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Executive Summary

Women in Connecticut have made significant advances in the workforce in recent years but 
continue to face persistent disparities and inequities that often prevent them from reaching 
their full potential. Women’s labor force participation has increased over the last two decades, 

the gender wage gap has narrowed, and women are more likely than in the past to work in managerial or 
professional occupations. At the same time, many women in Connecticut experience a persistent gender 
wage gap, limited access to affordable child care, and low levels of education. In addition, women in the 
state face stark disparities in opportunities and access to resources across racial and ethnic groups and 
geographic locations. Addressing such challenges and disparities is essential to the continued advance-
ment of women and to the well-being of Connecticut as a whole. 

This report provides critical data and analyzes areas of progress for women and girls in Connecticut, 
as well as places where progress has slowed or stalled. It examines key indicators of women’s status in 
Connecticut’s workforce, including their labor force participation rate, earnings and the gender earn-
ings ratio (ratio of women’s to men’s earnings), educational attainment, and distribution across broad 
occupational groups. In addition, the report tracks progress over time by comparing the findings with 
those of the Institute for Women’s Policy Research’s 1998 Status of Women in Connecticut report. The 
2014 Status of Women in Connecticut’s Workforce moves beyond this earlier report by analyzing how the 
circumstances of women differ across five distinct geographic areas in Connecticut (the “Five Connect-
icuts”)—designated as “Rural,” “Suburban,” “Urban Core,” “Urban Periphery,” and “Wealthy,” following 
the categorization of Connecticut’s cities and towns developed by the Connecticut State Data Center at 
the University of Connecticut (CtSDC).

The data presented in this report can serve as a resource for advocates, community leaders, policymak-
ers, and other stakeholders who are working to create public policies and practices that enable women to 
achieve their full potential. Key findings in the report include the following:

•  Connecticut ranks fourth nationally and second in its region on the composite index of women’s 
employment and earnings. These rankings reflect improvement since the mid-1990s on indicators 
of women’s labor force participation, median annual earnings and the gender earnings ratio, and the 
percent of employed women in managerial or professional occupations. This comparatively high status, 
however, is not experienced equally by women from the largest racial/ethnic groups and from different 
communities within the state.

•  In 2012, 63.3 percent of women were in Connecticut’s workforce, compared with 58.8 in the nation 
overall. Although women’s labor force participation in Connecticut is strong, child care problems and 
family and other personal obligations limit the extent to which many women in the state are able to 
participate in the workforce.

•  Women’s unemployment rate in Connecticut was slightly lower in 2012 than in the United States 
as a whole. Among women from the largest racial and ethnic groups in Connecticut, Hispanic women 
had the highest unemployment rate at nearly twice the rate for women overall (14.2 compared with 7.7 
percent).

•  Women’s median annual earnings in Connecticut for full-time-year-round workers ($46,800) are 
considerably higher than earnings for women nationwide ($37,000), but lower than earnings for men in 
Connecticut ($60,000). Women’s median annual earnings in the state vary substantially across the larg-
est racial and ethnic groups. White women have the highest earnings ($51,000) and Hispanic women 
have the lowest ($30,947).

•  The gender wage gap in Connecticut has narrowed over the last several decades, but women in the 
state who work full-time, year-round still earn considerably less than men. In 2012, women in Con-
necticut earned 78.0 cents on the dollar compared with their male counterparts. When comparing the 
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earnings of women from each racial and ethnic group with the earnings of White men—the largest group 
in the labor force—Hispanic women face the largest gap, with median annual earnings that are less than 
half those of White men.

•  Earnings and the gender earnings ratio in Connecticut differ substantially across the Five Connecticuts. 
Wealthy Connecticut has not only the highest median annual earnings but also the largest difference 
between women’s and men’s earnings; in this area, women who work full-time, year-round earn half the 
amount their male counterparts earn ($70,000 compared with $140,000). In Wealthy Connecticut, men 
earn more than twice as much as men in the state overall and nearly four times as much as men in the 
state’s lowest earning geographic area, the Urban Core. In the Urban Core, women’s and men’s earnings 
are nearly equal.

•  Women in Connecticut are more likely than in the nation as a whole to have a bachelor’s degree or 
higher. Substantial differences exist, however, in the educational levels of women from the largest racial/
ethnic groups and across the Five Connecticuts. Asian American women are the most likely to have at 
least a bachelor’s degree (57.9 percent) and Hispanic women are the least likely (16.0 percent). More than 
six in ten women (62.2 percent) in Wealthy Connecticut hold this level of education, compared with 
fewer than one in five (16.9 percent) in the Urban Core.

•  Women’s level of educational attainment has a strong impact on their earnings and economic security. 
In Connecticut, median annual earnings for women with a bachelor’s degree or higher are nearly twice 
those of women with only a high school diploma. Yet, women who work full-time, year-round earn less 
than men at every educational level, and at some levels of education they earn the same or less than men 
with lower qualifications.

•  In 2012, 43.9 percent of employed women in Connecticut worked in professional or managerial posi-
tions, a higher share than in the United States as a whole (39.6 percent). This represents a substantial 
increase in the proportion of women employed in these jobs: in 1995, only 33.4 percent of employed 
women in Connecticut worked in professional or managerial occupations.

•  In Connecticut, as in the nation as a whole, gender segregation exists in broad occupational groups. 
Women are considerably more likely than men to work in education, legal, community service, arts, and 
media occupations and in service occupations. Men are much more likely than women to work in natural 
resources, construction, and maintenance occupations and in production, transportation, and material 
moving occupations. This gender segregation in occupations contributes to the gender wage gap, since 
jobs in which women concentrate typically pay less than those in which men concentrate.

•  Pay inequities within the same occupation also contribute to the gender wage gap in Connecticut. 
Among the 19 detailed occupations that employ enough women and men to analyze the gender earnings 
ratio, women who work full-time, year-round earn less than their male counterparts in all but one occu-
pation (secondary school teachers). Women who are physicians and surgeons or financial managers face 
the largest wage disparities. They earn 56.0 and 56.5 percent of the amount their male counterparts earn, 
respectively. 

•  Between 1997 and 2007, the number and proportion of women-owned businesses in Connecticut in-
creased, from 25.5 percent of businesses (72,393) to 28.1 percent (93,480). Connecticut’s revenue growth 
from women-owned businesses, however, has been slower than in many other states. One report that 
estimates growth in the “economic clout” of women-owned firms from 1997 to 2013 found that Con-
necticut ranked 28th among all states and the District of Columbia for its revenues from women-owned 
businesses during this time period, 22nd for its growth in employment by women-owned businesses, and 
40th for its growth in the number of firms.
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•  Changes to public policies and program initiatives provide opportunities to create a better future for 
women in Connecticut. Recommended changes include encouraging employers to take steps to remedy 
gender wage inequities, supporting women-owned businesses, increasing opportunities for women and 
girls to pursue careers in higher-paying fields, offering advice on good practices to employers interested in 
promoting work-life balance and implementing workplace flexibility practices, and facilitating access to 
further education, especially in urban areas.

The more than 1.8 million women and girls who live in Connecticut (Appendix A) are integral to the 
state’s economic and overall well-being. While women have made substantial progress, they continue 

to face challenges that point to the need for further changes. As the nation continues to recover from a 
deep recession in which women and men suffered substantial losses, it is essential to understand the status 
of women and implement changes that will enable them—and Connecticut as a whole—to thrive. The 
Status of Women in Connecticut’s Workforce aims to provide information that will help women advance in 
their careers, achieve economic security, maintain healthy families, and strengthen their communities. 
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I. Introduction

This report updates part of a 1998 report from the Institute for Women’s Policy Research, the Status of 
Women in Connecticut, which was one of a series of reports IWPR produced between 1996 and 2004 
on the status of women in each of the 50 states and the District of Columbia. It highlights areas of 

progress and lack of progress for women in Connecticut by analyzing employment and earnings indicators 
that were included in IWPR’s 1998 report and noting places where women’s status has changed over time. 

The Status of Women in Connecticut: Women’s Progress From 1998 to 2014
Women have made steady progress in Connecticut’s workforce in recent years. Over the last two decades, 
women’s labor force participation rate in Connecticut has increased, the proportion of employed women 
who work in professional or managerial occupations has grown, and the gender wage gap has narrowed (Ta-
ble 1). Women in the state are also more likely than they were two decades ago to hold a bachelor’s degree or 
higher (IWPR 1998; IWPR 2014a), increasing their potential to secure higher paying jobs. On the compos-
ite index of women’s employment and earnings status, Connecticut ranks fourth in the nation and second in 
its region (Table 2; for more information about the composite index see Appendix D).

Connecticut Has Made Progress on Key Indicators of  Women’s Employment and Earnings 
Table 1. Connecticut’s Scorecard on the Employment and Earnings Status of Women

  

 Note: Aged 16 and older.
            
Sources: In the 1998 data release, data on median annual earnings and the wage ratio are three-year Current Population Survey 
data from 1994–1996, converted to 1997 dollars at the time of publication. Data on labor force participation and managerial/
professional occupations are Current Population Survey data for 1995. Data for the 2014 data release are based on IWPR analysis 
of the 2012 American Community Survey (Integrated Public Use Microdata Series, Version 5.0). 

1998 Status of Women
in Connecticut

2014 Status of Women 
in Connecticut

 Has the State 
 Made Progress?

Employment and Earnings Composite Rank 6 4 Yes
Women’s Median Annual Earnings for Full-time, 
Year-round Workers (2012 Dollars)

$43,689 $46,800 Yes

Ratio of Women’s to Men’s Earnings 70.7% 78.0% Yes
Women’s Labor Force Participation 60.7% 63.3% Yes
Percent of Women in Managerial/Professional 
Occupations

33.4% 43.9% Yes

At the same time, the need for further improvements remains. Women in Connecticut continue to earn 
considerably less than men—a difference that has profound implications for women’s economic security 

over their lifetimes. In addition, in Connecticut as in the nation as a whole, women earn less than men at 
every level of educational attainment. Occupational segregation—the concentration of women in one set of 
jobs and men in another—contributes to the gender wage gap, with women in Connecticut—particularly 
Black, Hispanic, and Native American women—disproportionately employed in lower-paying occupations. 
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Connecticut Ranks High Nationally and Regionally on Women’s Earnings and Employment Status
Table 2. Overview of the Employment and Earnings Status of Women in Connecticut

National Rank Regional Rank

Composite Employment and Earnings Index  4 2
Women’s Median Annual Earnings (2012 Dollars)  5 2
Ratio of Women’s to Men’s Earnings 24 5
Women’s Labor Force Participation 10 3
Percent of Women in Managerial/Professional Occupations  5 2

Disparities also exist in the employment status and earnings of women from different cities and towns 
in the state. To understand these disparities, this report analyzes women’s status in the“Five Con-

necticuts,” a categorization of the state’s 169 cities and towns developed by the Connecticut State Data 
Center (CtSDC) at the University of Connecticut to highlight inequalities in socioeconomic status across 
geographic areas in the state (Levy, Rodriguez, and Villemez 2004). For each of the Five Connecticuts, 
IWPR’s analysis examines, using American Community Survey microdata, a community or cluster of 
communities selected by the Permanent Commission on the Status of Women that exemplify the charac-
teristics of that grouping as defined by the CtSDC. For the most part, IWPR’s Five Connecticuts—which 
include 31 of Connecticut’s cities and towns—correspond to the CtSDC’s categorization of Connecticut 
cities and towns, although several differences exist (see the Methodological Appendix D for more on these 
differences). In this report, the towns of Easton, New Canaan, Wilton, Weston, and Fairfield represent 
“Wealthy” Connecticut. “Suburban” Connecticut includes Cheshire, Middlebury, Oxford, Prospect, 
Southbury, Wolcott, Beacon Falls, and Naugatuck. Bridgeport represents the state’s “Urban Core,” and 
the “Urban Periphery” includes East Hartford and Manchester. The Northeast corner of Connecticut—
including Sterling, Plainfield, Canterbury, Scotland, Chaplin, Hampton, Brooklyn, Killingly, Putnam, 
Pomfret, Eastford, Ashford, Woodstock, Thompson, and Windham—represents “Rural” Connecticut. 
These geographic areas vary considerably in their socioeconomic characteristics (Levy, Rodriguez, and Vil-
lemez 2004) and racial and ethnic composition (Appendix A). 

Goals of the Report
In assessing the status of women in Connecticut, this report aims to provide critical data to help strength-
en communities and the nation as a whole. Data on women’s status can be used to assess women’s progress 
in achieving rights and opportunities, to identify persistent barriers to gender and racial equality, to pro-
pose solutions for overcoming these barriers, and to consider how women’s status in each state compares 
with their status in the United States overall. In the past, local and state organizations have used data from 
IWPR’s Status of Women in the States reports to achieve multiple goals, including educating the public on 
issues related to women’s well-being, informing policies and programs, making the case for establishing 
commissions for women, helping donors and foundations establish investment priorities, and inspiring 
community efforts to strengthen economic growth by improving women’s status. This report aims to pro-
vide information that those working toward these goals can use to help ensure a better future for women 
in Connecticut and across the nation.

Notes: The national rankings are of a possible 51, referring to the 50 states and the District of Columbia. The regional rankings 
are of a maximum of 6 and refer to the states in the New England Region (Connecticut, Maine, Massachusetts, New Hamp-
shire, Rhode Island, and Vermont).
Source: IWPR analysis of American Community Survey data (Integrated Public Use Microdata Series, Version 5.0).

The Status of Women in Connecticut’s Workforce/IWPR/PCSW/2014 5



The Status of Women in Connecticut’s Workforce/IWPR/PCSW/2014

II. Women’s Labor Force Participation

Women’s increased labor force participation represents a significant change in the U.S. economy 
since 1950. Nearly six in ten women (58.8 percent) in the United States now work outside the 
home (Figure 1), compared with 33.9 percent of women in 1950 and 43.3 percent of women in 

1970 (Fullerton 1999). Women’s labor force participation in Connecticut reflects this trend: 63.3 percent 
of women aged 16 and older in the state are employed or actively looking for work (Figure 1). In 2012, 
Connecticut ranked tenth among the 50 states and District of Columbia for its women’s labor force par-
ticipation rate (Appendix E), an improvement over its standing in 1995, when the state ranked 25th in the 
nation on this indicator of women’s status (IWPR 1998).

As in other states in the nation, however, women in Connecticut are less likely to be in the labor force than 
men (72.9 percent of men in the state are in the workforce; Figure 1). This pattern holds true in each of 
the Five Connecticuts. The largest labor force participation gap exists in Wealthy Connecticut, where the 
difference between women’s and men’s rate of participation in the workforce is approximately 22 percentage 
points compared with about 10 percentage points in the state and nation (Figure 1).1

Connecticut Women Overall Have Strong Labor Force Participation; Wealthy Connecticut Has 
the Lowest Rate

Figure 1. Labor Force Participation by Gender in the Five Connecticuts, Connecticut, and the United States, 2012

Notes: Women and men aged 16 and older. See Appendix B for a definition of the Five Connecticuts.
Source: IWPR analysis of American Community Survey data (Integrated Public Use Microdata Series, Version 5.0).

1Throughout this report, three-year data (2010–2012) were used to analyze Rural Connecticut, Suburban Connecticut, the 
Urban Core, and Urban Periphery to ensure sufficient sample sizes. For Wealthy Connecticut, which as defined in this report 
has a slightly larger unweighted sample size in the American Community Survey than the other four Connecticuts, IWPR 
used one-year (2012) data. This use of one-year data enabled IWPR to take advantage of a change in the U.S. Census Bureau’s 
definition of geographic areas within the state between 2011 and 2012 that makes it possible to more effectively isolate wealthy 
communities in Connecticut.
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Women with dependent children are more likely to be in the workforce than all women. More than 
three in four women with children under 18 (77.7 percent) and more than seven in ten women with 

children under six are in the labor force (73.6 percent; Figure 2). The labor force participation rate for men 
with children is much higher: approximately 95 percent of men in the state with children under 18 and 
with children under 6 are in the labor force (Figure 2). 

Gender Gap in Labor Force Participation Is Largest Among Those with Young Children

Figure 2. Labor Force Participation Rates of Women and Men with Children, Connecticut, 2012

Notes: Women and men aged 16 and older. 
Source: IWPR analysis of American Community Survey data (Integrated Public Use Microdata Series, Version 5.0).
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III. Unemployment

In Connecticut, a slightly smaller proportion of women are unemployed than in the nation as a whole (Fig-
ure 3). In 2012, 7.7 percent of women (and 9.1 percent of men) in the state were unemployed and actively 
looking for work. Among women in the state, unemployment rates vary considerably across the largest 

racial and ethnic groups. Hispanic women have the highest rate at 14.2 percent and Asian American women 
have the lowest at 5.5 percent (Figure 3). 

Hispanic Women Have Highest Rate of Unemployment Among Women
Figure 3. Unemployment Rates by Gender, Race, and Hispanic or Latino Ethnicity, Connecticut
and the United States, 2012 

Notes: Includes the civilian, non-institutionalized population aged 16 and older. Racial and ethnic categories are not defined as 
exclusive. Hispanics or Latinos may be of any race and are classified by both ethnicity and race. Data are not available for Native 
Americans. 
Source: IWPR compilation of data from the Current Population Survey based on U.S. Department of Labor 2013a and 2013b.
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Single women in Connecticut who maintain families also have a comparatively high unemployment rate. 
In 2012, 11.0 percent of single women maintaining families were unemployed—nearly twice the rate 

for married women and more than twice the rate for married men (5.8 and 5.2 percent; Figure 4).

Unemployment Rate for Single Mothers is Nearly Twice as High as for Married Women
Figure 4. Unemployment Rates by Gender and Marital Status, Connecticut and the United States, 2012

Note: Includes the civilian, noninstitutionalized population aged 16 and older. Data on single men who maintain families are 
not available.
Source: IWPR compilation of data from the Current Population Survey based on U.S. Department of Labor 2013a, U.S. Department 
of Labor 2013b, and U.S. Department of Labor 2014.
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IV. Part-Time Work

Although the majority of women and men in Connecticut’s labor force work full-time (35 hours or 
more per week), employed women are more likely than employed men to work part-time (33.0 per-
cent compared with 17.3 percent; IWPR 2014a). The reasons women work part-time vary. Among 

those who normally work part-time, 29,000 women in Connecticut (and 21,000 men) in 2012 worked 
fewer hours than they usually would because of “slack work,” or reduced hours at their jobs (Figure 5). In 
addition, women made up the majority of workers in the state who worked part-time because they could not 
find full-time work. Women constituted 61 percent—or 19,000—of the 31,000 such workers (Figure 5). 

Women Are More Than Nine in Ten of Those Who Work Part-Time Because of Child Care Problems or 
Other Personal/Family Obligations

Figure 5. Number of Part-Time Workers (Among Those Who Usually Work Part-Time) by Gender and Reason for 
Working Part-Time, Connecticut, 2012 

Note: Women and men aged 16 and older. Part-time is defined as usually working fewer than 35 hours per week. “Other rea-
sons” include seasonal work, health and medical limitations, full-time work week of fewer than 35 hours, and all other reasons.  
Source: IWPR compilation of Current Population Survey data from the U.S. Department of Labor 2013c.

Among those who usually work part-time, women are much more likely than men to say they are em-
ployed part-time because of “child care problems” or “family or personal obligations” (64,000 women 

compared with approximately 3,000 men; Figure 5). Part-time work for family reasons accounts for 27 
percent of women who usually work part-time, compared with about 3 percent of men who usually work 
part-time. 

Research indicates that the disparity between women’s and men’s working hours is due to multiple factors, 
including the unequal distribution of unpaid work in the family (Krantz-Kent 2009) and the limited avail-
ability of full-time jobs, especially in the low-wage segment of the economy (Kalleberg 2000; Lambert and 
Henley 2009). In addition, the high costs of child care in Connecticut, as in other states, likely contributes 
to the decision of many women to work part-time or withdraw from the labor force altogether. Since women 
overall earn less than men, it is more often mothers than fathers who reduce their time in the labor force.2 
While the decision to reduce hours of paid work or withdraw from the labor force may make short-term eco-
nomic sense within the family, it can threaten women’s longer-term economic security. Stepping out of the 
labor force for a period of time or cutting back on hours of paid work damages women’s earnings potential 
and very likely reduces their Social Security and pension benefits in retirement. 
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In addition to having lower earnings (and hence lower contributions to Social Security), part-time workers 
are much less likely than full-time workers to have workplace benefits such as paid vacations, paid sick leave, 
health insurance, or employer-supported pension plans (Society for Human Resource Management 2011). 
Such disadvantageous treatment of part-time workers is illegal in almost all other high income countries, 
including in all European Union member states, where part-time workers have been entitled to pro-rata ben-
efits for more than a decade (Hegewisch and Gornick 2008).

Connecticut’s Paid Sick Days Benefit Women
In July 2011, Connecticut passed an important piece of legislation—the nation’s first statewide paid sick days law—that ben-
efits women (and men) who are balancing the demands of work and family. The law was implemented in 2013 and guarantees 
full-time and part-time workers in selected occupations, in businesses with 50 or more employees, five paid sick days (or 40 
hours) per year, usable after 120 days of employment. Workers can use their paid sick time for diagnoses or treatment of their 
own or their child’s health condition or for preventive care. They can also use it to address the effects of domestic violence, 
sexual assault, or stalking (Miller and Williams 2010). In addition, the law prohibits employers from penalizing covered work-
ers who take paid sick leave (Appelbaum et al. 2014).

Paid sick days especially benefit Connecticut’s working women. Women are more likely to have caregiving responsibilities and 
to sacrifice a day of pay to meet their families’ health care needs (Lovell 2003). While some opponents of the legislation have 
argued that the law would impose burdens on employers and invite workers to take advantage of the new provisions, the first 
study to evaluate the law’s impact on employers, based on a survey of 251 Connecticut employers, found that most employers 
said the law has had a modest impact or no impact on their costs or business operations (Appelbaum et al. 2014).

V. Median Annual Earnings and the Gender Wage Gap 

In 2012, Connecticut ranked fifth among all states and the District of Columbia for women’s median an-
nual earnings and second for men’s (Appendix E; IWPR 2014b). Both women’s and men’s earnings in the 
state were considerably higher than the earnings for their counterparts nationwide (Table 3). 

Yet, Connecticut women earn less than men in the state, as in all other states in the nation. In Connecti-
cut, women who work full-time and year-round have median annual earnings of $46,800, compared with 
$60,000 for men (Table 3). This means that women overall earn 78.0 percent of men’s earnings, compared 
with 78.6 in the United States as a whole, resulting in a wage gap of 22.0 percent in the state and 21.4 
percent in the nation.3 The earnings ratio in Connecticut has narrowed over the last few decades, from 55.6 
percent in 1979, to 67.6 percent in 1989, to 69.6 percent in 1999, to 78.0 percent in 2012 (Figure 6). In all 
years except 1989, the wage gap was larger in Connecticut than in the nation overall.

2 In Connecticut, the average annual fees for full-time child care for an infant in a child care center are nearly $13,000, which is 12 
percent of median income for married couples and 42 percent of median income for single mothers (Child Care Aware of America 
2013).
3 Because these estimates are based on the American Community Survey, they are not strictly comparable to IWPR’s standard 
calculation of the gender wage gap, which is based on the Current Population Survey (CPS). In 2012, the national earnings gap for 
full-time, year-round workers based on the CPS was 23.5 percent (Hegewisch et al. 2014). The estimates in this report, which are 
based on the 2012 Integrated Public Use Microdata Series, also differ slightly from the ACS estimates of median annual earnings 
for full-time workers that are officially published through American Fact Finder. These estimates for the nation show a wage ratio 
of 78.8 percent for 2012 (based on an estimate of median annual earnings of $37,412 for women and $47,473 for men; IWPR 
2014c). 
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The Gender Wage Gap in Connecticut Has Narrowed, Yet Women Still Earn Only 78 Percent of Men’s 
Earnings
Figure 6. Ratio of Women’s to Men’s Full-Time, Year-Round Median Annual Earnings, Connecticut and the 
United States

Notes: Women and men aged 16 and older. The earnings ratios for 1979, 1989, and 1999 are for the civilian, non-institutional-
ized population.

Sources: IWPR analysis of data from the 1980, 1990, and 2000 Decennial Census, and 2012 American Community Survey (Integrated 
Public Use Microdata Series, Version 5.0). 
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Women’s earnings in Connecticut vary considerably across the largest racial and ethnic groups, as they 
do in the nation as a whole.4 In Connecticut, White women have the highest median annual earnings 

at $51,000, followed by Asian American women ($49,515; Table 3). Hispanic women have the lowest earn-
ings at $30,947. The pattern differs slightly in the nation as a whole, where Asian American women have 
the highest median annual earnings at $44,500, followed by White women ($40,000). As in Connecticut, 
Hispanic women in the United States have the lowest earnings among the largest racial and ethnic groups 
(Table 3).

                         Connecticut                     United States
Women   Men Earnings 

Ratio
Women   Men Earnings 

Ratio

White $51,000         $66,345        76.9% $40,000       $51,000        78.4%

Black $40,000         $45,000        88.9% $33,000       $38,000        86.8%

Hispanic $30,947         $35,073        88.2% $28,000       $30,000        93.3%

Asian American $49,515         $65,000        76.2% $44,500       $56,000        79.5%

Native American N/A                N/A             N/A $31,200       $36,000        86.7%

Other Race or Two 
or More Races

$35,692         $51,578        69.2% $36,000       $43,400        82.9%

All Women and 
Men

$46,800         $60,000        78.0% $37,000       $47,100        78.6%

Notes: Women and men aged 16 and older. Racial and ethnic groups are defined as exclusive: White, non-Hispanic; Black, 
non-Hispanic, Asian American, non-Hispanic; and Native American, non-Hispanic. Hispanics may be of any race or two or 
more races. N/A=insufficient sample size.  

Source: IWPR analysis of American Community Survey data (Integrated Public Use Microdata Series, Version 5.0).

4 In this report, data on earnings that are disaggregated by race/ethnicity, by the Five Connecticuts, and by detailed occupations 
are three-year (2010–2012) averages in 2012 dollars, except for Wealthy Connecticut, which is represented by 2012 data only.

Women of Every Racial/Ethnic Group Earn Less Than Men
Table 3. Median Annual Earnings for Women and Men and Earnings Ratio for Full-Time/Year-Round Workers 
by Race/Ethnicity in Connecticut and the United States, 2012   
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Hispanic Women in Connecticut Earn Less Than Half the Amount White Men Earn
Figure 7. Ratio of Women’s to White Men’s Median Annual Earnings (for Full-Time/Year-Round Workers), by 
Race/Ethnicity, Connecticut and the United States, 2012

Notes: Women and men aged 16 and older. Racial and ethnic groups are defined as exclusive: White, non-Hispanic; Black, 
non-Hispanic; Asian American, non-Hispanic; and Native American, non-Hispanic. Hispanics may be of any race or two or 
more races. Sample size is insufficient to provide an estimate for Native Americans in Connecticut. 
Source: IWPR analysis of American Community Survey data (Integrated Public Use Microdata Series, Version 5.0).

When comparing the earnings of women and men from the same racial or ethnic group, the difference 
in earnings is smallest for Blacks and Hispanics. This smaller difference is due partly to the compara-

tively low earnings of men: Black men in the state have median annual earnings of $45,000 and Hispanic 
men have earnings of $35,073, which are both considerably lower than the median earnings for men of 
all racial and ethnic groups combined ($60,000; Table 3). While median annual earnings for Black and 
Hispanic women in the state are also lower than median annual earnings for women overall in the state, the 
difference is not as large as for men (Table 3).

Another way of looking at the gender wage gap is to compare the earnings of different groups of women 
with the earnings of White men, the largest group in the labor market. Between 2010 and 2012, Black 
women who worked full-time, year-round earned 60.3 percent of White men’s earnings, and Hispanic 
women earned less than half the amount White men earned (46.6 percent; Figure 7). When comparing the 
earnings of White and Asian American women with those of White men, the gap is considerably smaller, 
although still substantial: White women earned 76.9 percent and Asian American women earned 74.6 
percent of White men’s earnings (sample sizes were insufficient to compare the earnings of Native American 
women with those of White men; Figure 7).
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As Figure 8 shows, women’s and men’s earnings also vary greatly across the Five Connecticuts. Women’s 
earnings are lowest in the Urban Core, and highest in Wealthy Connecticut; women in the Urban Core 

earn only 51 percent of women’s earnings in Wealthy Connecticut. Women’s median earnings in the Urban 
Core are slightly less than the amount that a single worker with employment-based benefits needs to achieve 
basic economic security in urban Connecticut ($36,492) and substantially less than a worker without em-
ployment-based benefits would need ($43,008; Wider Opportunities for Women 2012).5 

Women in the Urban Core have not only the lowest median annual earnings but also the smallest gap 
between women’s and men’s earnings among the Five Connecticuts. Wealthy Connecticut has the largest 
gender gap in earnings; women in this area who work full-time, year-round earn 50 percent of the amount 
their male counterparts earn (Figure 8). In Wealthy Connecticut, women’s earnings are approximately 50 
percent higher than their earnings in the state as a whole, but men’s earnings are more than twice as high as 
in Connecticut overall and nearly four times as high as men’s earnings in the Urban Core (Figure 8).

5 Figures reflect the amount workers need (in 2011 dollars) to cover the expenses that enable them to achieve immediate, inter-
mediate, and long-term economic security, including housing, utilities, food, transportation, child care, personal and household 
items, health care, emergency savings, retirement savings, taxes, and tax credits.

Women in Wealthy Connecticut Earn Nearly Twice as Much as Women in the Urban Core, But Only 
Half as Much as Men in Wealthy Connecticut
Figure 8. Median Annual Earnings for Women and Men Employed Full-Time, Year-Round in the Five 
Connecticuts, 2012  

Notes: Women and men aged 16 and older. See Appendix B for a definition of the Five Connecticuts. 
Source: IWPR analysis of American Community Survey data (Integrated Public Use Microdata Series, Version 5.0).

The disparities in earnings across Connecticut’s towns and cities, and among different racial and ethnic 
groups, complicate the common image of Connecticut as a wealthy state. While median annual earn-

ings for women and men in Connecticut are well above the earnings for women and men in the nation as 
a whole, Connecticut is also home to a substantial number of families who struggle to make ends meet. In 
addition, the comparatively high earnings among Connecticut women and men overall are, to some extent, 
offset by the state’s high cost of living. According to the Cost of Living Index (COLI) published by the 
Missouri Economic Research and Information Center (2014), Connecticut had the seventh highest cost of 
living in the nation during the first quarter of 2014. The cost of living varies greatly throughout the state: 
in Connecticut’s more expensive regions, the costs of basic needs are 32 to 83 percent higher, depending on 
family type, than in its less expensive areas (Pearce 2007). In the higher cost regions, incomes are also “rela-
tively and absolutely” higher, so that a larger share of families in these areas can meet the costs of their basic 
needs (Pearce 2007).
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VI. Education and Earnings

Education is a key to women’s economic security and overall well-being. Adults with higher levels of 
education consistently earn more than those with lower levels and are less likely to live in poverty 
(Gornick and Jäntti 2010). In the United States in 2012, only four percent of women with a gradu-

ate degree and six percent with a bachelor’s degree lived in poverty, compared with 10 percent of women 
with an associate’s degree, 14 percent with some college education, 16 percent with a high school diploma, 
and 32 percent with less than a high school diploma (IWPR 2014a).

Between 1989 and 2012, the share of women in Connecticut with at least a bachelor’s degree increased 
from 23.8 percent to 36.7 percent (IWPR 1998; Figure 9). In 2012, Connecticut ranked sixth in the na-
tion for its share of women with a bachelor’s degree or higher (IWPR 2014b). Despite this strong standing, 
women in the state lag slightly behind men at the highest level of educational attainment: 37.8 percent 
of men in Connecticut hold this level of education. In the United States as a whole, women and men are 
equally likely to have a bachelor’s degree or higher (Figure 9).

More Than One in Three Women in Connecticut Has a Bachelor’s Degree or Higher
Figure 9. Educational Attainment of Women and Men, Connecticut and the United States, 2012 

Note: Women and men aged 25 and older.
Source: IWPR analysis of American Community Survey data (Integrated Public Use Microdata Series, Version 5.0).

Education levels vary considerably, however, across the Five Connecticuts. In Wealthy Connecticut, 
more than six in ten women aged 25 and older hold a bachelor’s degree or higher, compared with less 

than one in five women in the Urban Core (Table 4). Women in the Urban Core are approximately twice 
as likely (22.8 percent) as women in the Urban Periphery (10.8 percent) and Rural Connecticut (11.8 
percent) to have less than a high school diploma and more than three times as likely to hold this level of 
education as women in Suburban Connecticut (6.6 percent). In Wealthy Connecticut, only 3.3 women 
hold the lowest level of education (Table 4).
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More Than Six in Ten Women in Wealthy Connecticut Have a Bachelor’s Degree or Higher; 
Fewer Than One in Five in the Urban Core Has a Four-Year College Education
Table 4. Educational Attainment of Women and Men in the Five Connecticuts, 2012  

              Rural         Suburban       Urban Core   Urban Periphery         Wealthy               
Women Men Women Men Women Men Women Men Women Men

Less than High 
School Diploma

11.8%       13.5% 6.6%         9.9% 22.8%       29.8% 10.8%       13.4% 3.3%         3.4%

High School 
Diploma or 
Equivalent

33.1%       40.6% 26.8%       29.1%  31.7%       33.6% 30.4%       30.9% 17.7%       10.3%

Some College 
or Associate’s 
Degree

30.0%       23.7% 30.5%       24.7% 28.6%       22.1% 33.1%       24.8% 16.8%       13.3%

Bachelor’s De-
gree or Higher

25.1%       22.2% 36.1%       36.3% 16.9%      14.5% 25.8%       30.9% 62.2%       73.0%

Total 100%       100% 100%       100% 100%       100% 100%       100% 100%       100%

 Notes: Women and men aged 25 and older. See Appendix B for a definition of the Five Connecticuts. 
Source: IWPR analysis of American Community Survey data (Integrated Public Use Microdata Series, Version 5.0).

Substantial differences in educational attainment also exist among women from the largest racial and 
ethnic groups. In Connecticut, Asian American women are the most likely to have a bachelor’s degree or 

higher. Nearly six in ten Asian American women (57.9 percent) hold this level of education, which is more 
than three times the share of Hispanic (16.0 percent) and Black women (18.4 percent) who have at least a 
four-year college degree (Figure 10). Asian American and White women in Connecticut are considerably 
more likely than their counterparts nationwide to hold a bachelor’s degree or higher, and Hispanic women 
in the state are slightly more likely than in the United States as a whole to have this level of education. 
Black women and women who identify with another racial group or with two or more races are less likely 
than their counterparts nationwide to have at least a four-year college degree (Figure 10).

Asian American and White Women Have the Highest Levels of Education; Fewer Than One in Five 
Black and Hispanic Women Holds a Bachelor’s Degree or Higher
Figure 10. Percent of Women with a Bachelor’s Degree or Higher by Race/Ethnicity, Connecticut and 
the United States, 2012  

Notes: Women and men aged 25 and older. Racial and ethnic groups are defined as exclusive: White, non-Hispanic; Black, 
non-Hispanic; and Asian American, non-Hispanic. Hispanics may be of any race. Sample size is insufficient to provide separate 
estimates for Native Americans in Connecticut.
Source: IWPR analysis of American Community Survey data (Integrated Public Use Microdata Series, Version 5.0). 17
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Higher levels of education result in higher earnings for women. In Connecticut, as in the nation as a 
whole, women with a bachelor’s degree or higher earn nearly twice the amount that women with a high 

school diploma earn (Table 5). Yet, women who work full-time, year-round earn less than men at every edu-
cational level, and at some levels of education they earn the same as or less than men with lower educational 
qualifications. As Table 5 shows, median annual earnings for women in the state with a high school diploma 
or the equivalent are equal to those of men with less than a high school diploma. In addition, women with 
some college education or an associate’s degree earn less than men with only a high school diploma or the 
equivalent. These data indicate that women’s access to better paying jobs in Connecticut and the nation 
overall depends more on educational qualifications than men’s access to them does.

Women with Some College Education or an Associate’s Degree Earn Less Than Men with a 
High School Diploma
Table 5. Median Annual Earnings and Earnings Ratio for Full-Time, Year-Round Workers by Educational 
Attainment, Connecticut and the United States, 2012

                         Connecticut                     United States
Women Men Earnings 

Ratio
Women Men Earnings 

Ratio

Less than High 
School Diploma

$25,000         $35,000        71.4% $20,500       $28,000       73.2%

High School Diploma 
or Equivalent

$35,000         $46,000        76.1% $29,000       $39,000       74.4%

Some College or 
Associate’s Degree

$44,000         $55,000        80.0% $35,000       $48,000       72.9%

Bachelor’s Degree or 
Higher

$65,000         $90,000        72.2% $55,000       $75,000       73.3%

Note: Aged 25 years and older.                                                     
Source: IWPR analysis of American Community Survey data (Integrated Public Use Microdata Series, Version 5.0).
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VII. Occupation and Earnings

A pervasive feature of the U.S. labor force that contributes to the gender wage gap is occupational seg-
regation—the concentration of women in one set of jobs and men in another. Research indicates that 
nearly four in ten women (39 percent) work in female-dominated occupations and more than four 

in ten men (about 42 percent) work in male-dominated occupations (Hegewisch and Hudiburg 2014).6  At 
every skill level—low, medium, and high—median earnings are highest in male-dominated occupations and 
lowest in female-dominated occupations (Hegewisch et al. 2010). One national study found that differences 
in employment by occupation and industry account for approximately half of the overall gender wage gap 
(Blau and Kahn 2007).

In Connecticut, as in the nation as a whole, gender segregation exists in broad occupational groups. Half of 
employed women are concentrated in two groups of occupations: 19.7 percent work in service occupations 
and 30.3 percent work in sales and office occupations (Figure 11). Substantial, though smaller, shares of 
employed women in the state work in education, legal, community service, arts, and media occupations (17.5 
percent) and in management, business, and financial occupations (13.1 percent; Figure 11). 

Employed men in the state are more likely than employed women to work in management, business, and fi-
nancial occupations (18.5 percent) and in computer, engineering, and science occupations (8.9 percent com-
pared with 4.1 percent; Figure 11). They are also considerably more likely to work in production, transporta-
tion, and material moving occupations (15.1 percent compared with 5.7 percent) and in natural resources, 
construction, and maintenance occupations (13.5 percent compared with 1.0 percent; Figure 11).

Half of Employed Women in Connecticut Work in Service or Sales and Office Occupations
Figure 11. Distribution of Employed Women and Men Across Broad Occupational Groups in Connecticut, 2012 

6 Female-dominated occupations refer to those in which at least three of four workers are women, and male-dominated 
occupations are those in which at least three of four workers are men. 19
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In Connecticut, as in the nation as a whole, women tend to be concentrated in relatively low-paid occupa-
tional groups. The two groups of occupations that employ the largest shares of women in Connecticut—

service and sales/office occupations—are among the lowest-paid, with median earnings for women in 2012 
of $29,100 and $40,000, respectively (Tables 6 and 7). Hispanic and Black women are much more likely 
than White and Asian American women to work in service occupations; in addition, few Hispanic and 
Black women are employed in the highest paying broad occupational groups for women of computer, en-
gineering, and science occupations; management, business, and financial occupations; and health care and 
practitioner occupations (Table 6). White and Asian American women have higher representation in these 
fields, although White women’s representation in computer, engineering, and science occupations—while 
higher than that of Black and Hispanic women—is still quite low (Table 6).

Hispanic and Black Women Are Especially Likely to Work in Service Occupations
Table 6. Distribution of Women Across Broad Occupational Groups by Race/Ethnicity, Connecticut, 2012

Occupations White Black Hispanic Asian American Other
Management, Business and Financial 13.9% 10.3%  8.1% 14.8% 11.6%

Computer, Engineering, and Science  3.4%             2.3%  2.0%  8.8%  3.6%

Education, Legal, Community Service, 
Arts, and Media

16.0% 11.4%  9.7% 10.8% 13.1%

Health Care Practitioner and Technical  9.1%  7.1%  3.7% 11.9%  7.7%

Service 17.7% 28.0% 31.8% 21.0% 23.9%

Sales and Office 33.4% 32.3% 32.0% 24.7% 33.3%

Natural Resources, Construction, and 
Maintenance

1.2%  0.6%  2.3%  0.6%  1.2%

Production, Transportation, and Mate-
rial Moving

 5.1%  7.6% 10.2%  7.2%  5.3%

Armed Forces  0.2%  0.3%  0.2%  7.2%  0.4%

In addition to concentrating in low-paid occupational groups, women earn less than men in each of the 
groups shown in Table 7. The largest gaps are in production and transportation and in health care prac-

titioner and technical occupations, where women earn just 65.9 percent and 71.4 percent of the amount 
men earn, respectively. Differences in women’s and men’s earnings in groups that employ a substantial 
percentage of both indicate that the wage gap in Connecticut may reflect, in part, differences in the wages 
that women and men are paid within these similar broad fields. For example, for men who work in man-
agement, business, and financial occupations, median annual earnings are $97,000, compared with just 
$70,000 for women. For men who work in health care practitioner and technical occupations, median 
annual earnings are $98,000, compared with $70,000 for women. Similarly, men who work in education, 
legal, community service, arts, and media occupations earn $70,000 compared with $55,000 for women 
(Table 7).

Notes: Employed women aged 16 and older. Racial/ethnic categories are defined as exclusive: White, non-Hispanic; Black, non-
Hispanic; and Asian American, non-Hispanic. Hispanics may be of any race or two or more races. Sample size is insufficient to 
provide reliable estimates for Native Americans.
Source: IWPR analysis of American Community Survey data (Integrated Public Use Microdata Series, Version 5.0).
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Service Occupations Are the Lowest Paid Occupations for Women
Table 7.  Women’s and Men’s Median Annual Earnings Across Broad Occupational Groups in Connecticut
and the United States, 2012 

Occupations                Connecticut         United States
 Women      Men Women      Men

Management, Business 
and Financial

$70,000            $97,000              $55,000          $75,000

Computer, Engineering, 
and Science

$67,000            $81,000 $60,000          $75,000

Education, Legal, Commu-
nity Service, Arts, and Media

$55,000            $70,000 $45,000          $56,200

Health Care Practitioner 
and Technical

$70,000            $98,000 $57,000          $81,000

Service $29,100            $40,000 $23,000          $30,700

Sales and Office $40,000            $52,000 $32,700          $44,000

Natural Resources, Construc-
tion, and Maintenance

N/A                  $45,000 $28,500          $40,000

Production, Transportation 
and Material Moving

$29,000            $44,000 $26,000          $36,000

Armed Forces  N/A                   N/A $35,000           $40,000

Notes: Women and men aged 16 and older who are employed full-time, year-round. N/A = insufficient sample size.
Source: IWPR analysis of American Community Survey data (Integrated Public Use Microdata Series, Version 5.0).

The wage gap in Connecticut, however, stems not only from the different occupational groups in which 
women and men work and the differences in their earnings within these fields, but also from women’s 

lower earnings than men’s in the same detailed occupations. In 18 of the 19 occupations in the U.S. Cen-
sus’ Bureau’s classification of detailed occupations for which sample sizes are sufficient to analyze the gender 
earnings ratio in Connecticut, men’s earnings are higher than women’s. The largest gaps are between female 
and male physicians and surgeons and between female and male financial managers (Appendix C). Women 
who are physicians or surgeons and work full-time, year-round earn 56.0 percent of the amount their male 
counterparts earn, and women who are financial managers earn 56.5 percent of men’s earnings in this oc-
cupation. Other occupations, such as educational administrators and accountants and auditors, also have 
substantial gaps (earnings ratios in these occupations are 79.2 and 72.6 percent, respectively). Even among 
elementary and middle school teachers—a profession dominated by women—women in Connecticut earn 
less than men, although the gap is smaller (women earn 94.2 percent of men’s earnings). Only among sec-
ondary school teachers—a profession that nationally has a small gender wage gap (Hegewisch and Hudiburg 
2014)—do women in Connecticut earn more than men ($65,000 compared with $64,304; Appendix C). 

Although women in Connecticut are disproportionately represented in lower-paying broad occupational 
groups and earn less than men within nearly all detailed occupations, substantial progress has been made 
in closing the gender earnings difference and women are more likely to work in managerial or professional 
occupations—a relatively well-paid group of occupations—than two decades ago. In 2012, more than four 
in ten employed women (43.9 percent) in Connecticut worked in professional or managerial positions, a 
higher share than in the United States as a whole (39.6 percent; Figure 12 and Appendix E). This represents 
a substantial increase in the proportion of women employed in these jobs; in 1995, only 33.4 percent of em-
ployed women in Connecticut worked in professional and managerial occupations (IWPR 1998). The share 
of women in professional and managerial positions varies considerably across the Five Connecticuts, with 
the Wealthy area having the highest proportion and the Urban Core the lowest (Figure 12).
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Women in Wealthy Connecticut Are More Than Twice as Likely as Women in the Urban Core to Work in 
Managerial or Professional Occupations
Figure 12. Percent of Employed Women and Men in Managerial or Professional Occupations in the Five Connect-
icuts, 2012 

Notes: Women and men aged 16 and older. See Appendix B for a definition of the Five Connecticuts. 
Source: IWPR analysis of American Community Survey data (Integrated Public Use Microdata Series, Version 5.0).
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VIII. Employment by Sector and Class of Worker

In Connecticut, the majority of employed women and men work in the private sector (63.5 percent of 
women and 70.0 percent of men; Figures 13 and 14). Women are more than twice as likely as men to 
work in the nonprofit sector (13.9 percent compared with 6.5 percent) and substantially more likely 

than men to work for local state, or federal government (16.0 compared with 11.4). Women in Connecti-
cut are less likely than men to be self-employed (6.6 percent of employed women compared with 12.1 
percent of employed men), a pattern that also holds true in the nation overall (Figures 13 and 14; IWPR 
2014a).

Women Are More Than Twice as Likely as Men to Work in the Nonprofit Sector

Figure 13. Distribution of Women Across 
Employment Sectors, Connecticut, 2012  

Figure 14. Distribution of Men Across 
Employment Sectors, Connecticut, 2012  

Note: Women and men aged 16 and older. Includes part-time and full-time workers.
Source: IWPR analysis of American Community Survey data (Integrated Public Use Microdata Series, Version 5.0).
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IX. Women’s Business Ownership 

Owning a business can bring women increased control over their working lives and create important 
financial and social opportunities for them as well as for those they employ. Nationally, 28.8 per-
cent of businesses are women-owned; the large majority of these businesses are owner-operated and 

have no other employees (88.3 percent), which is also true for men-owned businesses, although the share of 
men-owned firms with no other employees is lower (76.8 percent; IWPR 2014d).7

Between 1997 and 2007, the proportion and number of women-owned firms in Connecticut increased 
from 25.5 percent (72,393 businesses) to 28.1 percent (93,480 businesses; Figure 15).8 In the United States 
during this time period, the same pattern held true (Figure 15).

 7 A women-owned business is one where a woman owns at least 51 percent of the interests or stock of the business (U.S. De-
partment of Commerce 2010).
  
8The percentage of businesses that are women-owned in Connecticut and the United States was considerably higher in 1992 
(33.6 percent for Connecticut and 34.1 percent for the United States; IWPR 1998). This difference between 1992 and subse-
quent years was due to several changes in the survey methodology, including the treatment of C corporations, male-/female-
equally owned firms, and sole proprietorships with paid employees. As a result of these changes, the firms that are now included 
in the survey are more likely to be owned by men. For a detailed account of these differences, see U.S. 
Department of Commerce 2001.

Between 1997 and 2007, the Proportion of Women-Owned Businesses Increased
Figure 15. Proportion of Women-Owned Businesses in Connecticut and the United States

Sources: IWPR 2002, IWPR 2014d, and U.S. Department of Commerce 2001.
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Connecticut’s revenue growth from women-owned businesses in recent years has been slower than in 
many other states. According to one report that estimates the “economic clout” of women-owned 

firms,  from 1997 to 2013 Connecticut’s revenues from women-owned businesses during this time period 
grew by 66.6 percent, resulting in a ranking of 28th on this indicator among all states and the District of 
Columbia. The same report estimates that between 1997 and 2013, Connecticut’s women-owned busi-
nesses grew in employment by 17.3 percent, which places the state 22nd in the nation on this indicator. 
Connecticut ranked 40th in the nation for its growth in the number of women-owned firms during this 
time period (with an increase of 35.1 percent; American Express Open 2013).         

In Connecticut, the largest shares of women-owned firms are in professional, scientific, and technical 
services (17 percent), health care and social assistance (15 percent), “other services” (13 percent), and 
retail trade (12 percent; IWPR 2014e).9 This distribution reflects the overall occupational distribution of 
women: women are more likely than men to work in the service sector and in health care and retail, while 
men are more likely to work in construction, transportation, and manufacturing. Businesses in construc-
tion and manufacturing typically have larger sales receipts and employ more people than businesses in the 
service sector. Nationally, women-owned businesses account for only 11 percent of sales and 13 percent of 
employment of all privately-held businesses, which is a considerably smaller proportion than women’s share 
of the ownership of all businesses in the United States (U.S. Department of Commerce 2010).      

9 “Other services” include those that do not fall into the other business categories used in the Survey of Business Owners. 
Examples include personal care services, dry cleaning and laundry services, equipment repair, death care services, pet care 
services, temporary parking services, and grant making and advocacy.
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X. Policy Recommendations

Women are a vital part of Connecticut’s economy, and their earnings are essential to family eco-
nomic security. Yet, women continue to face challenges in the workforce. For example, even 
though it is now common for women to work outside the home and women’s earnings are impor-

tant to family economic security, many families still do not have basic work supports, such as quality and 
affordable child care, paid parental and family medical leave, and flexible working schedules. While Con-
necticut is the first state in the nation to provide a right to paid sick days, the statute leaves many workers 
uncovered. In the absence of such supports, women are more likely than men to cut back on their time in 
the labor force when they have children or when other caregiving responsibilities arise. In addition, pay 
equity continues to elude women in the workforce, a reality that has implications for their short- and long-
term economic security. 

Broad strategies for addressing these challenges are:

   2 Facilitate access to further education, particularly in urban areas, by providing supports for low- 
  income students.

 2 Ensure that career advice for women and girls explicitly addresses the earnings potential of differ- 
  ent fields of study and occupations, including fields not requiring a four-year college degree.

 2 Increase opportunities for women to pursue careers in higher-paying technical fields and moni- 
  tor vocational education and training programs to ensure that there is active outreach and  
  support for women pursuing nontraditional careers.

 2 Encourage employers to monitor hiring, selection, and promotions and review pay and grading  
  decisions to identify potential gender and race disparities. Establish, enforce, and monitor  
  policies to remedy gender wage inequities.

 2 Offer advice on best practices to employers interested in promoting work-life balance and imple- 
  menting workplace flexibility practices.

 2 Offer support services for women interested in establishing or growing a business.

 2 Educate policymakers and employers about the important role that work supports play in ensur- 
  ing that women can participate successfully in their local economies.

 2 Expand Connecticut’s family-friendly workplace policies, such as paid sick days, and paid family  
  and medical leave. 
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Appendix A. Basic Demographics Statistics 

Fewer Than Half of Women Are Married
Table A-1. Basic Demographic Statistics for Connecticut and the United States, 2012

Connecticut  United States

Total Population a 3,590,347 313,914,040
Number of Women, All Ages 1,843,982 159,499,122
Sex Ratio 1.06:1 1.03:1
Proportion of Women Over Age 65 16.7% 15.3%

Distribution of Women by Race and Ethnicity, All Ages a

White 70.1% 62.8%
Black  9.7% 12.7%
Hispanic 13.9% 16.4%
Asian American   4.3%   5.2%
Native American   0.1%   0.7%
Other Race or Two or More Races   1.8%   2.3%

Distribution of Women by Marital Status, Aged 15 and Older a

Married 46.1% 46.3%
Separated, Widowed or Divorced 23.0% 24.1%
Single, Never Married 30.9% 29.6%

Distribution of Households by Type b

Total Family and Non-family Households 1,357,812 115,969,540
Married Couple Families (with and without their own children) 48.7% 48.1%
Female-headed Families (with and without their own children) 13.1% 13.1%
Male-headed Families (with and witrhout their own children)   4.7%   4.8%
Non-family Households 33.5% 34.0%

Number of Same-sex Households c 7,931 639,440

Proportion of Women Who Are Foreign-born, All Ages a 13.5% 13.1%

Note: Racial/ethnic categories are defined as exclusive: White, non-Hispanic; Black, non-Hispanic; Asian American, non-His-
panic; and Native American, non-Hispanic. Hispanics may be of any race or two or more races. Nonfamily households include 
individuals who live alone as well as those who live together but are not related through blood, marriage, or adoption. 
Source: aIWPR analysis of American Community Survey data (Integrated Public Use Microdata Series, Version 5.0); bIWPR analysis 
of American Community Survey data accessed through American Fact Finder (IWPR 2014f ); cU.S. Department of Commerce n.d. 
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The Racial and Ethnic Distribution of the Female Population Varies Considerably Across the Five 
Connecticuts; the Urban Core has the Greatest Racial and Ethnic Diversity
Table A-2. Racial and Ethnic Distribution of the Female Population in the Five Connecticuts, All Ages, 2012 

Rural Suburban Urban Core Urban 
Periphery

Wealthy Connecticut

White 85.0% 87.8% 21.4% 53.2% 84.0% 70.1%

Black   2.2%   2.0% 35.1% 17.4%   1.4%   9.7%

Hispanic   9.5%   5.1% 38.5% 19.8%   5.0% 13.9%

Asian American   1.2%   4.0%   3.3%   7.4%   7.1%   4.3%

Native American   0.2%   0.0%   0.1%   0.0%   0.0%   0.1%

Other Race or Two 
or More Races

  1.9%   1.1%   1.6%   2.2%   2.5%   1.8%

Notes: Racial and ethnic groups are defined as exclusive: White, non-Hispanic; Black, non-Hispanic, Asian American, non-His-
panic; and Native American, non-Hispanic. Hispanics may be of any race or two or more races. See Appendix B for a definition 
of the Five Connecticuts.
Source IWPR analysis of American Community Survey data (Integrated Public Use Microdata Series, Version 5.0).
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Appendix B. Map of the Five Connecticuts

Source: IWPR definition of the sample communities of the Five Connecticuts selected by the Permanent Commission on 
the Status of Women, using shape files available from the U.S. Census Bureau’s Master Address File/Topologically Inte-
grated Geographic Encoding and Referencing (MAF/TIGER) database. The sample communities comprise 31 cities and 
towns of the 169 cities and towns in Connecticut.
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Appendix C. Gender Earnings Differences Across Larger Detailed Occupations
Employing Both Women and Men

Women Earn Less Than Men in 18 of 19 Occupations; Physicians and Surgeons and Financial
Managers Face the Largest Gap
Table C-1. Median Annual Earnings and Earnings Ratio (Full-Time, Year-Round Workers Aged 16 and Older) 
by Gender and Detailed Occupation, Connecticut, 2012 

Women Men Earnings Ratio

Physicians and Surgeons $103,156 $184,188   56.0%
Financial Managers $  67,052 $118,630   56.5%
Marketing and Sales Managers $  82,525 $122,483   67.4%
First-line Supervisors/Managers of Retail Sales  Workers $  35,724 $  51,035   70.0%
Retail Salespersons $  32,000 $  45,000   71.1%

Accountants and Auditors $  67,366 $  92,841   72.6%
Lawyers, Judges, Magistrates, and Other Judicial Workers $106,251 $142,897   74.4%
First-line Supervisors/Managers of Non-Retail Sales Workers $  70,000 $  91,862   76.2%
Educational Administrators $  78,399 $  99,007   79.2%
Managers, All Other $  75,304 $  94,904   79.3%
Designers $  49,515 $  62,000   79.9%
First-line Supervisors/Managers of Office and Administrative Support Workers $  53,000 $  66,345   79.9%
Chief Executives $139,000 $154,735   89.8%
Postsecondary Teachers $  74,273 $  82,525   90.0%
Management Analysts $  81,656 $  89,746   91.0%
General and Operations Managers $  85,738 $  92,352   92.8%
Elementary and Middle School Teachers $  61,242 $  65,000   94.2%
Customer Service Representatives $  39,199 $  40,828   96.0%
Secondary School Teachers $  65,000 $  64,304  101.1% 

Note: Includes the 19 of 479 occupations in Connecticut from the U.S. Census Bureau’s detailed classification of occupations with 
at least 100 sample observations for both women and men employed full-time, year-round.  

Source: IWPR analysis of American Community Survey data (Integrated Public Use Microdata Series, Version 5.0).
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Appendix D. Methodology

To analyze the status of women in Connecticut, IWPR selected indicators that prior research and 
experience have shown to illuminate issues that are integral to women’s lives and that allow, for the 
most part, for comparisons between the state and the United States as a whole. The data come from 

several sources, which are noted in the text. Most of the figures rely on analysis of the U.S. Census Bureau’s 
American Community Survey (ACS) from the Minnesota Population Center’s Integrated Public Use Micro-
data Series. The ACS is a large annual survey of a representative sample of the entire resident population in 
the United States, including both households and group quarter (GQ) facilities. GQ facilities include places 
such as college residence halls, residential treatment centers, skilled nursing facilities, group homes, military 
barracks, correctional facilities, workers’ dormitories, and facilities for people experiencing homelessness. 
GQ types that are excluded from ACS sampling and data collection include domestic violence shelters, soup 
kitchens, regularly scheduled mobile vans, targeted nonsheltered outdoor locations, commercial maritime 
vessels, natural disaster shelters, and dangerous encampments.

This report presents data for individuals, often disaggregated by race and ethnicity. In general, race and eth-
nicity are self-identified; the person providing the information on the survey form determines the group to 
which he or she (and other household members) belongs. People defining themselves as Hispanic or Latino 
may be of any race; to prevent double counting, racial categories—including White, Black (which includes 
those who identified as Black or African American), Asian American (which includes those who identified 
as Chinese, Japanese, and Other Asian or Pacific Islander), or Native American (which includes those who 
identified as American Indian or Alaska Native) are defined as exclusive from Hispanics or Latinos. 

When analyzing state- and national-level ACS microdata, IWPR used 2012 data for most indicators, the 
most recent data available. When disaggregating data by race/ethnicity and geographic area, IWPR com-
bined three years of data (2010–2012) to ensure sufficient sample sizes. Data on median earnings are not 
presented if the unweighted sample size is less than 100 for any cell; data on other indicators are not pre-
sented if the unweighted sample size is less than 100 for the category total. Data on earnings that are dis-
aggregated by race/ethnicity, by the Five Connecticuts (except for Wealthy Connecticut), and by detailed 
occupations are three-year (2010–2012) averages in 2012 dollars. 

IWPR used personal weights to obtain nationally representative statistics for person-level analyses. Weights 
included with the Integrated Public Use Microdata Series (IPUMS ACS) for person-level data adjust for 
the mixed geographic sampling rates, nonresponse adjustments, and individual sampling probabilities. 
Estimates from the IPUMS ACS samples may not be consistent with summary table ACS estimates due to 
the additional sampling error and the fact that over time, the Census Bureau changes the definitions and 
classifications for some variables. The IPUMS project provides harmonized data with the goal of maximiz-
ing comparability over time; regular updates and corrections to the microdata released by the U.S. Census 
Bureau and IPUMS may result in minor variation in future analyses.

To provide an overall assessment of the employment and earnings status of Connecticut women and com-
pare their status with the status of women in other states, IWPR calculated a composite index consisting of 
four component indicators: median annual earnings for women, the ratio of the earnings of women to the 
earnings of men, women’s labor force participation, and the percent of employed women in managerial and 
professional specialty occupations. To construct this composite index, each of the four component indica-
tors was first standardized. For each of the four indicators, the observed value for the state was divided by 
the comparable value for the entire United States. The resulting values were summed for each state to create 
a composite score. Each of the four component indicators had equal weight in the composite. The states 
were ranked from the highest to the lowest score.
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In addition to providing state- and national-level analyses, this report analyzes “Five Connecticuts,” drawing 
on the categorization of Connecticut’s cities and towns that the Connecticut State Data Center (CtSDC) 

developed based on each community’s socioeconomic status. The CtSDC created five demographic designa-
tions for the state’s 169 communities (Rural, Suburban, Urban Core, Urban Periphery, and Wealthy) using 
three criteria: median family income, poverty rates, and population density. These designations reflect dis-
tinct areas within Connecticut with differing costs of living, labor markets, and socioeconomic characteris-
tics. According to the CtSDC (Levy, Rodgriguez, and Villemez 2004), the characteristics of each category are 
as follows: 

Rural: Includes cities or towns with average income, a below average poverty rate, and the lowest population 
densities. The most distinguishing characteristic of these communities is low population density.

Urban Core: Includes cities and towns with the lowest incomes, the highest poverty rates, and the high-
est population densities. For this category, an extremely high population density is the most distinguishing 
characteristic.

Urban Periphery: Includes cities and towns with below average income, an average poverty rate, and high 
population densities. The CtSDC describes these areas as “transitional towns between the urban cores and 
the suburbs” (Levy, Rodriguez, and Villemez 2004). 

Suburban: Includes cities and towns with above average income, a low poverty rate, and moderate popula-
tion density. These towns are “best distinguished as suburbs of more densely populated urban areas” (Levy, 
Rodriguez, and Villemez 2004). 

Wealthy: Includes cities and towns with exceptionally high income, a low poverty rate, and moderate popu-
lation density. High income or wealth is the variable that best distinguishes these communities.

For each of the Five Connecticuts, IWPR analyzed a community or group of communities, selected by the 
Permanent Commission on the Status of Women, that exemplify the socioeconomic characteristics of the 

category. IWPR’s analysis, which includes 31 of Connecticut’s 169 cities and towns, is based on American 
Community Survey microdata using Public Use Microdata Area variables (PUMAs), the smallest geographic 
unit in the ACS microdata. While PUMAs do not cross state lines, they do, in most cases, include multiple 
towns and cities. The inclusion of multiple communities within the same PUMA is necessary to enable suf-
ficient sample sizes and ensure respondents’ confidentiality; the U.S. Census Bureau does not release one-
year microdata for geographic areas with a population count of less than 100,000 and three-year microdata 
for areas with a population count of less than 65,000. While IWPR’s analysis of the Five Connecticuts aligns, 
for the most part, with the characterization of the state’s cities and towns developed by the CtSDC, several 
differences exist. IWPR’s Rural Connecticut includes Windham, which in the CtSDC’s Five Connecticuts is 
designated as Urban Periphery. IWPR’s Suburban Connecticut includes Beacon Falls and Naugatuck, char-
acterized by the CtSDC as Rural and Urban Periphery, respectively. IWPR’s Wealthy Connecticut includes 
the town of Fairfield, categorized by the CtSDC as Suburban. Because these communities were included in 
the same PUMAs as the others in IWPR’s “Rural,” “Suburban,” and “Wealthy” areas, it was not possible to 
remove them from the analysis.

To ensure sufficient sample sizes, IWPR used three-year (2010–2012) data for analysis of four of the five 
Connecticuts. For WealthyConnecticut, which has a larger unweighted sample size in the American Com-
munity Survey, IWPR used one-year (2012) data. The use of one-year data enabled IWPR to define Wealthy 
Connecticut in a way that more closely approximates Wealthy Connecticut as defined by the CtSDC (Levy, 
Rodriguez, and Villemez 2004); in 2010 and 2011, PUMA boundaries for Connecticut were based on the 
2000 Census, and the area that included Darien, Easton, Fairfield, Greenwich, New Canaan, Wilton, West-
port, and Weston also included Norwalk and most of Stamford (characterized by CtSDC as Urban Periph-
ery). In the 2012 IPUMS ACS, PUMA boundaries are based on the 2010 Census. The towns of Easton, 
Fairfield, New Canaan, Weston, and Wilton are grouped together, as are Greenwich and Stamford; Darien, 
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Norwalk, and Westport; and Monroe, Newtown, Shelton, Stratford, and Trumbull. IWPR’s analysis of 
Wealthy Connecticut includes the first group of communities.

IWPR calculations based on microdata from the American Community Survey may differ slightly from pub-
lished estimates that are available through the U.S. Census Bureau’s American Fact Finder. In some instances, 
IWPR classifies respondents in a different way from the Census Bureau (e.g., race and ethnicity). In other 
cases, the Census Bureau employs different estimation procedures. In some cases, the differences reflected in 
the data between women and men, different groups of women, or Connecticut and the nation as a whole are 
statistically significant (they are unlikely to have occurred by chance and probably represent a true difference 
between the groups being compared). In other instances, these differences are too small to be statistically 
significant and are likely to have occurred by chance. IWPR did not calculate or report measures of statistical 
significance; generally, the larger a difference between two values (for any given sample size), the more likely 
it is that the difference will be statistically significant. Sample sizes differ among the indicators analyzed. 
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State Score Rank Dollars Rank Percent Rank Percent  Rank Percent  Rank
Alabama 3.55 50 31,200 43 69.3% 46 53.1% 50 36.6% 42
Alaska 4.11 16 40,000 10 67.8% 48 65.1% 6 41.9% 12
Arizona 3.88 30 36,000 22 80.0% 14 55.2% 47 37.7% 32
Arkansas 3.60 48 30,000 48 75.0% 38 54.5% 49 35.8% 47
California 4.16 13 41,600 7 83.2% 9 57.4% 37 39.5% 20
Colorado 4.24 10 40,000 10 80.0% 14 63.2% 13 42.1% 11
Connecticut 4.44 4 46,800 5 78.0% 24 63.3% 10 43.9% 5
Delaware 4.17 12 41,000 8 82.0% 12 60.1% 23 39.4% 22
District of Columbia 5.47 1 60,000 1 92.3% 1 66.9% 1 60.8% 1
Florida 3.87 31 34,000 30 85.0% 5 55.4% 46 36.6% 42
Georgia 3.95 26 35,000 25 81.4% 13 57.3% 38 39.5% 20
Hawaii 4.10 17 39,000 17 86.7% 2 59.6% 25 36.8% 39
Idaho 3.69 45 30,500 47 73.5% 44 58.2% 32 37.0% 36
Illinois 4.14 15 40,000 10 80.0% 14 61.4% 20 39.2% 25
Indiana 3.71 43 33,000 37 73.3% 45 59.4% 26 34.7% 48
Iowa 3.97 23 35,000 25 77.8% 26 63.2% 13 38.0% 30
Kansas 3.89 29 33,100 35 73.6% 43 61.5% 19 40.1% 16
Kentucky 3.72 42 32,000 38 76.2% 34 55.6% 45 37.0% 36
Louisiana 3.60 48 31,200 43 66.4% 50 57.2% 39 37.2% 35
Maine 4.03 20 35,200 24 83.8% 7 59.4% 26 39.6% 19
Maryland 4.65 2 48,000 2 82.8% 11 65.2% 5 47.2% 2
Massachusetts 4.53 3 47,000 4 78.3% 22 63.3% 10 46.7% 3
Michigan 3.81 36 36,200 21 73.7% 42 57.1% 40 36.4% 45
Minnesota 4.30 7 40,000 10 80.0% 14 66.4% 2 42.5% 10
Mississippi 3.62 46 30,000 48 75.0% 38 54.8% 48 36.3% 46
Missouri 3.78 38 32,000 38 74.4% 41 59.4% 26 38.0% 30
Montana 3.83 34 31,000 45 77.5% 29 59.8% 24 39.2% 25
Nebraska 4.04 19 34,000 30 79.1% 21 65.8% 3 39.4% 22
Nevada 3.81 36 35,000 25 83.3% 8 60.3% 22 30.6% 51
New Hampshire 4.28 9 41,000 8 77.4% 31 64.0% 8 43.4% 7
New Jersey 4.43 5 48,000 2 80.0% 14 60.8% 21 42.7% 8
New Mexico 3.97 23 34,000 30 85.0% 5 56.2% 43 40.2% 15
New York 4.34 6 43,000 6 86.0% 4 59.1% 29 42.6% 9
North Carolina 3.98 22 34,000 30 82.9% 10 58.1% 34 40.3% 14
North Dakota 3.87 31 34,000 30 75.6% 36 63.6% 9 35.7% 48
Ohio 3.86 33 35,000 25 76.9% 32 58.9% 31 37.0% 36
Oklahoma 3.71 43 31,000 45 77.5% 29 56.3% 42 36.8% 39
Oregon 3.95 26 36,500 20 77.7% 28 57.9% 35 39.3% 24
Pennsylvania 3.97 23 37,100 18 75.7% 35 58.2% 32 40.1% 16
Rhode Island 4.16 13 40,000 10 80.0% 14 62.1% 16 39.9% 18
South Carolina 3.78 38 32,000 38 80.0% 14 56.7% 41 36.8% 39
South Dakota 3.83 34 30,000 48 75.0% 38 65.5% 4 37.6% 34
Tennessee 3.78 38 32,000 38 78.0% 24 56.1% 44 38.2% 29
Texas 3.90 28 35,000 25 77.8% 26 57.9% 35 38.7% 27
Utah 3.77 41 33,100 35 69.0% 47 61.6% 17 37.7% 32
Vermont 4.30 7 37,100 18 86.3% 3 64.5% 7 43.7% 6
Virginia 4.23 11 40,000 10 76.9% 32 61.6% 17 44.4% 4
Washington 4.07 18 40,000 10 75.5% 37 59.0% 30 40.5% 13
West Virginia 3.43 51 30,000 48 66.7% 49 49.6% 51 36.5% 44
Wisconsin 4.02 21 36,000 22 78.3% 22 63.3% 10 38.6% 28
Wyoming 3.62 46 32,000 38 64.0% 51 63.0% 15 34.3% 50
United States 4.00 37,000 78.6% 58.8% 39.6%

How the States Measure Up: Women's Status on the Employment and Earnings Composite and Its Components
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Composite Index

Appendix E. How the States Measure Up: Women’s Status on the Employment 
and Earnings Composite Index and Its Components

34 Note: Women aged 16 and older.
Source: IWPR analysis of American Community Service Survey data (Integrated Public Use Microdata Series, Version 5.0. 
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