabling them to return to full-time
work without compromising their earning potential. This dynamic is a major contributor to the gender

pay gap.

Differences in fields of study and employment also often lead to substantial differences in pay. This is
partly the result of personal choice, but it is also strongly influenced by slow-to-change societal norms
and steering of women into lower-paying, female-dominated occupations.

Research has shown that even when these and other factors are taken into consideration, there remains a
gap between what men and women typically earn. It is thought that this is due to persistent
discrimination against women in the workplace.

Women Are More Likely Than Men to Interrupt Their Careers to Care for Children

Women are significantly more likely than men to leave a job or reduce their hours to care for
children.”” This makes them more likely to miss out on scheduled or merit pay increases, and it
negatively affects their tenure and on-the-job experience. According to one study, 10 years after
graduating from college, 23 percent of mothers were out of the workforce and 17 percent were
employed part time. In contrast, 1 percent of fathers were out of the workforce, and only 2 percent were
employed part time.®
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Among parents of young children, mothers are less likely to be employed than fathers. About

56 percent of mothers with children under the age of three work outside the home, compared with
nearly 90 percent of fathers with young children.”® More than half (59 percent) of first-time mothers
who worked during their pregnancy were working three months after giving birth, and about one in five
(21 percent) were not working after 12 months.&°

It is common for working parents to face conflicts when they try to balance the demands of work and
family, but the burden of meeting family responsibilities often falls to mothers. 39 percent of mothers
report having taken a significant amount of time off to care for a child or family member, and

27 percent report having quit their job (see Figure 8).

By contrast, only about one in four
fathers (24 percent) report that they
took a significant amount of time off
and just 10 percent quit their job
because of family responsibilities,
according to a Pew Research Center
survey of working parents.®* Not
surprisingly, mothers are twice as 35% |
likely as fathers to report that having
children has made it more difficult to
advance their career or job.%?

Figure 8: Mothers Make Greater Career Sacrifices
to Care for a Child or Family Member

45%

H Mother B Father

40% |

30% |

25% |

A shortage of affordable quality child
care and the lack of paid family leave
force many women to leave the labor 15%
force for a period of time to raise

20%

children. This affects families across 10% T
income levels. However, it particularly s |
affects lower-income households who
are more likely to have a stay-at-home 0%
- - Reduced Taken a significant Quit job Turned down
mOther than hlgher'lncome work hours amount of time off a promotion

households. 23

Source: Pew Research Center, October 2013

Note: "Mothers" and "Fathers" are those who have ever worked and include those

Stepplng out of the labor force, even with children of any age, including adult children

temporarily, has a significant impact

on a woman’s career and her earning

potential. For example, if a mother who earns an annual salary of $40,000 decides to stay home with
her two children for five years, she would lose more than the $200,000 cumulative salary she would
have earned had she continued to work. She would also miss out on annual cost-of-living adjustments,
raises, and contributions to Social Security and her retirement account. On the other hand, a father
working the same job who does not take time away would continue to receive raises, cost-of-living
adustments and other benefits, in addition to his salary.
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Research shows that mothers with access to paid maternity leave are significantly more likely to return
to their employer and to maintain their pre-leave wages. They are better able to build tenure and
experience in their jobs and to remain in positions that are well-suited to their interests and education.
Consequently, ensuring that women have access to paid maternity leave can help to raise mothers’
earnings and close the pay gap.®* Moreover, there are well-documented child and maternal health
benefits as a result of the uninterrupted bonding time that paid parental leave makes possible.®

Working Mothers Often Pay a “Mommy Penalty”

Career interruptions can hurt a mother’s earnings. Data suggest that women suffer a “mommy penalty”
after they have children, earning 3 percent less than women who do not have children. The opposite is
true for fathers, who earn on average 15 percent more than men without children (see Figure 9).%

Some of this disparity may result from
differences in occupations and hours
between men and women who have
children and those who do not. For

- $1,000
example, women may reduce their $962
hours or take time off after the birth or
adoption of a child, while fathers may

Figure 9: Median Weekly Earnings Among Men and
Women With and Without Children

increase their hours. The resulting gaps $840
in experience and pay often persist
long after a mother has returned to $765 $744
working full time. 3750
. Mommy
However, studies suggest that fathers e

may also be rewarded beyond what -3%
differences in occupation or experience
would justify. Some employers may

believe that women are more likely $500
than men to interrupt their careers to Women Men

re for children an reeiv No With No With
?Oih;hgodda:a zigdngleoi‘elofver levels Children  Children Children Children
of commitment and professional Source: JEC Democratic staff calculations of 2014 annual averages based on
Competence On the Other hand monthly data from the Current Population Survey, Bureau of Labor Statistics

Notes: Men and women ages 25 to 54 years old who are full-time paid employees;

employers may View fatherhOOd as a mothers and fathers include those with children living within the household who
Signal of increased work commitment are under 18 years old; rounded to nearest percentage point

and stability.®’

Women Are More Likely Than Men to be Primary Caregivers of Other Family Members

Mothers are significantly more likely than fathers to take time off to care for a sick child, elderly parent
or other relative.®8 This is partly a financial decision because women tend to have the lower earnings in
their household—®60 percent of married working women earn less than their husband. Although men
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and women report having access to family-friendly workplace policies in roughly the same percentages,
surveys suggest men are significantly less likely to use their leave because they believe that they would

be viewed negatively by management and coworkers for taking time off.8° Women may also choose to

cut back their hours in order to balance family responsiblities and work instead of using leave.®

Today, many women carry the added responsibility of caring for their aging parents. Three in five
caregivers of older adults (ages 50 and older) are women.®! Although caregiving for parents is
commonly divided within a family among sons and daughters, “daughters are more likely to provide
basic cargzand sons are more likely to provide financial assistance,” according to a 2011 study by
MetL.ife.

Women Who Are Forced to Work Part Time Earn Less

The flexibility of part-time work can help women balance work and family demands, but that flexibility
may come at a cost. The decision to work an alternative or reduced schedule may appear voluntary.
However, for many women it is the best option for balancing work with the needs of their family.%3
Roughly two-thirds of part-time workers are women, and women in their prime working years are twice
as likely as men to work part time for noneconomic reasons, including child care constraints, family
obligations, school enroliment or other reasons.%*

Part-time workers often face an earnings penalty when compared with their full-time counterparts.*®
Less “face time” can cause employers to view female employees as less committed to their jobs and
more likely to take time off to care for family members than their male colleagues. That presumption
means that women appear to be less valuable. They receive less pay for work that is substantially
similar to men’s which in turn contributes to the gender pay gap and the “mommy penalty”
phenomenon. Women who work part time are also less likely to qualify for benefits such as paid leave,
health insurance and employer-sponsored retirement plans. %

Women Tend to Study in Lower-Paying Fields

Over the past several decades, an increasing share of women have earned college and graduate degrees.
In the 2012-2013 school year, women earned 57 percent of bachelor’s degrees, 60 percent of master’s
degrees and 51 percent of doctorate degrees.®’ These trends have helped narrow the overall gap
between women’s and men’s earnings. %

However, despite the fact that women tend to be better educated than men, women’s median earnings
are lower at every level of education. In fact, women with bachelor’s and professional degrees face
larger pay gaps than women with less education. For example, while the national gender pay gap is
21 percent, the pay gap for women with a bachelor’s degree is 29 percent.%

Moreover, women are often out-earned by men who are less educated. For example, a woman with a
graduate or professional degree typically earns $5,000 less than the median earnings of a man with only
a bachelor’s degree. 1%
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This discrepancy is partly due to the fact that women are more likely to pursue education in fields that
tend to pay substantially less than those chosen by men. Men are more likely to major in fields such as
computer science, chemistry, physics or engineering, which frequently lead to higher-paying jobs.**
Women are more likely to study subjects such as nursing, education and the social sciences, which
often lead to lower-paying jobs. For example, women earn more than 60 percent of degrees in nine of
the 10 lowest-paying fields of study, but less than 30 percent of degrees in seven of the 10 highest-
paying fields (see Table 2).

Table 2: College Majors with the Highest and Lowest Earnings

20 Majors with Highest Earnings Med,l an Percent 20 Majors with Lowest Earnings Med,l an Percent
Earnings Female Earnings Female

Petroleum engineering $136,000 14%)| |Early childhood education $39,000 96%
Pharmacy, pharmaceutical sciences & admin. $113,000 59%| [Human services & community organization [ $41,000 85%
Metallurgical engineering =| $98,000 23%| |Studio arts 3| $42,000 69%
Mining and mineral engineering T  $97,000 13%| |Social work é $42,000 88%
Chemical engineering g $96,000 32%| |Teacher education: multiple levels & $42,000 82%
Electrical engineering = $93,000 12%| |[Visual & performing arts $42,000 67%
Aerospace engineering $90,000 14%| |Theology & religious vocations $43,000 32%
Mechanical engineering $87,000 12%| |Elementary education $43,000 91%
Computer engineering $87,000 10%| [Drama & theater arts $45,000 63%
Geological & geophysical engineering $87,000 40%)| |Family & consumer sciences $45,000 90%
Computer science $83,000 13%| |Language & drama education $45,000 76%
Civil engineering $83,000 21%)| |[Special needs education $45,000 90%
Applied mathematics $83,000 35%| |General education $46,000 83%
Industrial & manufacturing engineering $81,000 28%| |Multi/interdisciplinary studies $46,000 60%
Physics $81,000 19%| |Art & music education $46,000 66%
General engineering $81,000 22%| |services $46,000 95%
Engineering mechanics, physics & science $81,000 20%| |Composition & speech $47,000 65%
Architectural engineering $80,000 25%]| |Social sciences or history teacher education $47,000 41%
Engineering & industrial management $78,000 17%| |Science & computer teacher education $48,000 60%
Statistics & decision science $78,000 44%)| |Secondary teacher education $48,000 59%

Source: JEC Democratic staff calculations based on data from the National Center for Education Statistics, 2014 Digest of Education Statistics (women's share of each
major is based on degrees conferred during the 2012-13 education year found in Table 318.30); Georgetown University Center on Education and the Workforce (2015),
which uses U.S. Census Bureau, American Community Service micro data, 2009 to 2013

Notes: "Median earnings" refers to the median annual wages of college-educated workers ages 25 to 59; earnings in 2013 dollars; majors are matched as closely as
possible between earnings data and women's share of degrees

Women continue to be underrepresented in science, technology, engineering and mathematics (STEM),
a broad field of study that is typically associated with higher wages. Women today hold less than half
(46 percent) of science and engineering degrees, but their representation is growing as more young
women pursue education in STEM. Young women (ages 25 to 39 years old), outnumber their male
colleagues in science and engineering, 52 percent to 48 percent. 1%

However, even within STEM, women are still more likely to earn degrees in fields that pay less. For
example, women earned well over half of bachelor’s degrees in biology conferred in the 2012-2013
academic year, a field in which the median salary for bachelor’s degree holders is $56,000.% On the
other hand, women earned less than 20 percent of bachelor’s degrees in engineering, a field in which
the median salary for bachelor’s degree holders is $81,000.1%*
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Selecting a major or field of study is largely a personal choice. However, research suggests that even
from an early age women are steered into certain fields of study and discouraged from entering
others.1% According to studies, young girls perceive themselves to be worse at math and science than
young boys, which makes them less likely to take courses in STEM and pursue education in those
higher-paying fields.'% Additionally, because relatively fewer older women work in higher-paying,
male-dominated professions, there are fewer mentors for younger women and girls, decreasing the
chance that they will pursue careers in these professions.%’

Women Often Work in Occupations That Pay Less

Women’s median weekly earnings are less than men’s in each of the top 20 occupations for female
employment. Those occupations employ 19.8 million women and account for more than 42 percent of
women’s total employment (see Figure 10). 1%

Within these 20 occupations, women’s earnings range from a high of 99 percent of men’s for maids and
housekeeping cleaners (men and women earn essentially the same pay) to a low of 67 percent of men’s
for financial managers (women earn roughly two-thirds of men’s pay). Many of the most common
occupations for women typically pay salaries below the overall median, and in many cases, below the
poverty line for a family of four.%

Figure 10: Women's Earnings as a Percent of Men's in the

20 Occupations With the Largest Number of Female Workers
Based on median weekly earnings of full-time workers, 2014 annual averages

(Parity)
65% 70% 75% 80% 85% 90% 95% 100%
Maids & housekeeping cleaners 99%
Office clerks, general 95%
Social workers 94%
Cashiers 94%
Personal care aides 91%
Registered nurses 90%
Bookkeeping, accounting & auditing clerks 90%
Secondary school teachers 89%
Nursing, psychiatric & health aides 88%

Elementary & middle school teachers
Customer service representatives
Receptionists & information clerks

87%
87%
86%

Secretaries & administrative assistants 84%
First-line supervisors/managers of office workers 83%
Waiters & waitresses 83%
Managers, all other 82%
Accountants & auditors 81%
First-line supervisors/managers of retail sales workers 75%

Retail salespersons 70%
Financial managers [WFEZ

Source: JEC Democratic staff calculations based on data from the Current Population Survey, Bureau of Labor Statistics

Notes: Data do not include self-employed or unpaid workers; together, these 20 occupations employ more than 19.8 million women, and account for 42.1 percent
of women's employment; the number of women employed within each occupation ranges between approximately 2.2 million ("secretaries & administrative
assistants" and "elementary & middle school teachers") and approximately 500,000 ("personal care aides," "waiters &waitresses" and "secondary school teachers")
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Women tend to work in professions that overwhelmingly employ females, including nursing, teaching
and office and administrative support positions.'!° These professions have traditionally paid lower
wages than male-dominated professions.

One factor that contributes to lower wages in female-dominated professions is that many of those
professions focus on caregiving, which generally is poorly compensated. “Caring often creates
‘outputs’ that are not easily captured in market transactions, such as the increases in lifetime
capabilities created by excellent kindergarten and preschool teachers,” according to economist Nancy
Folbre. The added value of such work, “which extends well beyond increases in lifetime earnings to
many less tangible benefits,” is difficult to quantify. As a result, wages in caregiving professions do not
reflect the full value of the work.!!?

The result is that workers—both men and women—in traditionally female occupations face a wage
penalty.'*? For example, the median weekly earnings of maids and housekeepers, a category that is
84 percent women, is more than 20 percent lower than the median weekly earnings of janitors and
building cleaners, a category that is 76 percent men.*'3 According to the Institute for Women’s Policy
Research, “Male-dominated occupations tend to pay more than female-dominated occupations at
similar skill levels, particularly at higher levels of educational attainment.”*'*

Of the 116 occupations with enough men and women to make a comparison, women earn as much as or
more than men in only two—stock clerks/order fillers and health practitioner support
technologists/technicians.'*> A gender wage gap exists within low-paying occupations (for example,
cashiers and packagers), as well as within high-paying occupations (such as nurses, accountants and
financial managers). ¢

Moreover, women tend to hold larger shares of employment in lower-paying occupations within a
particular field—e.g., medicine, law or finance. For example, in the medical field, 90 percent of
registered nurses are female, but only 36 percent of physicians and surgeons are female.'*” Similarly,
within the field of finance, 90 percent of bookkeepers, accountants and auditing clerks are female, but
only about 40 percent of financial analysts and personal financial advisors are female.'*® Within the
legal field, where men and women hold roughly equal shares of total employment, women are

87 percent of paralegals and legal assistants, but only 33 percent of lawyers.*'°

Evidence suggests that most women do not choose to work in low-paying jobs in exchange for more
flexibility, despite claims by some to the contrary. According to economist Heather Boushey,
“...mothers are actually less likely to be employed in jobs that provide greater flexibility. In general,
workers who hold higher positions and are privileged in gender (better educated, white, male) have
more access to all kinds of workplace flexibility. Women are less likely than men to have access to
flexibility, but parents—especially single mothers—are the least likely to have access to workplace
flexibility.”1%°
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In other words, lower-income women who potentially would benefit the most from policies that
enhance workplace flexibility are among the least likely to have access to them. Flexible arrangements
for low-wage workers are more often in the form of reduced hours (part-time or part-year work) that
come with reduced pay. Only 44 percent of low-wage workers (average wage in the bottom 10 percent)
have access to paid leave including sick days, family leave and vacation.?

Women Are Underrepresented in Leadership

Women hold significantly fewer leadership positions than men, despite being more than half the U.S.
population.t?? This is true across both the public and private sectors. Women hold 108 seats in the
U.S. Congress—20 seats in the Senate and 88 seats in the House of Representatives (including four
nonvoting delegates). Although this is a record number of women serving in the U.S. Congress, it
represents only 20 percent of the 539 seats. 23

Across state governments, women hold just six of the 50 state governorships and only about 25 percent
of both statewide elective executive offices (including governor, lieutenant governor and

other statewide elected offices) and seats in state legislatures.*?* Only about 18 percent of mayors of
cities with more than 30,000 residents are women, and only 17 mayors of the 100 largest cities are

women.1%°

Although women make up 48 percent of the private-sector workforce, they comprise only 4 percent of
CEOs of S&P 1500 companies, and 16 percent of board members at those companies.*?® That is
despite the fact that women’s share of board seats has roughly doubled since 1997. According to the
Government Accountability Office (GAQ), even if the pace at which women join corporate boards
more than doubles to match the pace for men, it will be more than 40 years before women and men
reach parity.?’

Women tend to hold more board seats at large companies than at small and medium-sized companies.
In fact, one in three small-sized companies, and roughly one in six medium-sized companies have no
female representation on their corporate board.*?

Multiple factors likely play a role in the lack of gender diversity on corporate boards.'?® Boards may
not prioritize diversity when filling corporate board seats, or there may be an unconscious bias against
women in order to maintain a “level of comfort in the boardroom,” according to interviews conducted
by GAO of stakeholders including CEOs, board directors and investors. Among small and medium
S&P 1500 companies, the median number of female board members is one. Among large companies,
the median number is two.**°

Other factors that hinder increasing women’s representation in corporate leadership include a lower
percentage of women in the traditional pathway for leadership positions, and the fact that there is
generally low turnover among board members.*3!

Increasing women’s representation in corporate leadership may boost companies’ bottom lines.
Multiple studies have suggested that gender diversity in corporate leadership is linked to improved
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financial performance.'3? Moreover, diverse boards often better reflect the composition of a given
company’s pool of employees, as well as its customer base. Increasing diversity on corporate boards
also can lead to better decision-making by allowing members to consider a greater range of
perspectives. 13

Evidence Suggests That Some Women Still Do Not Receive “Equal Pay for Equal Work”

In many professions, women continue to be paid less for doing work that is substantially the same as
work done by men. For example, among nurses, women make 90 percent of what men typically make;
among lawyers, women make 83 percent of what men make; and among financial managers women
make roughly 67 percent of what men make.'3* This suggests that there may still be gender-based
discrimination in the workplace.

After taking into account differences in observable factors such as education, field of study, occupation
and experience, multiple studies have estimated that there is an unaccounted for gap between women’s
and men’s average earnings of 5 to 9 percent.'3® In other words, as much as 40 percent of the overall
gender pay gap cannot be explained by factors that would affect earnings and may be due to
discrimination.

A 2011 study by the American Association of University Women found that one year after graduating
from similar universities, with the same major, and working the same number of hours, female
employees earned 7 percent less than male employees.'3® That unexplained difference grew in
subsequent years, reaching 12 percent a decade after graduation.'3’

Similarly, a recent study by Francine D. Blau and Lawrence M. Kahn estimated that about 40 percent
of the difference in earnings between full-time working men and women—or roughly 8 cents on the
dollar—was unexplained by measurable gender differences in education, experience, region, race,
union status, industry and occupation.*3® Another study, which used slightly different data on earnings,
found an unexplained shortfall in women’s earnings of approximately 5 to 7 cents for each dollar
earned by a man.**

INTERNATIONAL COMPARISONS

The United States now ranks 28" on the World Economic Forum’s (WEF) Global Gender Gap Index,
not only behind many developed countries, but also behind developing countries such as Rwanda,
Nicaragua and Namibia. This ranking is down eight spots from a year earlier. The rankings are based
on four fundamental categories compiled by the WEF that measure each country’s performance relating
to various aspects of women’s well-being and opportunity, including economic participation, education,
health and political empowerment. Much of the drop in the U.S. ranking was due to a decline in the
political empowerment score, but the United States also lost its spot as one of the top five countries for
economic participation and opportunity, “with slightly less wage equality for similar work.”4°
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The United States not only lags behind many other advanced countries with respect to reducing gender
wage inequality, it also lags behind other countries in adopting family-friendly policies that could help
address some of the factors that influence the pay gap. These policies, including paid family leave,
universal child care, workplace flexibility and retirement benefits for unpaid caregivers, make it easier
for both women and men to balance the often-competing demands of work and family.

The Gender Pay Gap Is Larger in the United States Than in Many Other Developed
Countries

Comparing gender pay inequality across countries is difficult due to significant differences in
employment patterns and the lack of publicly available data on wage disparities in some countries. This
leaves some question about where the United States ranks in the world with respect to gender pay
equity, but by and large, the consensus is that it fairs poorly.

Several studies have concluded that the gender pay gap in the United States is larger than in many other
advanced countries.'*! For example, the United States ranks 23" among OECD countries when
comparing women’s median wages for full-time work to men’s. In other words, the gap between
women’s and men’s wages in the United States is greater than it is in 22 of 34 developed countries in
the OECD (see Figure 11).

The good news is that the factors that account for a significant portion of the gender pay gap in the
United States are known and could be addressed. As discussed earlier, these include differences in
fields of study, occupations and experience. Implementing policies targeted to narrowing those
differences could significantly shrink the gender pay gap. That includes embracing solutions to
minimize subtle forms of gender discrimination such as occupational segregation, and maximizing the
economic potential of U.S. women through policies such as paid family leave and affordable child care.
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Figure 11: Gender Wage Gap in Selected Countries
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Source: Organisation for Economic Co-operation and Development, Gender Wage Gap 2014

Notes: Data for each country are for the most recent year available; OECD defines the gender wage gap as unadjusted and as the
difference between male and female median wages divided by male median wages; data are for full-time employees

The United States Is the Only Advanced Country That Does Not Guarantee Paid
Maternity Leave

The United States is one of a small number of countries and the only advanced nation that does not
guarantee paid maternity leave for working mothers.**2 In every other advanced country, new mothers
are entitled to a period of paid leave, although the duration of leave and the portion of leave that is paid
vary considerably across countries. According to the International Labour Organization, 53 percent of
all countries provide at least 14 weeks of maternity leave.'* Paid paternity leave is less common.
Sweden has an exceptionally generous parental leave policy for mothers and fathers, providing 480
days of paid parental leave, with 60 of those days reserved for the father.4*

Given the wide variation in leave policies across countries, the optimal duration of paid parental leave
is unclear. It is certainly longer than the zero weeks currently guaranteed in the United States. However,
according to an OECD analysis, in some countries with extremely long durations of paid parental leave,
such as Austria and Finland, women face larger gender pay gaps.*® This is due to the fact that women
who take the full maternity leave benefit available to them may be out of the workforce for an extended
period of time, and those long breaks in work are linked to lower earnings.4°
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Increasing the availability and use of paid parental leave for fathers in the United States, as other
countries have done, also would help combat long-standing gender stereotypes with respect to unpaid
work and caregiving. In countries including Sweden, France, Belgium, Denmark and Finland, a portion
of parental leave is reserved for fathers.*’

Family-friendly workplace policies that apply only to women such as paid maternity leave may
unintentionally reinforce the stereotype that women should be their family’s primary caregiver. Women
in general devote more time to unpaid work, including child care, and such policies can make it more
likely that women leave the labor force for long periods of time, which can in turn perpetuate pay
disparities.1*®

Breaking those stereotypes could shrink the gender pay gap two ways: first, by lessening the stigma
some men feel for taking leave, and second, by making it less likely that employers undervalue women
as a result of their caregiving responsibilities. In addition, parents would more equally share in the
unpaid work of childrearing. A 2007 study of U.S. working fathers found that those who stayed home
for at least two weeks following the arrival of a child were significantly more likely to share in child
care responsibilities nine months later.4°

Several U.S. companies have taken steps to increase the likelihood that fathers take paid leave
following the arrival of a child. Facebook and Etsy have recently updated their parental leave policies
to provide equal benefits to all new parents, regardless of gender. Other companies have expanded their
parental leave policies to include paid leave explicitly for fathers or secondary caregivers.

The United States Is One of Only a Few Countries Without A Paid Sick Leave Policy

Workers in most countries, including those in low-income countries such as Afghanistan, Ethiopia and
Haiti, are entitled to paid leave when they are sick.*®® However, the United States does not have a
nationwide paid sick leave policy. Five states—Connecticut, Massachusetts, Oregon, California and
Vermont—and the District of Columbia have already enacted paid sick leave laws.*>! An additional 22
cities and one county have also passed paid sick leave legislation.>? The experiences in these states
and cities have shown that providing workers with paid sick leave does not hurt businesses’ bottom
lines. In fact, it can have positive effects on worker productivity and boost employee morale. 3

Despite this progress, roughly 35 percent of U.S. workers do not have access to paid sick leave.>*
Access is higher among workers in high-wage and full-time jobs. Part-time and low-wage workers—
who are often female—are less likely to have access to paid sick leave. Roughly 80 percent of the
lowest-wage workers do not have access to paid sick leave. By comparison, only one in 10 of the
highest-wage workers lack access to paid sick leave.>® Nearly three-quarters of part-time workers do
not have paid sick leave.'®®
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The United States Has the Third Highest Out-of-Pocket Child Care Costs in the OECD

Parents in the United States pay very high costs for reliable child care. In 33 states and the District of
Columbia, the annual cost of child care for an infant exceeds the cost of a year of in-state tuition at a
four-year public university.'>” For many families, the high cost of child care pushes mothers out of the
labor force until their children are old enough to attend public pre-K or kindergarten. Those years out of
the workforce have long-term effects on mothers’ career earnings and retirement security.

According to the OECD, the United States ranks near the bottom for public spending on child care and
pre-primary education as a share of the economy. At just 0.4 percent of gross domestic product, U.S.
expenditures were about half the OECD average.'® The lack of public spending leaves American
families with high out-of-pocket costs. By one measure, the United States has the third highest out-of-
pocket costs for child care among OECD countries. >

Many countries, and European nations in particular, have adopted policies to improve child care access
and affordability. For example, in France several policies are aimed at ensuring that families have
access to affordable and reliable child care, including affordable municipal day care, tax breaks for
hiring in-home child care workers and free universal preschool beginning at 3 years of age.*®° In the
United Kingdom, working parents of 3- and 4-year-olds receive 30 hours of free child care per week,
and the most disadvantaged families of 2-year-olds receive child care at no cost.'%*

Many High-Income Countries Have Laws to Encourage Workplace Flexibility

Many countries have flexible workplace statutes that help employees achieve work-life balance by
requiring or encouraging employers to allow alternative work arrangements, such as scheduling
changes due to child care responsibilities. A comparison among the United States and other high-
income countries published by the Institute for Women’s Policy Research in 2008 showed that around
that time, nearly all of the 20 other countries studied had flexible workplace policies to accommodate
child care needs and about one-third had policies to accommodate care for a sick or elderly adult.*6?

Research by economist Claudia Goldin suggests that increasing “temporal flexibility” so that jobs are
structured to give workers more autonomy over their schedules, and so workers can more easily
substitute for each other, could reduce the gender pay gap. However, in many professions, including in
high-paying fields such as the corporate, financial and legal fields, “a flexible schedule comes at a high
price,” according to Goldin, because workers in these fields often get a disproportionately large
increase in their pay for working additional hours.®3 While some fields have worked toward reducing
the cost of workplace flexibility to employees (pharmacy and retail sales, for example), workers in
many professions continue to face large penalties when they elect to work non-standard schedules.®*

Many European Countries Place a Value on Caregiving

Time spent out of the workforce to care for children and other family members significantly impacts
women’s earnings and retirement security. Some countries have found ways to value the time parents
spend caring for their families and recognize the role parents play in developing human capital and
shaping the future workforce.® For example, they give credit to women (or men) for time spent out of
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the workforce to care for children or other relatives. These types of programs exist in many European
countries including France, Germany, Sweden, Norway, Switzerland, Luxembourg, Austria and
Finland.*%® Adopting similar policies to value the time individuals spend on unpaid caregiving in the
United States could help reduced the costs of caregiving to women, particularly in retirement. ¢’

Many Countries Require Pay Transparency to Address Their Gender Pay Gaps

The vast majority of OECD countries, including the United States, have legislated the principle of
“equal pay for equal work” into law. Many have also adopted laws that guarantee equal pay for “work
of equal value requiring similar qualifications.” In addition, protecting the right of workers to share
salary information with coworkers is essential for ensuring that men and women receive fair pay.

Disclosing overall statistics on pay can be a useful tool for uncovering broader underlying inequities in
compensation practices. Several countries have enacted laws requiring private companies to
periodically disclose their gender pay gaps. For example, every two years, companies in Belgium with
50 or more employees must report differences in pay between men and women in their annual audit.*68
Similar laws are already in place in Sweden and Austria, and an equal pay reporting requirement for
companies with at least 250 employees is being considered in the United Kingdom.

The U.S. federal government is also taking steps to bolster available data on workers’ pay to help
identify and address pay discrimination. Subject to final approval, the U.S. Equal Employment
Opportunity Commission (EEOC) will begin collecting additional data on pay ranges and hours worked
from private-sector employers with more than 100 employees beginning in 2017 to assess pay
disparities across industries and occupations by sex, race and ethnicity."®

THE STATUS OF “EQUAL PAY FOR EQUAL WORK"

Congress Passed the Lilly Ledbetter Fair Pay Act to Help Ensure “Equal Pay for Equal
Work”

Congress took steps to strengthen protections against pay discrimination by passing the Lilly Ledbetter
Fair Pay Act in 2009. It was the first piece of legislation President Obama signed into law, and it
addressed a major shortcoming of existing equal pay laws—the fact that many victims are not aware of
pay discrimination until it is too late to take action.

The law is named for Lilly Ledbetter, a nearly 20-year employee of Goodyear Tire and Rubber. Late in
her career, Ledbetter discovered that she had been paid significantly less than her male counterparts—
more than $200,000 in salary over the course of her career, and more in Social Security and pension
benefits. Upon retirement, she sued her employer for gender discrimination and her case ultimately
reached the Supreme Court. In a 5-4 decision, the Supreme Court ruled that employers could not be
sued for an unlawful practice more than 180 days after the initial alleged discrimination had occurred.
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However, as is often the case with pay discrimination, Ledbetter did not learn she was being
discriminated against until long after the 180-day period had expired.

The Lilly Ledbetter Act addressed this by revising the Civil Rights Act so that the 180-day statute of
limitations for filing a pay discrimination lawsuit resets with each new paycheck. According to the
Equal Employment Opportunity Commission, gender-based wage discrimination charges and Equal
Pay Act charge filings both increased following enactment of the law.*"*

Passing the Paycheck Fairness Act Would Further Strengthen Pay Equity Laws

The Paycheck Fairness Act would address several significant holes in the Equal Pay Act of 1963 that
enable discriminatory pay practices to continue. If enacted, the bill would make several changes that
would further strengthen pay equity laws. "% The Paycheck Fairness Act would require that wage
comparisons be made across multiple establishments within the same county or political jurisdiction
under the same employer. Currently, employers are only required to compare wages of men and women
doing the same job at the same establishment. This means a woman can be paid less than a man who is
doing the same job, but “across town.”

The bill also would prohibit employers from defending unequal pay for “equal work” for reasons that
are not directly related to job content and performance. Some employers have successfully defended
paying a woman less than a man for doing the same job on the basis of an individual’s prior pay history
or stronger negotiation for higher pay. Moreover, employers would be prohibited from punishing
workers for sharing pay information with colleagues. Increasing pay transparency would help all
employees access the information they need to ensure they are being paid fairly. And it is essential for
women to be able to fight against discriminatory pay practices. Without it, uncovering and proving pay
discrimination can be challenging, time-consuming and costly. Yet, over 60 percent of private-sector
workers report that they have been discouraged or prohibited from discussing information on pay.’

The Paycheck Fairness Act would require the Equal Employment Opportunity Commission to collect
data on employer compensation across race, sex and national origin, and enhance the EEOC’s ability to
enforce anti-discrimination laws. Remedy provisions in the Equal Pay Act would be strengthened to
include compensatory and punitive damages. The more stringent penalties would encourage employers
to self-audit and more quickly correct any discriminatory pay practices as they are uncovered.

The ERA Would Put the Full Weight of the Constitution Behind Anti-Discrimination
Laws

Many countries guarantee women have equal rights in their constitutions or other governing
documents, including developed countries such as Canada, Japan, and Germany, as well as developing
countries such as Afghanistan, Cambodia and Haiti.*"* There may be flaws in how such rights are
protected and enforced within a country, but nevertheless, equality is on the books. The U.S.
Constitution does not explicitly guarantee that the rights it protects are held equally by all citizens,
regardless of sex.'’®
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The Equal Rights Amendment (ERA), which was first introduced in Congress nearly 93 years ago,
would amend the Constitution to ensure that women and men have constitutionally guaranteed equal
rights.’® 1t would put the full weight of the U.S. Constitution behind existing laws that protect women
from discrimination based on sex, including the Equal Pay Act and the Civil Rights Act. Ratifying the
ERA would also affirm the United States’ position as a leader on women’s equality. In 1972, the last
time Congress passed and sent the ERA to the states for ratification, 35 states eventually approved the
measure—three states short of the 38 needed to amend the Constitution.!””

Many states have already gone beyond the current federal anti-discrimination laws to advance and
protect women’s rights by providing either inclusive or partial guarantees of equal rights on the basis of
sex in their constitutions.1’®

However, until the ERA is ratified, the progress toward women’s equality can be undone. Federal anti-
discrimination laws, including the Equal Pay Act and Civil Rights Act, may be amended or repealed.
Moreover, future administrations could choose not to enforce them."®

CONCLUSION

The Equal Pay Act of 1963 was a monumental step for addressing gender-based discrimination in the
workplace by mandating equal pay for equal work. But gender discrimination in the workplace still
exists, in both explicit and subtle forms. Despite progress on narrowing the gender pay gap since the
1960s, women still earn less than $4 for every $5 earned by men.

Since Congress passed the Equal Pay Act, there has been a dramatic shift in women’s roles in the labor
force and as their family’s breadwinner. Yet workplace policies have not kept pace, and many women
are forced to sacrifice their career to care for their family. This reality depresses women’s earnings,
contributing to gender pay inequality and pushing some women into poverty.

Unless something changes, the gender pay gap will not be closed for at least 43 years. Women and their
families cannot afford to wait that long. Strengthening anti-discrimination laws and modernizing
outdated workplace policies to reflect 21% century realities would help women to reach their full
economic potential and could significantly shrink the gender pay gap. This would have enormous
benefits for women, their families and the economy.
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APPENDICES

Methodology: Why Some Sources Quote Different Figures for the Gender Pay Gap

The U.S. government has produced data on men’s and women’s earnings for over 50 years.*° Those
data are frequently used by economists to compare the median earnings of men and women—the value
at the middle of the distribution of men’s earnings with the value at the middle of the distribution of
women’s earnings. This provides an estimate of the size of the gender pay gap. Comparisons can be
made between men and women overall, by race or by age, and within specific fields or occupations.

The most frequently cited estimate of the gender pay gap is calculated using annual earnings for
individuals who work full time, year-round.8! This methodology, which gives a female-to-male
earnings ratio of 78.6 percent and a gender pay gap of 21.4 percent, is useful because it excludes the
earnings of part-time workers, and includes other forms of pay such as tips, commissions and bonuses.
Consistent data are available as far back as 1960, before the passage of the Equal Pay Act, making it
possible to track changes in the pay gap over a long period of time. 82

Other measures of earnings, which did not exist before the 1970s, yield somewhat different results.
Comparing median weekly earnings, which includes individuals who work full time, finds a female-to-
male earnings ratio of 82.5 percent, or a pay gap of 17.5 percent.'8 Comparing hourly earnings shows
an earnings ratio of 84.6 percent and a pay gap of 15.4 percent.'84 This measure includes individuals
who are paid on an hourly basis but may not work full time or year-round. As a result, calculating the
pay gap on the basis of hourly earnings captures the many women who work part time or part year.
However, this ignores the reality that many women work part time or part year while they are caring for
children or other relatives even though they would prefer full-time work.

There is general agreement that no single measure of earnings captures the full range of factors that
contribute to the gender pay gap. Regardless, these measures all show that women typically earn less
than men. 18
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Table: State-Level Earnings and Pay Gap (2014)

Women's Men's Gender ende
Median Earnings Median Earnings Earnings Ratio Pay Gap

Alabama $32,100 $44,200 72.6% 27.4%
Alaska $46,300 $57,300 80.8% 19.2%
Arizona $36,900 $43,900 84.1% 15.9%
Arkansas $31,200 $39,900 78.2% 21.8%
California $42,500 $50,500 84.2% 15.8%
Colorado $41,700 $50,900 81.9% 18.1%
Connecticut $50,700 $61,400 82.6% 17.4%
Delaware $41,300 $51,000 81.0% 19.0%
District of Columbia $61,700 $68,900 89.6% 10.4%
Florida $34,800 $41,000 84.9% 15.1%
Georgia $36,500 $44,600 81.8% 18.2%
Hawaii $40,200 $46,800 85.9% 14.1%
Idaho $31,000 $42,600 72.8% 27.2%
Illinois $40,900 $51,700 79.1% 20.9%
Indiana $34,800 $46,300 75.2% 24.8%
lowa $36,500 $47,200 77.3% 22.7%
Kansas $36,200 $47,000 77.0% 23.0%
Kentucky $33,700 $42,200 79.9% 20.1%
Louisiana $31,600 $48,400 65.3% 34.7%
Maine $36,100 $45,800 78.8% 21.2%
Maryland $50,500 $59,100 85.4% 14.6%
Massachusetts $50,500 $61,600 82.0% 18.0%
Michigan $37,400 $50,200 74.5% 25.5%
Minnesota $42,100 $51,600 81.6% 18.4%
Mississippi $31,500 $40,900 77.0% 23.0%
Missouri $35,300 $45,600 77.4% 22.6%
Montana $31,700 $42,700 74.2% 25.8%
Nebraska $35,100 $44,500 78.9% 21.1%
Nevada $36,000 $42,300 85.1% 14.9%
New Hampshire $42,100 $55,600 75.7% 24.3%
New Jersey $48,900 $60,900 80.3% 19.7%
New Mexico $32,500 $41,600 78.1% 21.9%
New York $44,800 $51,600 86.8% 13.2%
North Carolina $35,500 $41,900 84.7% 15.3%
North Dakota $36,100 $50,600 71.3% 28.7%
Ohio $37,100 $47,700 77.8% 22.2%
Oklahoma $32,200 $43,800 73.5% 26.5%
Oregon $38,800 $47,200 82.2% 17.8%
Pennsylvania $39,900 $50,400 79.2% 20.8%
Puerto Rico $22,900 $21,900 104.6% -4.6%
Rhode Island $41,500 $50,800 81.7% 18.3%
South Carolina $33,700 $42,000 80.2% 19.8%
South Dakota $32,000 $42,000 76.2% 23.8%
Tennessee $34,000 $41,700 81.5% 18.5%
Texas $36,400 $46,200 78.8% 21.2%
Utah $34,400 $50,900 67.6% 32.4%
Vermont $39,300 $46,900 83.8% 16.2%
Virginia $42,400 $52,900 80.2% 19.8%
Washington $41,900 $54,400 77.0% 23.0%
West Virginia $31,700 $45,300 70.0% 30.0%
Wisconsin $37,500 $47,500 78.9% 21.1%
Wyoming $35,700 $51,900 68.8% 31.2%
Source: JEC Democratic staff calculations based on data from the U.S. Census Bureau, 2014 American Community Survey (1-year estimates) using American FactFinder
Notes: Data are based on median annual earnings of those who have worked full time, year-round in the past 12 months; earnings data are in 2014 inflation-adjusted dollars, rounded to
nearest hundred dollars; population 16 years and over with earnings
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GENDER PAY INEQUALITY

Map: Gender Earnings Ratio by Congressional District (114t Congress)
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Table: Gender Pay Gap by Congressional District (114t Congress)

Append ' ' P D D DNG D ) ] DNg
0 (1€ (]
ong 0 ) . 5
(] : [l : : O D
AlabD4d d
Congressional District 1 $32,400 $45,500 71.3% 28.7%
Congressional District 2 $31,200 $41,700 74.7% 25.3%
Congressional District 3 $31,400 $41,700 75.3% 24.7%
Congressional District 4 $30,000 $40,500 74.1% 25.9%
Congressional District 5 $35,100 $50,100 70.0% 30.0%
Congressional District 6 $38,500 $52,300 73.6% 26.4%
Congressional District 7 $27,500 $36,400 75.5% 24.5%
Congressional District (at Large $46,300 $57,300 80.8% 19.2%
A 0 d
Congressional District 1 $35,500 $45,100 78.7% 21.3%
Congressional District 2 $35,100 $44,400 79.1% 20.9%
Congressional District 3 $31,300 $36,300 86.4% 13.6%
Congressional District 4 $33,000 $40,400 81.7% 18.3%
Congressional District 5 $42,300 $56,400 75.0% 25.0%
Congressional District 6 $44,800 $55,300 80.9% 19.1%
Congressional District 7 $31,000 $31,200 99.5% 0.5%
Congressional District 8 $41,000 $50,900 80.5% 19.5%
Congressional District 9 $38,200 $42,200 90.5% 9.5%
Congressional District 1 $29,700 $37,400 79.5% 20.5%
Congressional District 2 $32,900 $41,800 78.8% 21.2%
Congressional District 3 $35,100 $39,700 88.5% 11.5%
Congressional District 4 $27,200 $38,200 71.1% 28.9%
d 0 d
Congressional District 1 $36,300 $48,400 75.0% 25.0%
Congressional District 2 $50,600 $54,900 92.2% 7.8%
Congressional District 3 $42,200 $50,200 84.0% 16.0%
Congressional District 4 $50,300 $65,600 76.7% 23.3%
Congressional District 5 $47,400 $52,200 90.9% 9.1%
Congressional District 6 $41,500 $43,700 95.0% 5.0%
Congressional District 7 $49,100 $57,100 86.0% 14.0%
Congressional District 8 $37,000 $42,900 86.2% 13.8%
Congressional District 9 $41,600 $50,400 82.7% 17.3%
Congressional District 10 $37,800 $48,100 78.5% 21.5%
Congressional District 11 $52,500 $62,300 84.2% 15.8%
Congressional District 12 $64,300 $76,300 84.2% 15.8%
Congressional District 13 $50,500 $57,100 88.5% 11.5%
Congressional District 14 $54,900 $62,000 88.7% 11.3%
Congressional District 15 $55,200 $70,600 78.1% 21.9%
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Appendix Table: Gender Pay Gap by Congressional District (114th Congress)

Congressional District Gender Gender
Earnings Ratio Pay Gap
Californi
Congressional District 16 $30,800 $35,000 87.8% 12.2%
Congressional District 17 $60,000 $91,200 65.8% 34.2%
Congressional District 18 $71,100 $100,300 70.9% 29.1%
Congressional District 19 $47,600 $55,800 85.3% 14.7%
Congressional District 20 $39,200 $45,600 86.1% 13.9%
Congressional District 21 $26,500 $31,300 84.8% 15.2%
Congressional District 22 $37,200 $44,200 84.2% 15.8%
Congressional District 23 $41,000 $52,700 77.9% 22.1%
Congressional District 24 $40,500 $50,500 80.3% 19.7%
Congressional District 25 $45,500 $59,600 76.4% 23.6%
Congressional District 26 $41,800 $52,200 80.1% 19.9%
Congressional District 27 $45,600 $51,100 89.2% 10.8%
Congressional District 28 $46,900 $50,900 92.0% 8.0%
Congressional District 29 $31,400 $33,700 93.0% 7.0%
Congressional District 30 $51,100 $52,400 97.4% 2.6%
Congressional District 31 $40,500 $46,200 87.7% 12.3%
Congressional District 32 $33,700 $40,400 83.4% 16.6%
Congressional District 33 $68,500 $100,100 68.4% 31.6%
Congressional District 34 $27,300 $26,400 103.4% -3.4%
Congressional District 35 $33,900 $38,400 88.2% 11.8%
Congressional District 36 $32,500 $38,600 84.1% 15.9%
Congressional District 37 $42,200 $42,000 100.5% -0.5%
Congressional District 38 $37,100 $43,600 85.1% 14.9%
Congressional District 39 $48,200 $55,500 87.0% 13.0%
Congressional District 40 $25,300 $27,100 93.4% 6.6%
Congressional District 41 $32,200 $41,100 78.3% 21.7%
Congressional District 42 $42,100 $58,900 71.4% 28.6%
Congressional District 43 $38,500 $38,300 100.5% -0.5%
Congressional District 44 $29,200 $32,200 90.7% 9.3%
Congressional District 45 $55,400 $76,400 72.6% 27.4%
Congressional District 46 $31,200 $32,100 97.2% 2.8%
Congressional District 47 $42,600 $49,400 86.2% 13.8%
Congressional District 48 $52,200 $65,100 80.1% 19.9%
Congressional District 49 $44,800 $56,000 79.9% 20.1%
Congressional District 50 $43,900 $50,200 87.3% 12.7%
Congressional District 51 $29,900 $35,700 83.9% 16.1%
Congressional District 52 $57,300 $70,200 81.5% 18.5%
Congressional District 53 $45,900 $51,800 88.5% 11.5%

Colorado

Congressional District 1 $45,800 $47,200 97.1% 2.9%
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Women's Men's Gender Gender

Congressional District Median Earnings | Median Earnings | Earnings Ratio Pay Gap

Colorado (continued)

Congressional District 2 $45,300 $56,700 79.9% 20.1%
Congressional District 3 $35,100 $47,000 74.7% 25.3%
Congressional District 4 $41,700 $52,200 79.9% 20.1%
Congressional District 5 $38,700 $49,400 78.3% 21.7%
Congressional District 6 $45,900 $55,300 83.0% 17.0%
Congressional District 7 $41,300 $47,300 87.3% 12.7%
Shne
Congressional District 1 $49,900 $61,700 80.8% 19.2%
Congressional District 2 $50,000 $57,000 87.8% 12.2%
Congressional District 3 $50,100 $60,000 83.4% 16.6%
Congressional District 4 $60,200 $75,200 80.0% 20.0%
Congressional District 5 $50,000 $60,100 83.2% 16.8%
Delaware
Congressional District (at Large $41,300 $51,000 81.0% 19.0%
) 0 0 D13
Delegate $61,700 $68,900 89.5% 10.5%
0 (d
Congressional District 1 $32,000 $42,200 75.8% 24.2%
Congressional District 2 $34,100 $40,400 84.4% 15.6%
Congressional District 3 $35,800 $42,100 84.9% 15.1%
Congressional District 4 $37,700 $46,700 80.8% 19.2%
Congressional District 5 $27,700 $32,200 86.1% 13.9%
Congressional District 6 $36,700 $41,400 88.5% 11.5%
Congressional District 7 $36,500 $43,500 83.9% 16.1%
Congressional District 8 $35,700 $45,600 78.2% 21.8%
Congressional District 9 $31,300 $35,600 87.9% 12.1%
Congressional District 10 $37,600 $44,100 85.1% 14.9%
Congressional District 11 $31,300 $37,800 82.9% 17.1%
Congressional District 12 $39,700 $51,100 77.8% 22.2%
Congressional District 13 $36,600 $41,100 89.0% 11.0%
Congressional District 14 $35,300 $40,200 87.9% 12.1%
Congressional District 15 $35,700 $42,800 83.3% 16.7%
Congressional District 16 $35,500 $41,800 85.0% 15.0%
Congressional District 17 $31,400 $37,500 83.9% 16.1%
Congressional District 18 $36,900 $44,600 82.6% 17.4%
Congressional District 19 $36,600 $40,200 91.2% 8.8%
Congressional District 20 $30,400 $31,800 95.6% 4.4%
Congressional District 21 $40,100 $47,600 84.2% 15.8%
Congressional District 22 $41,400 $46,100 89.9% 10.1%
Congressional District 23 $38,000 $50,500 75.4% 24.6%
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. 1 Distri Women's Gender Gender
Congressional District Median Earnings | Median Earnings | Earnings Ratio Pay Gap
Florida (continued)

Congressional District 24 $30,300 $32,800 92.5% 7.5%
Congressional District 25 $32,000 $36,600 87.5% 12.5%
Congressional District 26 $34,000 $36,400 93.3% 6.7%
Congressional District 27 $30,900 $35,000 88.3% 11.7%
e0orgid
Congressional District 1 $32,600 $41,900 77.7% 22.3%
Congressional District 2 $30,300 $36,900 82.2% 17.8%
Congressional District 3 $35,800 $46,900 76.3% 23.7%
Congressional District 4 $36,800 $40,700 90.5% 9.5%
Congressional District 5 $41,900 $50,000 83.8% 16.2%
Congressional District 6 $50,900 $70,200 72.6% 27.4%
Congressional District 7 $40,300 $50,400 79.9% 20.1%
Congressional District 8 $30,800 $40,700 75.6% 24.4%
Congressional District 9 $31,900 $36,900 86.5% 13.5%
Congressional District 10 $34,100 $44,300 77.0% 23.0%
Congressional District 11 $41,800 $56,300 74.2% 25.8%
Congressional District 12 $30,800 $39,700 77.5% 22.5%
Congressional District 13 $39,200 $41,600 94.1% 5.9%
Congressional District 14 $32,200 $37,800 85.2% 14.8%

$50,300
$43,600

81.6% 18.4%
88.0% 12.0%

Congressional District 1 $41,000
Congressional District 2 $38,400

Congressional District 1 $31,100 $43,600 71.2% 28.8%
Congressional District 2 $30,900 $42,000 73.7% 26.3%

Congressional District 1 $41,100 $50,900 80.8% 19.2%
Congressional District 2 $38,200 $48,100 79.5% 20.5%
Congressional District 3 $40,700 $51,100 79.7% 20.3%
Congressional District 4 $31,500 $32,000 98.4% 1.6%
Congressional District 5 $51,100 $61,600 83.0% 17.0%
Congressional District 6 $50,900 $71,400 71.3% 28.7%
Congressional District 7 $47,400 $58,600 80.8% 19.2%
Congressional District 8 $41,000 $50,100 81.9% 18.1%
Congressional District 9 $51,500 $56,800 90.6% 9.4%
Congressional District 10 $45,300 $59,100 76.6% 23.4%
Congressional District 11 $41,800 $54,300 76.9% 23.1%
Congressional District 12 $35,900 $46,700 76.9% 23.1%
Congressional District 13 $36,100 $48,000 75.3% 24.7%
Congressional District 14 $46,800 $67,700 69.2% 30.8%
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Women's Gender Gender

Congressional District Median Earnings | Median Earnings | Earnings Ratio Pay Gap

Illinois (continued)

Congressional District 15 $32,100 $44,700 71.8% 28.2%
Congressional District 16 $36,300 $51,600 70.3% 29.7%
Congressional District 17 $31,900 $44,200 72.1% 27.9%
Congressional District 18 $38,100 $51,900 73.4% 26.6%
(11d d
Congressional District 1 $35,900 $52,400 68.4% 31.6%
Congressional District 2 $31,300 $42,100 74.4% 25.6%
Congressional District 3 $32,500 $45,000 72.3% 27.7%
Congressional District 4 $34,900 $46,300 75.4% 24.6%
Congressional District 5 $43,000 $57,300 75.0% 25.0%
Congressional District 6 $34,000 $45,100 75.4% 24.6%
Congressional District 7 $33,700 $39,000 86.5% 13.5%
Congressional District 8 $31,800 $45,500 69.8% 30.2%
Congressional District 9 $35,000 $46,100 75.9% 24.1%
O d
Congressional District 1 $35,400 $46,800 75.7% 24.3%
Congressional District 2 $36,300 $46,700 77.7% 22.3%
Congressional District 3 $41,100 $51,000 80.6% 19.4%
Congressional District 4 $32,800 $45,400 72.2% 27.8%
Congressional District 1 $31,400 $40,600 77.3% 22.7%
Congressional District 2 $35,700 $45,600 78.1% 21.9%
Congressional District 3 $41,600 $56,900 73.2% 26.8%
Congressional District 4 $35,300 $48,300 73.1% 26.9%
Congressional District 1 $30,900 $40,400 76.4% 23.6%
Congressional District 2 $31,700 $41,200 77.1% 22.9%
Congressional District 3 $38,500 $45,400 84.8% 15.2%
Congressional District 4 $36,900 $50,000 73.8% 26.2%
Congressional District 5 $27,700 $37,300 74.3% 25.7%
Congressional District 6 $36,000 $41,900 85.7% 14.3%
0 d d
Congressional District 1 $36,300 $51,200 70.9% 29.1%
Congressional District 2 $31,200 $41,000 76.2% 23.8%
Congressional District 3 $30,700 $50,300 61.0% 39.0%
Congressional District 4 $30,100 $45,800 65.7% 34.3%
Congressional District 5 $27,400 $42,100 65.1% 34.9%
Congressional District 6 $35,700 $57,000 62.6% 37.4%
Congressional District 1 $38,900 $49,800 78.2% 21.8%
Congressional District 2 $32,900 $41,900 78.4% 21.6%
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Congressional District

Gender
Earnings Ratio

Gender
Pay Gap

Congressional District 1 $42,900 $55,500 77.4% 22.6%
Congressional District 2 $47,300 $51,300 92.2% 7.8%
Congressional District 3 $51,600 $62,000 83.2% 16.8%
Congressional District 4 $51,100 $51,400 99.3% 0.7%
Congressional District 5 $55,200 $61,000 90.5% 9.5%
Congressional District 6 $50,800 $60,000 84.7% 15.3%
Congressional District 7 $45,200 $57,500 78.6% 21.4%

Congressional District 8 $60,200 $74,400 81.0% 19.0%

Congressional District 1 $41,300 $50,800 81.3% 18.7%
Congressional District 2 $46,200 $56,900 81.2% 18.8%
Congressional District 3 $50,000 $62,100 80.5% 19.5%
Congressional District 4 $57,400 $72,200 79.5% 20.5%
Congressional District 5 $56,100 $70,200 79.9% 20.1%
Congressional District 6 $52,600 $68,200 77.1% 22.9%
Congressional District 7 $47,300 $52,100 90.8% 9.2%
Congressional District 8 $52,300 $66,200 79.0% 21.0%
Coniressional District 9 $44,900 $58,700 76.4% 23.6%
Congressional District 1 $31,500 $42,500 74.2% 25.8%
Congressional District 2 $35,500 $45,900 77.3% 22.7%
Congressional District 3 $37,400 $47,300 79.1% 20.9%
Congressional District 4 $35,100 $45,100 78.0% 22.0%
Congressional District 5 $34,200 $45,400 75.3% 24.7%
Congressional District 6 $35,100 $44,800 78.3% 21.7%
Congressional District 7 $37,200 $49,500 75.1% 24.9%
Congressional District 8 $43,200 $61,500 70.3% 29.7%
Congressional District 9 $40,100 $51,300 78.1% 21.9%
Congressional District 10 $40,800 $53,600 76.2% 23.8%
Congressional District 11 $51,500 $70,100 73.4% 26.6%
Congressional District 12 $40,100 $51,800 77.3% 22.7%
Congressional District 13 $31,300 $40,000 78.2% 21.8%
Congressional District 14 $36,700 $47,400 77.5% 22.5%
Congressional District 1 $37,300 $47,100 79.2% 20.8%
Congressional District 2 $46,700 $59,300 78.7% 21.3%
Congressional District 3 $50,600 $65,300 77.6% 22.4%
Congressional District 4 $46,800 $53,100 88.1% 11.9%
Congressional District 5 $45,800 $50,000 91.7% 8.3%
Congressional District 6 $42,500 $53,500 79.6% 20.4%
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Congressional District Median Earnings | Median Earnings | Earnings Ratio Pay Gap

Minnesota (continued)

Congressional District 7 $33,300 $43,700 76.2% 23.8%
Congressional District 8 $36,900 $49,200 75.2% 24.8%
Congressional District 1 $31,800 $40,300 78.8% 21.2%
Congressional District 2 $29,100 $36,900 79.0% 21.0%
Congressional District 3 $33,200 $44,300 75.1% 24.9%
Congressional District 4 $31,300 $41,800 75.0% 25.0%
Congressional District 1 $35,800 $42,700 83.8% 16.2%
Congressional District 2 $45,900 $66,900 68.7% 31.3%
Congressional District 3 $36,900 $48,300 76.4% 23.6%
Congressional District 4 $31,900 $40,600 78.6% 21.4%
Congressional District 5 $35,200 $42,900 81.9% 18.1%
Congressional District 6 $36,100 $47,700 75.7% 24.3%
Congressional District 7 $30,900 $39,500 78.1% 21.9%
Congressional District 8 $29,700 $40,500 73.4% 26.6%
0 d d
Congressional District (at Large $31,700 $42,700 74.3% 25.7%
o 0 d d
Congressional District 1 $34,400 $44,900 76.5% 23.5%
Congressional District 2 $39,600 $47,400 83.6% 16.4%
Congressional District 3 $31,000 $41,300 75.1% 24.9%
evadd
Congressional District 1 $30,800 $33,200 92.8% 7.2%
Congressional District 2 $37,400 $46,500 80.3% 19.7%
Congressional District 3 $40,900 $51,300 79.7% 20.3%
Congressional District 4 $35,200 $42,100 83.6% 16.4%

Congressional District 1 $43,600 $56,800 76.9% 23.1%
Congressional District 2 $41,200 $54,300 75.9% 24.1%

Congressional District 1 $45,500 $55,600 81.8% 18.2%
Congressional District 2 $40,500 $51,200 79.2% 20.8%
Congressional District 3 $50,000 $63,000 79.3% 20.7%
Congressional District 4 $50,700 $70,800 71.6% 28.4%
Congressional District 5 $52,100 $70,900 73.5% 26.5%
Congressional District 6 $48,900 $61,400 79.6% 20.4%
Congressional District 7 $61,800 $85,600 72.2% 27.8%
Congressional District 8 $40,800 $45,500 89.7% 10.3%
Congressional District 9 $41,700 $50,100 83.3% 16.7%
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Gender Gender

Congressional District Earnings Ratio Pay Gap

Congressional District 10 $41,200 $47,900 86.0% 14.0%
Congressional District 11 $59,300 $80,800 73.4% 26.6%
Congressional District 12 $52,200 $62,200 83.9% 16.1%
Congressional District 1 $35,900 $42,100 85.1% 14.9%
Congressional District 2 $29,500 $40,600 72.6% 27.4%
Congressional District 3 $34,700 $41,700 83.2% 16.8%
Congressional District 1 $50,900 $68,500 74.3% 25.7%
Congressional District 2 $47,200 $59,000 80.0% 20.0%
Congressional District 3 $60,900 $80,500 75.6% 24.4%
Congressional District 4 $54,000 $65,000 83.0% 17.0%
Congressional District 5 $41,900 $42,000 99.7% 0.3%
Congressional District 6 $45,900 $48,300 95.0% 5.0%
Congressional District 7 $41,700 $41,900 99.5% 0.5%
Congressional District 8 $41,300 $46,900 88.1% 11.9%
Congressional District 9 $41,900 $50,900 82.4% 17.6%
Congressional District 10 $68,000 $86,100 78.9% 21.1%
Congressional District 11 $47,900 $59,400 80.7% 19.3%
Congressional District 12 $74,300 $91,500 81.2% 18.8%
Congressional District 13 $39,800 $38,000 104.7% -4.7%
Congressional District 14 $40,100 $37,100 108.0% -8.0%
Congressional District 15 $28,800 $27,500 104.5% -4.5%
Congressional District 16 $49,400 $56,700 87.1% 12.9%
Congressional District 17 $56,500 $71,400 79.2% 20.8%
Congressional District 18 $49,400 $61,100 80.8% 19.2%
Congressional District 19 $40,200 $50,000 80.4% 19.6%
Congressional District 20 $45,000 $52,500 85.8% 14.2%
Congressional District 21 $36,600 $45,600 80.4% 19.6%
Congressional District 22 $36,100 $45,000 80.2% 19.8%
Congressional District 23 $35,500 $42,800 82.8% 17.2%
Congressional District 24 $39,600 $48,800 81.1% 18.9%
Congressional District 25 $40,800 $48,600 84.0% 16.0%
Congressional District 26 $37,400 $45,100 83.0% 17.0%
Congressional District 27 $39,400 $50,900 77.5% 22.5%
Carolina

Congressional District 1 $31,700 $36,100 87.9% 12.1%
Congressional District 2 $35,000 $44,700 78.4% 21.6%
Congressional District 3 $33,800 $36,900 91.6% 8.4%
Congressional District 4 $37,500 $41,700 89.9% 10.1%
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. 1 Distri Women's Men's Gender Gender
Congressional District Median Earnings | Median Earnings | Earnings Ratio Pay Gap
North Carolina (continued)

Congressional District 5 $32,100 $41,400 77.5% 22.5%
Congressional District 6 $37,400 $44,700 83.6% 16.4%
Congressional District 7 $33,800 $40,800 83.0% 17.0%
Congressional District 8 $32,400 $40,900 79.4% 20.6%
Congressional District 9 $46,300 $61,900 74.8% 25.2%
Congressional District 10 $32,300 $39,900 81.1% 18.9%
Congressional District 11 $31,800 $37,000 85.9% 14.1%
Congressional District 12 $32,300 $36,100 89.6% 10.4%
Congressional District 13 $41,800 $52,800
North Dakota
(0)111)

Congressional District 1 $41,200 $51,400

Congressional District 2 $40,800 $50,100 81.5% 18.5%
Congressional District 3 $36,700 $40,500 90.6% 9.4%
Congressional District 4 $32,000 $45,500 70.3% 29.7%
Congressional District 5 $36,200 $48,700 74.4% 25.6%
Congressional District 6 $31,500 $42,400 74.3% 25.7%
Congressional District 7 $32,400 $44,000 73.7% 26.3%
Congressional District 8 $36,600 $47,100 77.7% 22.3%
Congressional District 9 $34,500 $43,300 79.8% 20.2%
Congressional District 10 $37,300 $48,800 76.5% 23.5%
Congressional District 11 $35,500 $44,100 80.5% 19.5%
Congressional District 12 $45,700 $58,900 77.6% 22.4%
Congressional District 13 $31,900 $43,100 74.1% 25.9%
Congressional District 14 $41,500 $55,700 74.4% 25.6%
Congressional District 15 $40,900 $50,700 80.5% 19.5%
Congressional District 16 $40,700 $52,500 77.5% 22.5%

Dklahoma
Congressional District 1 $35,200 $46,100 76.4% 23.6%
Congressional District 2 $30,000 $39,700 75.5% 24.5%
Congressional District 3 $31,500 $45,800 68.7% 31.3%
Congressional District 4 $32,500 $45,900 70.8% 29.2%
Congressional District 5 $33,600 $42,100 79.8% 20.2%
Drego

Congressional District 1 $42,700 $57,400 74.4% 25.6%
Congressional District 2 $32,700 $40,900 79.9% 20.1%
Congressional District 3 $41,900 $47,400 88.4% 11.6%
Congressional District 4 $36,000 $43,700 82.4% 17.6%
Congressional District 5 $37,300 $46,500 80.2% 19.8%
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Congressional District Median Earnings | Median Earnings | Earnings Ratio Pay Gap

Pennsylvania

Congressional District 1 $40,600 $42,200 96.3% 3.7%
Congressional District 2 $41,200 $48,900 84.3% 15.7%
Congressional District 3 $35,300 $46,400 76.1% 23.9%
Congressional District 4 $38,400 $50,100 76.7% 23.3%
Congressional District 5 $33,600 $44,600 75.4% 24.6%
Congressional District 6 $46,600 $61,000 76.4% 23.6%
Congressional District 7 $48,600 $64,900 74.8% 25.2%
Congressional District 8 $49,500 $61,900 79.9% 20.1%
Congressional District 9 $31,900 $42,500 75.0% 25.0%
Congressional District 10 $32,900 $44,200 74.6% 25.4%
Congressional District 11 $36,200 $46,600 77.8% 22.2%
Congressional District 12 $40,600 $51,900 78.2% 21.8%
Congressional District 13 $45,600 $50,800 89.7% 10.3%
Congressional District 14 $38,100 $45,000 84.8% 15.2%
Congressional District 15 $37,700 $50,700 74.4% 25.6%
Congressional District 16 $36,700 $48,600 75.6% 24.4%
Congressional District 17 $36,200 $45,700 79.2% 20.8%
Congressional District 18 $41,700 $56,900 73.4% 26.6%
Puerto Rico
Resident Commissioner $22,900 $21,900 104.8% -4.8%
Rhode and
Congressional District 1 $41,300 $50,300 82.1% 17.9%
Congressional District 2 $41,700 $51,300 81.3% 18.7%
d 0 d
Congressional District 1 $39,100 $48,400 80.9% 19.1%
Congressional District 2 $37,600 $47,000 80.0% 20.0%
Congressional District 3 $31,700 $41,100 77.2% 22.8%
Congressional District 4 $34,400 $42,500 81.1% 18.9%
Congressional District 5 $32,700 $42,500 77.0% 23.0%
Congressional District 6 $29,900 $32,100 93.0% 7.0%
Congressional District 7 $30,900 $39,700 77.7% 22.3%
0 Dakota
Congressional District (at Large $32,000 $42,000 76.2% 23.8%
Congressional District 1 $29,400 $36,900 79.7% 20.3%
Congressional District 2 $35,400 $43,500 81.4% 18.6%
Congressional District 3 $32,900 $41,700 78.9% 21.1%
Congressional District 4 $32,500 $42,000 77.5% 22.5%
Congressional District 5 $37,200 $41,200 90.4% 9.6%
Congressional District 6 $32,900 $41,600 79.0% 21.0%
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Congressional District

Congressional District 7

Women's
Median Earnings | Median Earnings

$35,100

Tennessee (continued)

$47,000

Gender
Earnings Ratio

74.7%

Gender
Pay Gap

25.3%

Congressional District 8

$36,900

$49,000

75.4%

24.6%

Congressional District 1

$32,000

$41,900

76.3%

Coniressional District 9 $33,100 $33,000 100.2% -0.2%

23.7%

Congressional District 2 $46,600 $57,200 81.5% 18.5%
Congressional District 3 $51,500 $72,400 71.1% 28.9%
Congressional District 4 $31,800 $43,700 72.7% 27.3%
Congressional District 5 $32,300 $38,100 84.9% 15.1%
Congressional District 6 $39,200 $50,000 78.4% 21.6%
Congressional District 7 $46,100 $60,900 75.7% 24.3%
Congressional District 8 $37,600 $54,000 69.7% 30.3%
Congressional District 9 $31,900 $32,400 98.2% 1.8%
Congressional District 10 $43,000 $54,900 78.4% 21.6%
Congressional District 11 $30,900 $50,900 60.7% 39.3%
Congressional District 12 $40,900 $50,800 80.4% 19.6%
Congressional District 13 $30,600 $44,600 68.6% 31.4%
Congressional District 14 $37,500 $51,000 73.4% 26.6%
Congressional District 15 $30,600 $36,700 83.3% 16.7%
Congressional District 16 $29,600 $36,500 80.9% 19.1%
Congressional District 17 $34,400 $44,500 77.4% 22.6%
Congressional District 18 $32,200 $38,600 83.4% 16.6%
Congressional District 19 $30,400 $40,900 74.4% 25.6%
Congressional District 20 $33,400 $37,200 89.8% 10.2%
Congressional District 21 $42,200 $52,100 81.0% 19.0%
Congressional District 22 $50,100 $71,800 69.9% 30.1%
Congressional District 23 $30,100 $45,200 66.5% 33.5%
Congressional District 24 $44,900 $55,200 81.3% 18.7%
Congressional District 25 $40,300 $50,100 80.5% 19.5%
Congressional District 26 $47,700 $60,900 78.2% 21.8%
Congressional District 27 $30,900 $45,300 68.2% 31.8%
Congressional District 28 $30,500 $39,100 77.9% 22.1%
Congressional District 29 $26,800 $32,400 82.6% 17.4%
Congressional District 30 $33,500 $36,900 90.7% 9.3%
Congressional District 31 $39,300 $49,500 79.6% 20.4%
Congressional District 32 $45,500 $51,200 88.8% 11.2%
Congressional District 33 $25,800 $29,200 88.5% 11.5%
Congressional District 34 $26,700 $34,600 77.4% 22.6%
Congressional District 35 $30,400 $34,600 88.0% 12.0%
Congressional District 36 $35,300 $52,200 67.6% 32.4%
Congressional District 1 $34,900 $51,600 67.7% 32.3%
Congressional District 2 $31,900 $45,800 69.6% 30.4%
Congressional District 3 $36,400 $57,300 63.6% 36.4%
Congressional District 4 $33,300 $50,200 66.4% 33.6%
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Congressional District (at Large $39,300 $46,900 83.8% 16.2%

Congressional District 1 $43,400 $60,400 71.8% 28.2%
Congressional District 2 $36,900 $46,200 79.8% 20.2%
Congressional District 3 $33,700 $39,100 86.2% 13.8%
Congressional District 4 $39,300 $50,800 77.3% 22.7%
Congressional District 5 $35,900 $45,300 79.3% 20.7%
Congressional District 6 $35,400 $43,200 81.9% 18.1%
Congressional District 7 $45,900 $57,700 79.5% 20.5%
Congressional District 8 $65,600 $76,300 86.0% 14.0%
Congressional District 9 $33,200 $42,000 79.0% 21.0%
Congressional District 10 $59,100 $87,200 67.7% 32.3%
Congressional District 11 $58,500 $70,000 83.6% 16.4%
d OLO
Congressional District 1 $46,900 $72,400 64.7% 35.3%
Congressional District 2 $41,400 $51,400 80.7% 19.3%
Congressional District 3 $37,900 $51,300 73.9% 26.1%
Congressional District 4 $32,300 $41,900 77.1% 22.9%
Congressional District 5 $36,700 $46,600 78.8% 21.2%
Congressional District 6 $40,400 $51,000 79.2% 20.8%
Congressional District 7 $51,900 $67,300 77.0% 23.0%
Congressional District 8 $46,000 $61,600 74.7% 25.3%
Congressional District 9 $45,600 $56,800 80.3% 19.7%
Congressional District 10 $40,600 $49,700 81.7% 18.3%
Congressional District 1 $32,100 $43,900 73.2% 26.8%
Congressional District 2 $34,500 $45,900 75.2% 24.8%
Congressional District 3 $28,700 $45,000 63.8% 36.2%
O
Congressional District 1 $39,900 $51,600 77.3% 22.7%
Congressional District 2 $41,700 $50,600 82.5% 17.5%
Congressional District 3 $34,700 $42,600 81.5% 18.5%
Congressional District 4 $35,900 $41,600 86.3% 13.7%
Congressional District 5 $42,700 $55,500 77.0% 23.0%
Congressional District 6 $35,700 $47,200 75.8% 24.2%
Congressional District 7 $35,800 $44,600 80.4% 19.6%
Congressional District 8 $36,800 $47,000 78.3% 21.7%
; :

Congressional District (at Large) $35,700 $51,900 68.7% 31.3%
Source: JEC Democratic staff calculations based on data from the U.S. Census Bureau, 2014 American Community Survey (1-year estimates) using
American FactFinder

Notes: Data are based on median annual earnings of those who have worked full time, year-round in the past 12 months; earnings data are in 2014
inflation-adjusted dollars, rounded to nearest hundred dollars; population 16 years and over with earnings
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11 U.S. Census Bureau, Historical Income Tables Table P-40: Women’s Earnings as a Percentage of Men’s Earnings by
Race and Hispanic Origin (September 2015).
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Age—People, All Races, by Median Income and Sex: 1947 to 2014 (September 2015).
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