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Across Degrees, Titles, and States,
Black Women Earn Just 64 Cents on the Dollar

Key Findings

e In 2023, across all workers with earnings, Black women were paid just 64.4 cents for every
dollar paid to White men.

¢ Black women face pay gaps in every state, from 36.2 cents in Idaho to 77.5 cents in Alaska for
every dollar earned by White men for all workers with earnings.

¢ Black women working full-time year-round in the District of Columbia faced the largest total
earnings gap across all workers, making $59,000 less than White men.

¢ Black women were paid less than White men across all education levels and in leadership and
professional positions. Among full-time year-round workers, Black women with bachelor'’s
degrees earned 62.7 percent of what White men made, and for Black women with master's
degrees or professional degrees, they earned 64.4 percent and 59.0 percent, respectively.

¢ Black women face intersectional
discrimination based on the
unique compounding inequities
of racism and sexism in the
labor force, resulting in unequal
treatment, workplace bias,
systemic hiring biases, and limited
advancement mobility, and they are
disproportionately concentrated
in low-wage jobs—all of which
contribute to their wage gap.
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e Achieving pay equity and economic
security for Black women requires
comprehensive policy solutions that
address wage disparities, workplace
discrimination, and limited access
to higher-paying jobs. These include
policies to enforce pay equity laws,
improve wages and benefits in undervalued sectors, expand access to paid leave, and invest in
affordable child and elder care to support Black women's full participation in the workforce.




Introduction

In 2023, Black women earned just 64.4 cents’ for every dollar made by White? men when looking

at all workers with earnings. This pay inequity isn't new, and at the current rate—and without any
significant policy changes—it could take over 200 years to close this gap.? Even among full-time year-
round workers, Black women were paid only 66.5 cents* for every dollar paid to White men.

Black Women's Equal Pay Day—observed this year on July 10—marks how far into the next year Black
women must work to earn what White men earned in the previous one. But this isn't just a date: It's a
marker of lost opportunity, time, and wealth. At the median, even with the same full-time year-round
schedule, Black women face a 33.5 percent pay penalty.

This pay gap is not confined to a single
state or occupation. Whether in high-wage
states or strong economies, Black women
are consistently underpaid compared to
their White male counterparts—often

while doing the exact same work,* working
the same schedules, and having the same
level of education. And these disparities

are especially stark in leadership roles.

Black women in the United States

continue to experience a steady increase in
successfully earning college degrees® while
simultaneously experiencing a decline in
advancement to workplace leadership roles.’
However, Black women who rise to executive,
professional, and leadership positions often
do so without equal pay or resources. This
dynamic reflects a broader pattern of
undervaluing Black women's labor, insights,
and impact, especially in high-level positions.

The cumulative impact of this wage gap is

significant. Over the course of a 40-year

career, a typical Black woman working full-
time year-round stands to lose over $1 million in earnings.® That's $1 million less for buying a home,
saving for retirement, investing in education, and building intergenerational wealth. And for Black
women who are mothers, that's $1 million less for child care and their children's education, needs,
and well-being.

Closing the pay gap requires more than awareness—it requires accountability and bold policy action.
That includes raising the minimum wage, improving work benefits, strengthening antidiscrimination
protections, enforcing pay transparency, promoting salary history bans, expanding paid leave, and
investing in affordable child and elder care—all of which help level the playing field, especially for
Black women and other women of color.



Black Women Earn Less than White Men in Every State Across All Workers with Earnings

In every single state and the District of Columbia, Black women's median annual earnings (the typical
wage for a worker) lagged behind those of White men, whether they worked full-time year-round,
part-time, or part of the year (Table 1 and Map 1).

e Idaho has the lowest median annual earnings ratio between Black women and White men
among all workers with earnings, with Black women earning $17,000 at the median annually,
while White men made $47,000, an earnings ratio of just 36.2 percent. The Black population in
Idaho is also very small—just 1 percent—which can allow structural inequities and labor market
discrimination to remain unchecked.?

e |n four additional states, Black women earned less than half of what White men were
paid: Utah (44.4 percent), the District of Columbia and Louisiana (45.5 percent each), and
lowa (48.6 percent).

e In Alaska, where the median annual earnings ratio was the highest of all the states, Black
women earned 77.5 percent of what White men earned.

e In the District of Columbia, which had the highest median annual earnings nationwide, Black
women had a median salary of $50,145 while White men were paid $110,299—a difference of
$60,154 per year. This marks the largest absolute earnings gap in any state for all workers. The
District of Columbia has a large Black population, so the earnings disparity between Black
women and White men impacts a significant number of women.™°

Map 1. The Median Annual Earnings Ratio for Black Women Compared to White Men for All with
Earnings, by State

W >65%

W 60%-64.9%
55%-59.9%
50%-54.9%
<50%

Source: IWPR analysis of 2019-2023 American Community Survey microdata (Integrated Public Use Microdata) as provided
by Steven Ruggles, Sarah Flood, Matthew Sobek, Daniel Backman, Grace Cooper, Julia A. Rivera Drew, Stephanie Richards,
Renae Rodgers, Jonathan Schroeder, and Kari CW. Williams. IPUMS USA: Version 16.0 2019-2023 American Community
Survey 5-year estimates, Minneapolis, MN: IPUMS, 2025, https://doi.org/10.18128/D010.V16.0.

Notes: Workers 16 years and older. The median is the midpoint in the earnings distribution at which approximately half earn
less and half earn more. For Montana, North Dakota, South Dakota, Vermont, and Wyoming, sample sizes were insufficient
for calculating median annual earnings.
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Black Women Working Full-Time Year-Round Earn Less than White Men in Every State

Black women working full-time year-round were paid less than White men in every state with
available data and in the District of Columbia, highlighting a persistent and widespread wage gap
(Table 2 and Map 2). These lower earnings are not the result of working fewer hours or part-year—
they exist despite Black women being employed full-time throughout the year.

e Utah, Louisiana, and the District of Columbia have the worst median annual earnings ratios
between Black women and White men working full-time year-round at 50.9 percent, 51.8
percent, and 52.8 percent, respectively.

¢ Hawaii has the highest median annual earnings ratio among all states, with Black women
working full-time year-round earning 70.0 percent of what White men made.

e The largest absolute gap in earnings for full-time year-round workers is in the District of
Columbia, where Black women earned $59,000 less than White men at the median annually.

Map 2. The Median Annual Earnings Ratio for Black Women Compared to White Men for Full-Time
Year-Round Workers, by State

W >65%

W 60%-64.9%

1 55%-59.9%
50%-54.9%
<50%

Source: IWPR analysis of 2019-2023 American Community Survey microdata (Integrated Public Use Microdata) as provided
by Steven Ruggles, Sarah Flood, Matthew Sobek, Daniel Backman, Grace Cooper, Julia A. Rivera Drew, Stephanie Richards,
Renae Rodgers, Jonathan Schroeder, and Kari CW. Williams. IPUMS USA: Version 16.0 2019-2023 American Community
Survey 5-year estimates, Minneapolis, MN: IPUMS, 2025, https://doi.org/10.18128/D010.V16.0.

Notes: Workers 16 years and older. Full-time year-round workers are those working at least 35 hours per week for at least 50
weeks per year. The median is the midpoint in the earnings distribution at which approximately half earn less and half earn
more. For Alaska, Idaho, Maine, Montana, New Hampshire, North Dakota, South Dakota, Vermont, and Wyoming, sample
sizes were insufficient for calculating median annual earnings.
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Differences in Labor Force Participation Point to Deeper Structural Barriers

Nationally, 63.0 percent of Black women with earnings worked full-time year-round compared to
71.2 percent of White men (Table 3). This occurs despite Black women historically having higher labor
force participation rates than other groups of women, including White women." While participation
rates vary across states, Black women had lower rates of full-time year-round employment than
White men in every state except Alaska, where 67.2 percent of Black women work full-time year-
round, slightly outpacing White men (66.6 percent). North Dakota has the largest gap, with 39.1
percent of Black women working full-time year-round, compared to 70.7 percent of White men, or a
difference of 31.6 percentage points.

These persistent differences in labor force participation point to deeper structural barriers in
educational attainment, occupational segregation, and workplace discrimination that hinder Black
women's access to stable, well-paying jobs. Over time, these barriers compound, shaping disparities
in earnings between Black women and White men, as well as in retirement savings and long-term
economic security. For many Black women, who are often the breadwinners for their families,”? these
inequities are not just personal. The pressure to "do more with less" affects their children, households,
and communities, and ultimately limits opportunities for building lasting economic stability, upward
mobility, and generational wealth.

The Wage Gap Persists Across Education, Leadership, and Professional Roles

Higher education and professional advancement are often seen as pathways to economic security.
Over approximately the last decade, the percent of young Black women earning a college degree has
increased by 24.0 percent,” but for Black women, even earning degrees doesn't guarantee equal pay.
The wage gap persists, not because of differences in education or ambition, but because of systemic
racism and sexism embedded in the labor market.

Among full-time year-round workers with a bachelor's degree,* Black women earned a median annual
income of $58,310—just 62.7 percent of what White men made ($93,000). The gap remains wide
even at higher levels of education. Black women with master's degrees earned $70,793, compared to
$110,000 for White men in this group—a gender earnings ratio of 64.4 percent (Table 4). The disparity
is even greater for those with professional degrees: Black women with post-graduate degrees earned
$93,000, compared to $157,570 for White men at the same level of educational attainment—a
gender earnings ratio of 59.0 percent.

The pattern is similar among all workers with earnings: Black women are consistently paid less than
White men, even at higher levels of education.” At the median, Black women with a bachelor’'s degree
earned just 61.3 percent of what White men made annually. Those with a master's degree earned 65.3
percent, and those with a professional degree earned only 60.9 percent (Table 5).

For Black women, educational attainment does not guarantee career advancement, and career
advancement does not guarantee pay equity. While more Black women are achieving college degrees
than ever before, in 2024, Black women's promotion rates were lower than in 2022 and 2021.%

Even in leadership and other professional positions, Black women face unequal pay. Despite their
qualifications and the critical roles they play in shaping workplaces, policies, and institutions,
Black women continue to be underpaid and undervalued. Among full-time year-round workers in
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managerial and professional positions, Black women earned a median annual income of $60,000,
compared to $95,000 earned by White men—an earnings ratio of 63.2 percent.” Many also take on
additional unpaid labor, such as guiding diversity, equity, and inclusivity efforts, which, while essential,
often go unrecognized and uncompensated.”® This adds to the emotional toll Black women leaders face
when their contributions are minimized, their challenges dismissed, and their experiences overlooked.
These persistent disparities reflect deep-rooted structural barriers that Black women face throughout
their careers and reinforce the need for policies that promote racial and gender pay equity.

Understanding the Factors Behind Black Women's Wage Gap

Intersectional Discrimination in the Labor Market

Black women face intersectional discrimination based on both their race and gender—widely referred
to as "double jeopardy.”” As a result of being Black and being a woman, they encounter unique

compounding inequities of racism and sexism in the labor market. Black women are more likely than
men of color, White women, and White men to experience workplace harassment.?° Research shows
that Black women with primarily White coworkers are more likely to be rated as low performers, bill
fewer hours, and report more training hours compared to their counterparts.? They are also often
held to higher job performance standards than their coworkers,?? and harmful stereotypes—such as
being labeled as angry—continue to shape workplace perceptions.?® These biases create significant
obstacles that prevent Black women from advancing and thriving in the workplace.

Occupational Segregation

Black women are underrepresented in leadership
and professional roles and are overrepresented in
low-wage service sector jobs, such as personal care
aides and home-based child care providers—roles
that typically offer low pay, unpredictable hours,
limited benefits, and little to no flexibility, such as
the ability to work remotely or adjust schedules.?*
These conditions undermine job stability and can
limit opportunities for career advancement.

Such structural barriers are especially challenging
for workers who are also raising children. With
the median annual cost of child care exceeding
$13,000 for one child,? the annual cost of care
for two children consumes almost 80 percent of
Black women's median annual earnings.?® And,

as previously discussed, even when Black women
hold higher-paying management or professional
positions, they continue to earn substantially less
than White men, further widening the racial and
gender wage gaps.




Bias in Hiring Practices

As discussed earlier, Black women with bachelor's
degrees earn just 62.7 percent of what their White
male counterparts are paid (Table 4). One key
contributor to this inequity is racial discrimination

in the hiring process. Recent research shows

Black women are significantly less likely to be

hired into entry-level roles than their White male
counterparts,?” and that job applicants with names
perceived as "White" sounding are significantly more
likely to receive a callback for an interview than those
with names perceived as "Black” sounding.?®

This disparity is one example of the persistent bias
explaining why Black women are less likely to be
hired, less likely to be promoted, and ultimately, less
likely to reach pay equity.?” Even when Black women
aspire to and are qualified for higher-paying positions, they face systemic barriers such as the cost of
education and the lack of racial representation in the workplace overall.3° These obstacles block their
full participation and advancement in the labor market.

Racist Economic Exploitation

Black women's lower wages are rooted in what the Economic Policy Institute describes as the
Southern economic development model, which has historically relied on maintaining access to cheap
Black labor and continues to shape Black women's experiences in the economy.® This model emerged
from Southern elites' efforts to preserve the exploitative economic structure that enriched them
under slavery. It keeps wages low—especially in the South, where many states still use the $7.25
federal minimum wage—and limits access to benefits like unemployment insurance. Anti-union laws
further weaken workers' ability to demand better pay and protections. As a result, Black women in
these states are disproportionately trapped in low-wage jobs with little support, reinforcing racial
and gender wage gaps.

Focused Policies to Achieve Pay Equity and Economic Security for Black Women

To achieve pay equity and economic security for Black women, comprehensive policies are essential.
Black women face wage gaps in every state, with a complex mix of gender and racial factors
contributing to their lower earnings. Addressing these disparities requires actions that not only focus
on pay equity but also ensure that Black women have the economic security and opportunities to
thrive in the workforce.

Ensure and Enforce Pay Equity and Protections Against Discrimination and Harassment

Many Black women are overrepresented in lower-wage, undervalued sectors, such as care and service
jobs, that often lack job security, benefits, and fair compensation.? Policymakers must invest in

these industries by raising the minimum wage indexed to inflation and improving benefits, including
supporting the right of workers to act collectively and join or form a union.
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At the same time, they should expand
pathways for Black women to enter higher-
paying, often male-dominated fields and
advance into management positions,
ensuring access to well-compensated

jobs. Further, strengthening legal
protections against discrimination and
harassment is essential for Black women.
Policymakers should support expanding
laws that would enhance accountability,
increase resources for workers seeking
justice, and address the unique challenges
Black women face in the workforce, which
may be exacerbated by federal actions that
are rolling back regulations that support
diversity, equity, and inclusion.

Promote Salary History Bans and Enforce Salary Transparency

Pay discrimination is more likely when there is a lack of transparency. Enforcing salary transparency
can provide workers with an important tool to ensure they're being paid fairly and help job candidates
negotiate better pay. Furthermore, salary history bans can also contribute to closing the gender and
racial wage gaps. State policymakers should require employers to disclose salary ranges, hourly rates,
bonus structures, and benefits for all job postings and promotions and should prohibit all employers
and hiring agencies from asking about an applicant's prior compensation.

Improve Access to Paid Leave

Access to paid family leave and sick days is critical for Black women, many of whom balance
caregiving with the responsibilities of being the primary breadwinners of their families.>* A national
paid leave program should guarantee a minimum of 12 weeks of paid time off, provide wage
replacement for all workers, and protect workers from retaliation for taking leave.

Ensure Access to Affordable and Quality Child and Elder Care

Policymakers should increase investments in the care economy to create a system where child and
elder care are accessible and affordable for everyone and promote policies that support the care
workforce. These policies would allow Black women to better participate in the workforce without
sacrificing their caregiving responsibilities.

To learn more about IWPR's federal policy recommendations on Equal Pay, Better Workplaces, Paid
Leave, and Promoting Access to Care, go to iwpr.org/federalpolicyagenda/. For additional information
on state policy solutions, visit statepolicyactionlab.org/.

This fact sheet was prepared by Dr. Melissa Holly Mahoney, Dr. Robyn Watson Ellerbe, Cristy Mendoza,
and Miranda Peterson, with data analysis conducted by Dr. Mrinmoyee Chatterjee. Thank you to our key
funders for their generous support of IWPR's core research and flagship products.
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Table 1. Median Annual Earnings of Black Women and White Men: All Workers, Aged 16 and Older,
by State

Earnings gap Ranking of

State Black women White men Earnings ratio

each year earnings ratio

Alabama $27,462 $50,648 $23186 54.2% 38
Alaska $48,000 $61,903 $13,903 77.5% 1

Arizona $36,000 $55,000 $19,000 65.5% 4

Arkansas $28,000 $45,000 $17,000 62.2% 13
California $40,000 $70,793 $30,793 56.5% 31

Colorado $34,891 $60,174 $25,283 58.0% 26
Connecticut $37,000 $67,530 $30,530 54.8% 37
Delaware $33,037 $55,000 $21,963 60.1% 17
District of Columbia $50,145 $110,299 $60,154 45.5% 43
Florida $30,677 $50,027 $19,350 61.3% 15
Georgia $33,981 $55,000 $21,019 61.8% 14
Hawaii $40,000 $56,634 $16,634 70.6% 2

ldaho $17,000 $47,000 $30,000 36.2% 46
Illinois $33,765 $60,000 $26,235 56.3% 32
Indiana $30,000 $50,000 $20,000 60.0% 19
lowa $24,311 $50,000 $25,689 48.6% 42
Kansas $30,000 $50,000 $20,000 60.0% 19
Kentucky $27,073 $45,815 $18,742 591% 23
Louisiana $25,000 $55,000 $30,000 45.5% 43
Maine $23,861 $46,856 $22,995 50.9% 41

Maryland $46,015 $71,000 $24,985 64.8% 8

Massachusetts $37,756 $68,000 $30,244 55.5% 35
Michigan $30,000 $50,000 $20,000 60.0% 19
Minnesota $30,000 $57,269 $27,269 52.4% 40
Mississippi $25,200 $48,000 $22,800 52.5% 39
Missouri $32,800 $48,000 $15,200 68.3% 3

Nebraska $30,000 $50,735 $20,735 591% 23
Nevada $33,765 $56,228 $22,463 60.1% 17
New Hampshire $34,571 $58,526 $23,955 591% 23
New Jersey $39,290 $71,000 $31,710 55.3% 36
New Mexico $30,500 $50,000 $19,500 61.0% 16
New York $40,000 $62,000 $22,000 64.5% 9

North Carolina $31,857 $50,648 $18,791 62.9% 10
Ohio $30,000 $50,000 $20,000 60.0% 19
Oklahoma $29,988 $48,000 $18,012 62.5% 12
Oregon $34,000 $52,063 $18,063 65.3% 7

Pennsylvania $33,945 $54,000 $20,055 62.9% 10
Rhode Island $38,267 $58,526 $20,259 65.4% 6

South Carolina $28,317 $50,648 $22,331 55.9% 33
Tennessee $31,446 $48,000 $16,554 65.5% 4

Texas $34,891 $62,475 $27,584 55.8% 34
Utah $24,990 $56,275 $31,285 44 4% 45
Virginia $35,000 $60,777 $25,777 57.6% 28
Washington $37142 $64,894 $27752 57.2% 30
West Virginia $25,957 $44,836 $18,879 579% 27
Wisconsin $30,000 $52,063 $22,063 57.6% 28
All (2019-2023) $33,037 $56,000 $22,963 59.0% n/a

Source: IWPR analysis of 2019-2023 American Community Survey microdata (Integrated Public Use Microdata) as provided
by Steven Ruggles, Sarah Flood, Matthew Sobek, Daniel Backman, Grace Cooper, Julia A. Rivera Drew, Stephanie Richards,
Renae Rodgers, Jonathan Schroeder, and Kari CW. Williams. IPUMS USA: Version 16.0 2019-2023 American Community
Survey 5-year estimates, Minneapolis, MN: IPUMS, 2025, https://doi.org/10.18128/D010.V16.0.

Notes: Workers ages 16 or older. Black alone; White alone, not Hispanic. For Montana, North Dakota, South Dakota,
Vermont, and Wyoming, sample sizes were insufficient for cclguloting median annual earnings.
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Table 2. Median Annual Earnings of Black Women and White Men: Full-Time Year-Round Workers,
Aged 16 and Older, by State

Earnings gap Ranking of

State Black women White men Earnings ratio

each year earnings ratio
Alabama $35,700 $61,354 $25,654 58.2% 37
Arizona $43,656 $70,000 $26,344 62.4% 25
Arkansas $36,444 $55,000 $18,556 66.3% 14
California $57,269 $93,713 $36,444 61.1% 28
Colorado $47195 $78,000 $30,805 60.5% 29
Connecticut $50,648 $84,413 $33,765 60.0% 31
Delaware $46,015 $70,000 $23,985 65.7% 16
District of Columbia $66,000 $125,000 $59,000 52.8% 40
Florida $39,255 $63,000 $23,745 62.3% 26
Georgia $42,769 $67,530 $24,761 63.3% 21
Hawaii $51,000 $72,888 $21,888 70.0% 1
lllinois $47,000 $75,000 $28,000 62.7% 24
Indiana $40,713 $60,393 $19,680 67.4% 8
lowa $36,000 $61,000 $25,000 59.0% 32
Kansas $39,000 $61903 $22,903 63.0% 22
Kentucky $38,000 $56,634 $18,634 671% 12
Louisiana $35,000 $67,530 $32,530 51.8% 41
Maryland $59,652 $88,491 $28,839 67.4% 8
Massachusetts $52,063 $88,491 $36,428 58.8% 34
Michigan $43,733 $64,894 $21,161 67.4% 8
Minnesota $43,656 $70,793 $27137 61.7% 27
Mississippi $33,765 $58,526 $24,761 57.7% 38
Missouri $41,296 $60,000 $18,704 68.8% 2
Nebraska $40,000 $62,000 $22,000 64.5% 18
Nevada $41,000 $70,000 $29,000 58.6% 36
New Jersey $53,095 $90,040 $36,945 59.0% 32
New Mexico $47195 $68,723 $21,528 68.7% 3
New York $53,921 $80,000 $26,079 67.4% 8
North Carolina $41,296 $62,475 $21,179 66.1% 15
Ohio $40,116 $62,475 $22,359 64.2% 19
Oklahoma $40,000 $58,994 $18,994 67.8% 6
Oregon $47,200 $69,000 $21,800 68.4% 5
Pennsylvania $45,020 $67,530 $22,510 66.7% 13
Rhode Island $47,700 $72,888 $25188 65.4% 17
South Carolina $36,000 $62,475 $26,475 57.6% 39
Tennessee $40,000 $58,994 $18,994 67.8% 6
Texas $45,020 $76,692 $31,672 58.7% 35
Utah $36,016 $70,793 $34,777 50.9% 42
Virginia $46,015 $76,011 $29,996 60.5% 29
Washington $51,021 $80,000 $28,979 63.8% 20
West Virginia $37,756 $55,000 $17,244 68.6% 4
Wisconsin $40,000 $63,516 $23,516 63.0% 22
All (2019-2023) $44,.149 $70,000 $25,851 63.1% n/a

Source: IWPR analysis of 2019-2023 American Community Survey microdata (Integrated Public Use Microdata) as provided
by Steven Ruggles, Sarah Flood, Matthew Sobek, Daniel Backman, Grace Cooper, Julia A. Rivera Drew, Stephanie Richards,
Renae Rodgers, Jonathan Schroeder, and Kari CW. Williams. IPUMS USA: Version 16.0 2019-2023 American Community
Survey 5-year estimates, Minneapolis, MN: IPUMS, 2025, https://doi.org/10.18128/D010.V16.0.

Notes: Workers 16 years and older. Black alone; White alone, not Hispanic. Full-time is at least 35 hours per week; year-round
is at least 50 weeks per year. For Alaska, Idaho, Maine, Montana, New Hampshire, North Dakota, South Dakota, Vermont,
and Wyoming, sample sizes were insufficient for calculating median annual earnings.
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Table 3. Full-Time Year-Round Workers as Percent of All Workers with Earnings for Black Women and
White Men, by State

% of Black women % of White men Percentage point .
State working FTYR working FTYR differgncpe e R e i s
Alabama 63.3% 75.2% 11.9% 30
Alaska 67.2% 66.6% -0.6% 1
Arizona 65.9% 70.1% 4.2% 4
Arkansas 62.9% 72.7% 9.8% 20
California 611% 68.8% 77% 10
Colorado 60.6% 70.9% 10.3% 23
Connecticut 61.0% 70.2% 9.2% 18
Delaware 62.1% 70.5% 8.4% 13
District of Columbia 64.9% 78.7% 13.8% 40
Florida 65.4% 70.8% 5.4% 5
Georgia 65.8% 73.7% 79% 1
Hawaii 55.8% 69.8% 14.0% 41
ldaho 41.2% 67.6% 26.4% 48
lllinois 59.9% 71.9% 12.0% 31
Indiana 58.8% 71.6% 12.8% 37
lowa 53.2% 70.7% 17.5% 44
Kansas 59.2% 71.8% 12.6% 34
Kentucky 58.1% 70.8% 12.7% 36
Louisiana 61.7% 73.0% 11.3% 27
Maine 61.5% 66.9% 5.4% 5
Maryland 691% 75.2% 61% 7
Massachusetts 57.7% 70.0% 12.3% 33
Michigan 56.2% 67.9% 1.7% 28
Minnesota 49.9% 70.0% 20.1% 47
Mississippi 641% 74.0% 9.9% 21
Missouri 64.6% 721% 7.5% 9
Nebraska 611% 73.3% 12.2% 32
Nevada 65.3% 68.8% 3.5% 2
New Hampshire 66.8% 70.9% 41% 3
New Jersey 63.5% 71.4% 79% 1
New Mexico 52.1% 68.2% 16.1% 43
New York 62.7% 69.6% 6.9% 8
North Carolina 63.6% 731% 9.5% 19
North Dakota 391% 70.7% 31.6% 49
Ohio 58.4% 71.0% 12.6% 34
Oklahoma 61.8% 72.5% 10.7% 26
Oregon 58.1% 66.7% 8.6% 14
Pennsylvania 59.7% 71.4% 1.7% 28
Rhode Island 60.6% 69.5% 8.9% 16
South Carolina 62.9% 72.9% 10.0% 22
South Dakota 53.8% 72.2% 18.4% 45
Tennessee 64.0% 72.9% 8.9% 16
Texas 65.7% 74.5% 8.8% 15
Utah 52.2% 70.8% 18.6% 46
Vermont 49.0% 64.3% 15.3% 42
Virginia 64.5% 751% 10.6% 25
Washington 56.5% 69.9% 13.4% 39
West Virginia 58.2% 711% 12.9% 38
Wisconsin 60.6% 70.9% 10.3% 23
All (2019-2023) 63.0% 71.2% 8.2% n/a

Source: IWPR analysis of 2019-2023 American Community Survey microdata (Integrated Public Use Microdata) as provided
by Steven Ruggles, Sarah Flood, Matthew Sobek, Daniel Backman, Grace Cooper, Julia A. Rivera Drew, Stephanie Richards,
Renae Rodgers, Jonathan Schroeder, and Kari CW. Williams. IPUMS USA: Version 16.0 2019-2023 American Community
Survey 5-year estimates, Minneapolis, MN: IPUMS, 2025, https://doi.org/10.18128/D010.V16.0.

Notes: Workers 16 years and older. Black alone; White alone, not Hispanic. Full-time is at least 35 hours per week; year-round
is at least 50 weeks per year. Figures for Montana and Wyoming are not reported due to an insufficient sample size for
reliable analysis.
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Table 4. Median Annual Earnings for Black Women and White Men: Full-Time Year-Round Workers, by
Education Level

Earnings gap

Education level Black women White men Earnings ratio

each year

Some high school, no diploma $30,000 $47,271 $17,271
High school diploma/GED $35,000 $54,145 $19,145 64.6%
Some college $40,000 $63,516 $23,516 63.0%
Associate's degree $43,000 $67,681 $24,681 63.5%
Bachelor's degree $58,310 $93,000 $34,690 62.7%
Master's degree $70,793 $110,000 $39,207 64.4%
Professional (e.g., MD, DDS, JD) $93,000 $157,570 $64,570 59.0%
Doctorate (PhD) $94,391 $126,248 $31,857 74.8%
All (2019-2023) $45,815 $73,153 $27,338 62.6%

Source: IWPR analysis of 2019-2023 American Community Survey microdata (Integrated Public Use Microdata) as provided
by Steven Ruggles, Sarah Flood, Matthew Sobek, Daniel Backman, Grace Cooper, Julia A. Rivera Drew, Stephanie Richards,
Renae Rodgers, Jonathan Schroeder, and Kari CW. Williams. IPUMS USA: Version 16.0 2019-2023 American Community
Survey 5-year estimates, Minneapolis, MN: IPUMS, 2025, https://doi.org/10.18128/D010.V16.0.

Notes: Workers 25 years and older. Black alone; White alone, not Hispanic. Full-time is at least 35 hours per week; year-
round is at least 50 weeks per year.

Table 5. Median Annual Earnings for Black Women and White Men: All Workers, by Education Level

Earnings gap

Education level Black women White men
each year

Earnings ratio

Some high school, no diploma $21,835 $38,267 $16,432
High school diploma/GED $28,800 $47195 $18,395 61.0%
Some college $33,391 $55,000 $21,609 60.7%
Associate's degree $36,444 $60,000 $23,556 60.7%
Bachelor's degree $50,648 $82,592 $31,944 61.3%
Master's degree $64,558 $98,919 $34,361 65.3%
Professional (e.g., MD, DDS, JD) $82,592 $135,687 $53,095 60.9%
Doctorate (PhD) $85,000 $112,550 $27,550 75.5%
All (2019-2023) $37,485 $62,475 $24,990 60.0%

Source: IWPR analysis of 2019-2023 American Community Survey microdata (Integrated Public Use Microdata) as provided
by Steven Ruggles, Sarah Flood, Matthew Sobek, Daniel Backman, Grace Cooper, Julia A. Rivera Drew, Stephanie Richards,
Renae Rodgers, Jonathan Schroeder, and Kari CW. Williams. IPUMS USA: Version 16.0 2019-2023 American Community
Survey 5-year estimates, Minneapolis, MN: IPUMS, 2025, https://doi.org/10.18128/D010.V16.0.

Notes: Workers 25 years and older. Black alone; White alone, not Hispanic.
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