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• Montana is expecting a worker shortage in the 
upcoming ten years as large number of baby 
boomers retire without sufficient young people 
to replace them.

• The Montana Department of Labor and 
Industry projects that Montana’s labor force 
will grow by only 4,100 workers per year for 
the next ten years, leaving a shortfall in the 
amount of workers needed to fill the expected 
6,500 jobs per year. 

• Women are less likely to be in the labor force than 
men, and less likely to be employed in a full-time 
job.  Women are often not in the labor force so they 
can care for their families. 

• Greater labor force participation by women is a 
potential solution to Montana’s worker shortages 
if we can offer better opportunity for work life 
balance.

• Caregivers are also good targets for recruitment due 
to previous experience and training prior to leaving 
the labor market to care for their families. 

Women earn 67.5% of men’s 

median earnings in Montana, 

ranking Montana 39th for 

gender equity among states.

Among full-time, year-round 

workers only, Montana women 

earn 74% of men’s median 

earnings (ranking 45th).

• Extensive research has indicated that there are a 
number of factors that influence the gender pay gap, 
including occupational choice, industry, education, 
experience, part-time work, time out of the labor 
force, race, age, and union status.  

• However, while these factors help explain a 
portion of the gender wage gap, research generally 
finds that 8 to 12% of the gap is unexplained.  
This unexplained portion of the gap is generally 
considered to be the portion of the wage gap due to 
discrimination.

• Research suggests discrimination is most likely 
due to unconscious cultural biases, not overt 
discrimination.  Greater awareness of gender 
bias can help managers and coworkers be more 
aware of how their behavior may include subtle 
discrimination.

• One cause of the gender pay gap is that women 
tend to work in low-paying occupations.  Roughly 
a third of all Montana women work in the sales and 
office support occupations, which are generally 
lower paying than computer, legal, engineering, or 
management occupations.  Few women work in the 
higher paying fields.

• While the gender occupational imbalance is 
determined by worker choice, women are less 
likely to be hired into higher-paying jobs.  Thus, the 
occupational differences are also partially due to 
discrimination in hiring practices.
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• Resume studies are a group of gender pay gap 
research studies where the same resume is sent 
to employers, but half the resumes have a male 
applicant and the other half show a female 
applicant.  These resume studies consistently find 
that men are more likely to be offered the job than 
the women, and the starting salary offer is higher for 
the male applicant than the female, despite having 
the exact same resume with no differences except 
the name.  Male and female managers are equally 
likely to display hiring bias.

• A recent study in the Journal of Labor Economics 
compared the hiring rates for equally skilled and 
experienced workers and found that for low-wage 
jobs, females were 9% less likely to be hired than 
a similarly skilled male.  Yet for high-wage jobs 
at the top of the career ladder, females were 50% 
less likely to be hired than as similarly skilled male 
applicant. 

• Resume studies imply that women’s choices to 
work fewer hours, in more part-time jobs, and 
in occupations that pay lower wages may not be 
due to choice alone, but also due to bias in hiring 
practices.

• Across all occupational groups, there is a pay gap, 
meaning that women cannot choose an industry 
where pay is equitable for men and women.  The 
gap also is not related to the number of women 
who work in the occupation – even though 
healthcare support occupations (like nursing) are 
over 85% female, women still face a 15% pay 
gap in these occupations.  Legal occupations have 
an even balance of women working, with 52% 
of the workforce as female, but women in legal 
occupations have median earnings that are only 
51.4% of men’s.

Full Time Year RoundHalf Time, Part-YearDid Not Work

FEMALE 37.0%

MALE 29.6% 53.7%

23.2%

16.7%

39.8%

30%20% 50%40% 70%60% 90%80%10%0% 100%

Healthcare support

Office and admin support

Personal care and service

Healthcare practitioner

Education and training

Business and financial

Food preparation and serving

Community services

Legal

Sales and related

Arts, entertainment, and 

media

Management

Building and grounds cleaning

Computer and math

Architecture and engineering

30%20% 50%40% 70%60% 90%80%10%0% 100%

RATIO FEMALE ESTIMATE

Architecture and engineering

Legal

Healthcare practitioner

Life and social science

Computer and math

Management

Business and financial

Protective service

Construction and extraction

Education and training

Production and transport

Arts, entertainment, and media

Community services

Sales and related

Office and admin support

Healthcare support

Building and grounds cleaning

Personal care and service

0 5 1510 20 25 30 35

THOUSANDS OF MONTANA WOMEN

MORE MONEY

LESS MONEY


