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Executive Summary 

 
• The gender pay gap in South Carolina has been declining over the past decade. Among full-time 

workers in South Carolina in 2015, women earned an average annual wage that was 

approximately 27 percent lower than their male counterparts. This is a six-percentage point 

decrease when compared to 2005. Additionally, in six specific occupation categories the gender 

pay gap has been largely eliminated since 2005 (i.e., it has become statistically insignificant). 

 

• Women are more likely to be out of the labor force than men, regardless of age. Employment 

levels peak for both genders between the ages of 35 and 44 while the smallest difference in 

employment levels between genders occurs between ages 45 and 54. Gender differences in labor 

force participation among younger workers may partially explain why the gender wage gap gets 

progressively larger as workers age. The effect of differences in experience is cumulative over 

time. 

 

• South Carolina women who work full-time are estimated to have earned approximately $15,861 

per year less than South Carolina men who worked full-time in 2015 after controlling for 

differences in race, occupation, nativity, moving status, and age. Due to a lack of data 

availability, however, the specific effects of job experience/job tenure on wage differentials 

between men and women were not captured in this estimate. 

 

• South Carolina is anticipating a significant workforce shortage in the coming decade. Due in 

large part to the rapid growth of the advanced manufacturing sector, the state’s economy has 

experienced consistent employment growth above the national average that has helped reduce the 

unemployment rate to 4.4 percent as of January 2017. Although positive for the state’s existing 

workforce, this low unemployment rate has also begun to make it more difficult for employers to 

find new qualified workers. South Carolina is estimated to face a shortage of 26,140 workers per 

year over the next decade. 

 

• This workforce shortage represents a unique opportunity for women to increase their presence in 

the state’s labor force while simultaneously generating a net economic gain for the state. If 

women were to help meet the workforce shortage in South Carolina across the occupation 

spectrum and increase their overall presence in the state’s workforce from the current level of 

48.3 percent to 54.0 percent by 2025, this could generate up to $5.2 billion in new annual 

statewide economic activity and reduce the pay gap between men and women from 27 percent to 

19 percent. 
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Section I – Introduction 

Background 
Perhaps one of the most significant transformations to occur in the United States labor force since the 

mid-20th century has been the dramatic increase in the participation of women. For example, in 1965 

approximately 39.3% of all women in the United States were participating in the labor force. In 2015 this 

number had grown to 57.0%.1 Accompanying this increase in labor force participation has also been a 

major change in women’s educational attainment, number of hours worked, average earned wage, and a  

broadening of the distribution of industries and occupations in which women are employed. The increased 

participation of women in the labor force has been a direct result of and a contributor to a major social 

transformation over the last several decades. Yet despite these trends, as of 2017 there is still a significant 

gender gap in many parts of the labor market, including labor force participation and the average earned 

wage. 

In South Carolina, these existing gender gaps reveal a unique opportunity to address an emerging labor 

shortage facing the state. In the coming decade, the Palmetto State is expected to experience a shortage of 

approximately 26,000 workers per year. In other words, the anticipated growth in demand for new 

workers is likely to exceed the anticipated growth in supply of new workers such that there will be 26,000 

jobs per year that could remain unfilled. If employers are not able to appropriately fill these positions, 

they will be less likely to be able to expand their operations, which would reduce the state’s overall rate of 

economic growth. By increasing the participation of women in the state’s workforce, South Carolina 

could eliminate much of this labor shortage and, in turn, generate significant gains in economic activity 

for the state that would not exist otherwise. In addition, increased women’s participation in the state’s 

workforce has the potential to substantially reduce the state’s gender wage gap. The purpose of this study 

is to specifically document the existing gender gaps in South Carolina’s workforce and then to estimate 

the extent to which an increase in labor force participation among women could simultaneously generate 

a net gain in economic activity for the state while also reducing the gender wage gap. 

Data Sources and Definitions 
All estimates provided in this report come from the American Community Survey (ACS) 1-year PUMS 

(Public Use Microdata Sample) estimates and calculations based upon these estimates for the years 2005, 

2010, and 2015, where applicable. Although data from ACS is available prior to 2005, small sample sizes 

limit its usefulness. ACS data are organized into geographic areas of 100,000 or more individuals called 

Public Use Microdata Areas (PUMAs). The PUMAs have been grouped into major metropolitan areas to 

the extent possible. 

Note that in this report “full-time” workers are defined as those between the ages of 25 and 64 who work 

at least 35 hours per week. 

 

Section II – The Current Employment Landscape 

Employment by Region and Gender 
Because the majority of job openings and general employment growth are both primarily concentrated 

within the major metropolitan regions of South Carolina, most full-time workers live in these regions. In 

2015, 18.1 percent of all South Carolina women working full-time lived in the Columbia metropolitan 

region (Lexington and Richland counties) – as Table 1 highlights. This was followed by Charleston 

 

1 
U.S. Bureau of Labor Statistics 
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(17.5%), Greenville (11.3%), and Spartanburg (5.9%). In general, the distribution of full -time, working- 

age individuals among the regions is fairly similar between the genders and has not significantly changed 

since 2005. The Columbia, Charleston, and Greenville regions have seen the largest growth in the 

concentration of full-time workers over the past 10 years simply because these are the three regions of the 

state that have experienced the highest rates of employment growth following the Great Recession that 

ended in 2009. 

Table 1 – Percentage of Full-Time Workers by Area of Residence 

2005 2015 

 Men Women Men Women 

Lexington/Richland 14.2% 15.0% 17.1% 18.1% 

Charleston 11.9% 11.5% 17.5% 17.5% 

Greenville 11.0% 9.2% 12.7% 11.3% 

Spartanburg 6.7% 6.3% 6.0% 5.9% 

Myrtle Beach 5.1% 5.3% 5.9% 5.8% 

York 5.0% 4.8% 5.9% 5.8% 

Florence 3.7% 4.2% 3.7% 4.3% 

Aiken 4.0% 3.2% 4.1% 3.7% 

Beaufort 3.6% 3.1% 4.1% 3.5% 

All Other Areas 34.9% 37.5% 23.1% 24.1% 

 
Employment by Occupation and Gender 
The concentration of women’s employment varies widely by occupation. Note in Table 2 that women 

represent only about 3.7 percent of all full-time workers in installation, maintenance, and repair 

occupations, although they represent over 89 percent of full-time employees in healthcare support. In 

occupations with 20 percent or fewer female workers, each became more male-dominated between 2005 

and 2015. Military specific occupations experienced the largest gains in concentrations of women, 

increasing from 15.3 percent in 2005 to 27.4 percent by 2015. 

Table 2 – Concentration of Full-Time Workers by Occupation and Gender: 2005 & 2015 

Concentration Occupation % Women 

2005 

% Women 

2015 

% SC 

Employ. 

Occupations Installation, Maintenance, and Repair 6.2% 3.7% 4.5% 

with 20% or Construction and Extraction 5.2% 4.0% 3.5% 

fewer female 

Architecture and Engineering 13.8% 11.1% 1.9% 

workers 

Transportation and Material Moving 16.2% 14.5% 7.2% 

Occupations Farming, Fishing, and Forestry 13.4% 21.6% 0.2% 

with between Protective Service 20.5% 22.7% 2.4% 

20% and 40% 

Military 15.3% 27.4% N/A2 

female workers 

Production 34.9% 27.9% 10.0% 

 Computer and Mathematical 30.1% 28.4% 1.9% 

 Building and Grounds Cleaning and Maintenance 31.8% 32.1% 3.5% 

 Life, Physical, and Social Science 35.7% 35.7% 0.4% 

Occupations Arts, Design, Entertainment, Sports, and Media 53.1% 43.1% 0.9% 
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2 
The Bureau of Labor Statistics does not report on the percentage of the state’s workforce that is employed in 

Military occupations. 
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Concentration Occupation % Women 

2005 

% Women 

2015 

% SC 

Employ. 

with between 

40% and 60% 

female workers 

Management 38.2% 44.0% 4.3% 

Sales and Related 47.4% 44.4% 11.0% 

Food Preparation and Serving 55.3% 50.9% 9.9% 

Business and Finance 58.1% 57.5% 3.8% 

Occupations 

with between 

60% and 80% 

female workers 

Legal 52.8% 61.0% 0.6% 

Community and Social Service 55.6% 64.1% 1.1% 

Education, Training, and Library 77.1% 73.1% 5.9% 

Office and Administrative Support 78.1% 74.9% 15.4% 

Healthcare Practitioners and Technical 76.2% 77.8% 6.1% 

Occupations 

with more than 

80% female 

workers 

Personal Care and Service 78.6% 82.9% 2.5% 

Healthcare Support 88.9% 89.2% 2.7% 

 

Employment by Industry and Gender 
In a similar fashion to the occupation distribution outlined above, there are also substantial differences in 

the concentration of female employees by industry in South Carolina as Table 3 summarizes. Women are 

least likely to be represented in the mining and extraction and construction industries while most likely to 

be represented in the healthcare industry. Women made the largest gains in representation in the 

agriculture industry over the past 10 years. 

Table 3 – Concentration of Full-Time Workers by Industry and Gender: 2005 & 2015 

Concentration Industry % Women 

2005 

% Women 

2015 

% SC 

Employment 

Industries with 

20% or fewer 

female workers 

Mining and Extraction 11.6% 0.0%3 0.2% 

Construction 9.6% 10.1% 4.3% 

Industries with 

between 20% 

and 40% 

female workers 

Utilities 23.2% 22.4% 0.6% 

Agriculture 14.3% 22.7% N/A4 

Transportation and Warehousing 22.6% 23.7% 3.0% 

Manufacturing 31.1% 27.0% 11.8% 

Wholesale Trade 29.6% 30.0% 3.5% 

Admin. Support and Waste 

Management 

34.1% 35.3% 7.8% 

Arts, Entertainment, and Recreation 38.9% 35.9% 1.4% 

Other Services 40.9% 38.0% 3.7% 

Industries with 

between 40% 

and 60% 

female workers 

Professional, Scientific, Technical 48.4% 41.4% 4.4% 

Public Administration 43.7% 43.9% 18.0% 

Real Estate, Rental, Leasing 52.3% 46.7% 1.4% 

Retail Trade 49.2% 46.9% 12.0% 

Information 52.5% 49.9% 1.3% 

Accommodation and Food Service 53.5% 53.1% 10.4% 

 
 

3 
This figure is the result of small sample sizes being used to estimate gender differences in this industry. 

4 
The Bureau of Labor Statistics does not report Agricultural employment in the State Employment, Hours, and 

Earnings data series. 
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Concentration Industry % Women 

2005 

% Women 

2015 

% SC 

Employment 

Industries with 

between 60% 

and 80% 

female workers 

Financial Services 66.8% 64.0% 3.4% 

Education Services 74.3% 70.6% 1.9% 

Management of Companies 65.9% 72.3% 0.8% 

Industries with 

more than 80% 

female workers 

Healthcare and Social Assistance 79.6% 80.2% 9.9% 

 

Employment Status and Hours Worked 
Women are more likely than men, at every age, to be out of the labor force. Across all age brackets, 

women are less likely to be in the labor force when compared to men – as shown in Figure 1. This pattern 

highlights that female non-participation in the labor force is not necessarily limited to childbearing years.  

Figure 1 – Percentage of South Carolinians Not in Labor Force: By Age 

In addition, employment levels peak for both genders between 35 and 44 while the smallest difference in 

employment levels between the genders occurs between ages 45 and 54, as seen in Figure 2.  
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Figure 2 – Percentage of South Carolinians Working: By Age 

Women are more likely than men to work less than 35 hours per week. Of all those between the ages of 

25 and 64 who worked within the last twelve months, men worked an average of 43.1 hours per week 

compared to 37.9 for women. Both of these figures are slightly lower when compared to the number of 

reported work hours in 2005 (44.0 and 38.0 hours, respectively) as Figure 3 denotes. 

Figure 3 – Average Hours Worked by Gender (Ages 25-64): 2005 & 2015 

 

During the Great Recession that occurred between 2007 and 2009, many South Carolina workers lost 

their full-time jobs. While many have since been re-employed, there are still fewer men and women 

working full-time hours compared to pre-recession levels. For example, Table 4 shows that of all women 

working in 2005, 78.6 percent were working full-time. Yet by 2015 – a full six years after the end of the 

Great Recession, this percentage had still not climbed high enough to exceed its pre-recession level 

(77.6%). The same is also true for South Carolina men working full-time hours. 

Men Women 

2015 2005 

37.9 38.0 
45.0 

40.0 

35.0 

30.0 

25.0 

20.0 

15.0 

10.0 

5.0 

0.0 

43.1 44.0 
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Table 4 – Employment Status by Gender: 2005 & 2015 

2005 2015 

 Men Women Men Women 

Full-Time (35+ Hours) 92.7%* 78.6%* 89.6%* 77.6%* 

Part-Time (<35 Hours) 7.3%* 21.4%* 10.4%* 22.4%* 

     

Civilian employed, at work 75.2%* 62.1%* 73.2%* 63.3%* 

Civilian employed, not at work 1.7% 2.7% 1.2% 1.6% 

Unemployed 4.6% 4.6% 4.9% 4.1% 

Armed Forces, at work 0.8% 0.2% 0.8% 0.2% 

Not in Labor Force 17.7%* 30.5%* 19.9% 30.8%* 

*Significantly different at 95% confidence level between genders  

 
 

Section III – The Current Education Landscape 

Education Profile by Gender 
South Carolina women are currently more highly educated than their male counterparts. The percentage 

of women with associate’s degrees and master’s degrees are higher than for men. Additionally, women 

are less likely to be either high school dropouts or to have terminated their education upon completion of 

their high school diploma. Figures 4 and 5 show that, for example, 29.3 percent of women in South 

Carolina have a bachelor’s degree or higher, compared to just 25.9 percent of all  men. 

Figure 4 – South Carolina Male Educational Attainment 
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Figure 5 – South Carolina Female Educational Attainment 

Education Profile by Industry and Gender 
Despite these differences in overall educational attainment, men and women tend to have comparable 

rates of education within specific industries. In an analysis of the 20 largest industry groups in South 

Carolina, only three revealed a statistically significant difference between the educational attainment of 

men and women. In other words, the educational attainment of men and women within the majority of 

industries in South Carolina is comparable. This implies that any gender wage difference within South 

Carolina’s major industries is not likely to be the result of differences in education.  

The following table provides the percentage of individuals who have a bachelor’s degree or higher by 

industry and gender, with only those industries that have a statistically significant difference listed. 

Women are statistically less likely to have a bachelor’s degree or higher compared to men in Financial 

Services, Professional, Scientific, and Technical Services, and Healthcare and Social Assistance. These 

differences likely result from the distribution of occupations held by men and women within these 

industries. For example, within the healthcare and social assistance industry, women are much more 

likely to be home health aides than men – an occupation that requires no formal level of education. 

Table 5 – Percentage of South Carolinians with a Bachelor’s Degree or Higher 

Industry Men Women Difference 

Financial Services 70.5% 37.4% -33.2% 

Professional, Scientific, Technical 65.0% 53.2% -11.8% 

Healthcare and Social Assistance 47.7% 33.0% -14.7% 

 

Section IV – South Carolina’s Gender Wage Gaps 
Wage differences exist for men and women within South Carolina across a large number of categories. 

This section will specifically examine wage differences across race, industry, occupation, nativity, 

recent movers, region, and age. Unless otherwise noted, all results in this section comparing men and 

women’s pay differences are statistically significant  
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Race 
There are significant differences in the average earnings of full-time workers among all racial categories 

examined.5 Between 2005 and 2015 white and black women made up some ground in the gender pay gap 

while those from all other racial categories witnessed their gaps widen. For example, in 2005 South 

Carolina white women working full-time earned approximately 67 of their male counterparts. This 

number jumped to 74 percent by 2015. Overall, black women had the lowest average annual wages 

among all groups. 

Note also that the combination of gender and racial minority status exacerbates the wage disparities 

observed. For example, although white women working full-time earned approximately 74 percent of 

white men working full-time in 2015 (as shown in Figure 7), black women working full-time earned just 

53 percent of white men working full-time during the same year. 

Figure 6 – Wage Differences by Race: 2005 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
5 

Due to small sample sizes, the white and black racial categories were the only ones analyzed individually.  
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Figure 7 – Wage Differences by Race: 2015 

 
Industry 
An analysis examining South Carolina wage differences for full-time workers by gender for each of the 

twenty major industry categories revealed that statistically significant differences exist for 12 out of the 

20 categories in 2015, including the largest industrial sectors (by number of employees). As Table 6 

highlights, the largest wage gaps occur in Healthcare and Social Assistance, Financial Services, and 

Professional, Scientific, and Technical Services. Note that the three industries with the largest wage 

differences are also the only industries in which men and women have a statistically different average 

level of education (as pointed out above in Table 5). Thus, while working women are more educated 

overall than working men, education gaps within specific industries may explain part of South Carolina’s 

gender wage gap. 

Table 6 – Average Wage by Industry and Gender: 2015 

Industry Group Men Women Difference 

Utilities $67,472 $46,079 -$21,394 

Manufacturing $53,779 $42,108 -$11,671 

Wholesale Trade $70,915 $41,828 -$29,086 

Retail Trade $45,155 $32,747 -$12,409 

Transportation and Warehousing $52,422 $33,883 -$18,540 

Financial Services $84,740 $50,691 -$34,050 

Professional, Scientific, Technical $86,430 $54,694 -$31,736 

Admin Support and Waste Mgmt. $40,137 $26,267 -$13,870 

Education Services $55,089 $40,082 -$15,007 

Healthcare and Social Assistance $80,753 $44,219 -$36,534 

Accommodation and Food Service $28,580 $22,590 -$5,990 

Public Administration $55,613 $40,694 -$14,919 
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Occupation 
Examining gender wage gaps by occupation reveals a similar pattern to that observed among South 

Carolina’s industries. Specifically, of the 23 major occupation categories examined, 13 revealed 

statistically different average wages between men and women – as illustrated in Table 7. The three 

occupations groups with the highest gender differences are Legal Services, Healthcare Practitioners, and 

Military Specific. 

Table 7 – Average Wage by Occupation and Gender: 2015 

Occupation Group Men Women Difference 

Management $87,620 $59,272 -$28,348 

Business and Finance $75,507 $50,435 -$25,072 

Legal Services $147,073 $71,892 -$75,181 

Education, Training and Library $60,882 $39,241 -$21,641 

Arts, Design, Entertainment, Sports, and Media $55,057 $38,255 -$16,802 

Healthcare Practitioners $110,046 $59,863 -$50,183 

Protective Service $42,883 $36,000 -$6,883 

Building and Grounds Cleaning and Maintenance $31,961 $19,778 -$12,183 

Sales and Related $62,549 $34,992 -$27,557 

Office and Administrative Support $40,474 $31,749 -$8,725 

Production $41,966 $30,839 -$11,128 

Transportation and Material Moving $39,341 $26,369 -$12,972 

Military Specific $54,551 $17,395 -$37,156 

 

 

Nativity6 
Native-born men and foreign-born men both typically earn in excess of native and foreign-born women, 

as can be seen in Table 8. Nevertheless, this wage gap is larger for native-born South Carolinians (- 

$14,557) than for foreign-born South Carolinians (-$10,236). In South Carolina, 7.1 percent of all men 

between the ages of 25 and 64 report being foreign born compared to 6.4 percent of women aged 25 to 64.  

Table 8 – Average Wage by Nativity and Gender: 2015 

Nativity Men Women Difference 

Native $55,236 $40,680 -$14,557 

Foreign-born $45,972 $35,736 -$10,236 

 
Recent Movers 

There are gender wage gaps between men and women that differ depending on whether they recently 

moved to South Carolina. Using data from the ACS, it is possible to determine whether or not individual 

workers have been South Carolina residents for more than one year. Specifically, there is a larger gender 

gap for “movers” than for “non-movers.” In other words, the difference in earned income between men 

and women is larger for South Carolinians that have moved to the state within the last 12 months. Table 9 

details these results. 

 

 
 

6 
“Native” is defined as being born in the United States.  
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Table 9 – Average Wage by Mover Status and Gender: 2015 

Move Status Men Women Difference 

Non-Mover $54,216 $40,333 -$13,883 

Mover $60,014 $42,571 -$17,444 

 
Region 
Although there is a gender gap in average wages across all major regions of South Carolina, this gap 

varies by region as shown in Table 10. Charleston and Greenville have the largest gender gaps, while 

Spartanburg and Lexington/Richland have relatively lower wage gender gaps.  

Table 10 – Average Wage by Region and Gender: 2015 

Region Men Women Difference 

Charleston $61,064 $44,558 -$16,506 

Greenville $56,148 $42,123 -$14,024 

Spartanburg $53,852 $40,183 -$13,669 

Lexington/Richland $55,629 $44,725 -$10,903 

 
Age 
Examining South Carolina gender gaps by age reveals that the overall gap in wages increases with age. 

As Table 11 shows, women between the ages of 25 and 34 earn approximately 86 percent of their male 

counterparts of the same age. This decreases to 65 percent for women working full-time between the ages 

of 55 and 64. 

Table 11 – Average Wage by Age and Gender: 2015 

Age Range Men Women Difference Pct. Difference 

25-34 $39,199 $33,612 -$5,587 86% 

35-44 $52,998 $40,771 -$12,227 77% 

45-54 $61,213 $43,489 -$17,724 71% 

55-64 $69,077 $44,908 -$24,169 65% 

 
A Comprehensive View: An Economic Model of the Impact of Gender on Wages in 

South Carolina 
So far this section has examined wage gaps by gender for South Carolinians between the ages of 25 and 

64 working full-time for individual factors – race, occupation, nativity, recent movers, region, and age – 

in order to provide perspective on the nature of these differences. However, because these factors interact 

with one another in real time, it is difficult to arrive at any specific conclusions without taking a more 

comprehensive view. For example, the fact that the gender pay gap differs depending upon which 

industry is being examined could simply imply that men and women self-select into higher or lower 

paying industries or that they choose to work different numbers of hours. It is therefore important to 

examine how much of the gender pay gap still exists after accounting for all of the factors listed above 

simultaneously. 

This type of analysis is completed via a multivariate regression analysis in which the average wage of 

South Carolinians is modeled as a function of the primary factors that are thought to influence these 

differences. A statistical model was estimated that quantified the relationship between the average wage 

of South Carolinians working full-time and their gender with five additional control variables. These 

included the following: 
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- Nativity 

- Moving Status 

- Race 

- Education 

- Occupation 

 
Thus, the average wage of South Carolinians was assumed to be a function of gender, nativity, moving 

status, race, educational attainment, and occupation. These relationships were estimated using a standard 

Ordinary Least Squares (OLS) regression.7 The results are illustrated in Table 12. 

Table 12 – OLS Regression Output Linking Average Wage to Gender 

Variable Coefficient Standard Error 

Age $645.30 37.50** 

Gender (male=0) -$15,861.36 804.43** 

Nativity (native=0) -$2,855.89 1,280.08** 

Moving Status (Recent Mover=1) -$45.57 2,494.34 

Race (non-white=0) $8,755.56 764.55** 

Occupational Category (measured against Management Occupations)  

Business and Finance -$11,320.98 2,366.61** 

Computer and Mathematical -$1,048.00 3,079.24 

Architecture and Engineering -$4,359.06 3,058.28 

Life, Physical, and Social Science -$24,076.84 6,197.67** 

Community and Social Service -$38,357.54 2,552.89** 

Legal Services $3,685.46 8,542.79 

Education, Training and Library -$35,584.35 2,218.56** 

Arts, Design, Entertainment, Sports, and 

Media 
 
-$26,754.32 

 
3,007.93** 

Healthcare Practitioners and Technical -$4,817.01 2,591.28 

Healthcare Support -$24,039.25 2,860.52** 

Protective Service -$27,489.70 2,108.01** 

Food Preparation and Serving -$34,922.71 2,050.61** 

Building and Grounds Cleaning and 

Maintenance 

 
-$32,039.44 

 
2,276.06** 

Personal Care and Service -$27,419.48 4,765.24** 

Sales and Related -$17,101.80 2,140.95** 

Office and Administrative Support -$26,587.55 1,928.49** 

Farming, Fishing, and Forestry -$31,908.04 3,703.50** 

Construction and Extraction -$26,379.70 2,979.33** 

Installation, Maintenance, and Repair -$22,446.78 2,474.04** 

Production -$23,702.28 1,957.68** 

Transportation and Material Moving -$26,365.58 2,140.12** 

Military Specific -$21,834.68 4,460.80** 

Educational Attainment (measured against High School Dropouts) 

High School Graduate $4,594.93 1,192.93** 

 
7 

The regression specification incorporated gender, nativity, moving status, and race as dummy variables. Education 

levels and occupations were included as a series of dummy variables with high school dropout and management 

occupations as the omitted categories, respectively.  
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Some College, No Degree $9,056.42 1,168.03** 

Associate’s Degree $11,237.21 1,397.57** 

Bachelor’s Degree $25,128.59 1,386.18** 

Master’s Degree $35,690.26 1,986.75** 

Doctorate Degree $81,579.39 4,483.61** 
 

 

Dependent Variable: Average Annual Wage of South Carolinians in 2015 

Adj. R-Squared: 0.2770 

N = 14,500 

**denotes significance at p < 0.05 

 

This regression specification has an adjusted R-squared value of 0.28, meaning that approximately 28 

percent of the variation in the average annual wage of full-time South Carolina workers is explained by 

the explanatory variables outlined above. The coefficient on the Gender variable is the primary one of 

interest. With a value of -$15,861, it is statistically significant. This coefficient implies that, on average, 

women who work full-time in South Carolina earn an average of $15,861 less than their male 

counterparts after accounting for age, nativity, race, moving status, occupation, and educational 

attainment. 

Other results from these regression results suggest that average wages tend to increase about $645 per 

year with age. White workers tend to earn about $8,800 more than their non-white counterparts. All 

educational levels earn higher wages compared to high school dropouts. Compared to Management 

Occupations, most other occupations earn significantly lower average wages. It is also important to 

recognize that another critical factor driving an individual’s wage level – experience – is not captured in 

this analysis. Unfortunately there is no direct way to capture experience using ACS data.  

 

Closing the Gender Gap: Trends from 2005-2015 
The gender wage gap in South Carolina has decreased between 2005 and 2015, albeit unevenly. In 2005, 

women working full-time in the state earned about 67 percent of what men earned. By 2015 that 

percentage had risen to 74 percent, although the dollar difference remained fairly consistent – between 

$14,000 and $15,000 per year – as Figure 8 shows. 
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Figure 8 – Average Wage by Gender: 2005-2015 

 

For several occupations, the gender gap completely dissipated between 2005 and 2015. In each of the 

following six occupations, a statistically significant gender pay gap existed in 2005, but had been 

eliminated by 2015: 

• Computer and Mathematics 

• Life, Physical, and Social Science 

• Community and Social Service 

• Food Preparation and Serving 

• Personal Care and Service 

• Installation, Maintenance, and Repair 

Women have also closed the pay gap in the following three industries, although a statistically significant 

difference still exists as of 2015: 

• Agriculture 

• Information 

• Other Services 

Finally, as already been shown above, the wage gap between white male and female workers and African - 

American male and female workers declined between 2005 and 2015 while the wage differential for all 

other racial categories increased. 

 

Section V – The Economic Impact of Increased Labor Force 

Participation Among Women 

South Carolina’s Emerging Labor Shortage 
Throughout the current economic expansion that began in 2010, South Carolina’s employment growth 

has been strong and steady. With an average annual employment growth rate of approximately 2.2 

percent between 2010 and 2016, South Carolina has significantly outperformed the national average over 
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the same time period (1.8%). Due to this steady rate of employment growth, the state’s unemployment 

rate has dropped from 10.7 percent in 2010 to its current rate of 4.4 percent as of February 2017, as 

Figure 9 highlights. 

Figure 9 – South Carolina Unemployment Rate: 2009-2017 

This drop in the unemployment rate has been good news for South Carolinians on multiple fronts. A 

growing demand for labor has provided new opportunities for many of those who were laid off during the 

Great Recession to become employed once again. Furthermore, by 2015 the demand for labor was high 

enough to begin putting upward pressure on wages. In other words, workers were in high enough demand 

that employers seeking to hire were required to increase the wages they were offering in order to attract 

the workers they needed. Figure 10 shows the steady increase in the average hourly earnings of South 

Carolina workers that began in early 2015. 

Figure 10 – South Carolina Total Wage Growth: 2010-2016 

Despite the positive gains for workers in terms of new employment opportunities and rising wages, 

however, this “tightening” labor market also poses a challenge for South Carolina in the coming years. If  
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the state’s labor demand either continues to increase or remains at its current level, the state will face a 

significant labor shortage that has the potential to limit future economic growth. Simply put, businesses 

cannot continue to expand at their current rate if they cannot find the workers they need. 

There have been several research efforts in recent years that have provided estimates for future workforce 

demands at the state level, with one of the most recent coming from the Georgetown University Public 

Policy Institute. They project that South Carolina could require up to 40,000 new workers each year for 

the next decade.8 If statewide population growth for both men and women remains equivalent to growth 

rates over the previous decade, then the Georgetown projection would imply that a workforce shortage of 

approximately 26,140 workers per year in South Carolina will occur over the next decade, as Figure 11 

denotes. 

Figure 11 – South Carolina Projected Annual Labor Shortage 

Economic Impact: Increased Female Labor Participation 
In order to examine the extent to which increased female labor force participation will generate positive 

returns for South Carolina, this study begins by examining the projected labor force shortage by 

occupation, as shown in Table 13. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

8 
Source: Georgetown University Public Policy Institute: Center on Education and the Workf orce 
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Table 13 – S.C. Annual Projected Job Shortage by Selected Occupation Groups9 

Occupation Group Number of Jobs 
Percentage of 

Total 

Food Preparation and Serving 2,537 9.7% 

Sales and Related 1,884 7.2% 

Transportation and Material Moving 1,804 6.9% 

Office and Administrative Support 1,681 6.4% 

Healthcare Support 1,559 6.0% 

Production 1,553 5.9% 

Construction and Extraction 1,329 5.1% 

Installation, Maintenance, and Repair 1,185 4.5% 

Building and Grounds Cleaning and Maintenance 1,090 4.2% 

Personal Care and Service 1,030 3.9% 

Education, Training and Library 890 3.4% 

Management 790 3.0% 

Computer and Mathematical 723 2.8% 

Healthcare Practitioners and Technical 687 2.6% 

Architecture and Engineering 532 2.0% 

Business and Finance 485 1.9% 

Community and Social Service 420 1.6% 

Protective Service 402 1.5% 

Legal Services 182 0.7% 

Arts, Design, Entertainment, Sports, and Media 142 0.5% 

Life, Physical, and Social Science 132 0.5% 

 
Note that while there is an emerging shortage among high skilled, high-wage positions in fields such as 

healthcare, education, management, engineering, business, and various information technology fields, the 

single highest shortage among all occupation types is in the food service industry. 

If an increase in female labor force participation occurs across the occupation spectrum at a proportional 

rate to the emerging shortage, then the total economic impact can be measured through an estimation of 

the net gains that this increase in demand represents. For example, if women fill an additional 182 

positions in the Legal Services profession that would have gone unfilled, this represents a net gain in 

economic activity to the legal industry that would not have existed otherwise. Using a customized input- 

output model for the state of South Carolina, the total gain in economic activity from increasing the size 

of the labor force to accommodate the emerging labor force shortage can be estimated. 10 These results are 

detailed in Table 14. 

Table 14 – Economic Impact of Increased Women’s Labor Force Participation on S.C. 
 Economic Output 

Direct Effect $3,015,071,958 

Multiplier Effect $2,200,349,256 
 

 

Total Effect $5,215,421,215 

 

 

9 
Adapted from South Carolina Department of Employment and Workforce Long-Run Occupation Projections: 

2016-2026 
10 

All estimates were calculated using the 2015 IMPLAN software package. 
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The total annual economic impact that would result from increasing female labor force participation to a 

level that mitigates the emerging state workforce shortage is $5.2 billion. This includes both the direct 

effects of additional business activity in each industry that is possible due to the elimination of labor force 

constraints as well as all multiplier effects (or economic ripple effects) generated. These include both the 

effects of new demand among suppliers of businesses scaling up their activity and the new demand 

arising from increased levels of household income due to the new labor force participants who are now 

earning and spending wages in the local economy. 

A second effect that increased labor force participation among women will have in South Carolina is to 

reduce the size of the current gender wage gap. Specifically, if women mitigate the emerging workforce 

shortage through increased labor force participation, they would increase from 48.3 percent to 54.0 

percent of South Carolina’s workforce by the year 2025. Additionally, this would reduce the current 

gender wage gap from 27.2 percent to 19.5 percent, as Figure 12 summarizes.  

Figure 12 – Projected Changes in South Carolina Gender Wage Gap 

Focusing on High Skilled Opportunities 
As explored in the previous section, increasing the number of women in the labor force to fill South 

Carolina’s projected labor shortage in the coming years has the potential to generate significant gains for 

the state’s economy as well as to narrow the existing gender wage gap. Yet while additional female 

workers will be needed across a wide range of occupations, it is especially important to focus on job 

openings in high skill/high wage occupations with projected shortages. 

Women already have some advantage in seeking out occupations requiring higher levels of education 

given that their average level of education is higher than that of men – as seen in Figures 4 and 5. Table 

15 highlights nine occupation groups where it will be particularly critical for women to increase their 

labor force participation during the coming decade if they are to maximize the reduction in South 

Carolina’s gender wage gap. 

Table 15 – High Skilled Occupation Groups with Projected Job Openings 

Occupation Group % of New Jobs 

Healthcare Practitioners and Technical Support 9.7% 

Educational Services 5.8% 
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Occupation Group % of New Jobs 

Management 4.5% 

Business and Finance 4.2% 

Computer and Mathematical Services 2.2% 

Architecture and Engineering 1.6% 

Social Services 1.3% 

Legal Services 0.6% 

Life, Physical, and Social Sciences 0.4% 

Totals 30.3% 

 

Women are currently underrepresented in many of these occupation groups, including each of the 

following: Computer and Mathematical Services, Life, Physical, and Social Sciences, and Management.  

 

Section VI – Conclusion 
There is a significant labor force shortage that is emerging in the state of South Carolina. Over the next 

decade, there will be an estimated 26,140 new jobs available per year that will likely go unfilled if current 

labor force trends do not change, which has the potential to limit the state’s rate of economic growth. This 

shortage represents a unique opportunity for women in South Carolina. By increasing their labor force 

participation rate and filling these new positions, they have the potential to not only generate a net 

increase in economic activity for the state of South Carolina, but also to decrease the existing state gender 

pay gap. Specifically, this study estimates that if the percentage of women in South Carolina’s total 

workforce increases from its current rate of 48.3 percent to 54.0 percent by 2025, this will generate not 

only up to $5.2 billion in new economic activity annually, but also reduce the current gender pay gap 

from its current level of 27.2 percent to 19.5 percent. 
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