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A 2016 federal overtime pay rule that would have improved
the lives and livelihoods of modest wage earners in all
states was determined to be invalid by a district court
judge in Texas. But while the business interests that
backed the court case succeeded in blocking DOL’s
implementation and enforcement of a rule that would have
benefited 12.5 million workers, policymakers in the states
have an opportunity to step up and support working
people. The 2016 federal rule would have extended
automatic overtime pay protection to salaried workers
making up to $47,476 a year; in addition, under the rule,
the exemption threshold would be automatically updated
every three years to keep pace with overall wage growth.
Under the old, outdated federal rule, mid-level managers at
retail outlets and restaurants, for example, were only
eligible for overtime pay if they made less than $23,660
per year, meaning their employers could require them to
work 60- or 70-hour weeks without paying any
compensation for the extra hours beyond 40. Under the
old rule, there was no provision for updating the threshold,
and its value has eroded dramatically since 1975, when it
was last fully adjusted for inflation.

We recommend that states follow the lead of the U.S.
Department of Labor’s 2016 final rule and:

• Raise the salary threshold required for exemption from
eligibility for overtime pay (avenues for raising the
threshold are described below). Base the threshold on
a simple, appropriate benchmark (options for setting
the threshold are given below).

• Establish an automatic update of this salary level at
regular intervals according to the same benchmark.

We are not opposed to strengthening the “duties test” for
determining eligibility for overtime pay protection (more on
the duties test below). However, for the sake of simplicity in
messaging and implementation, we recommend focusing
on the salary threshold alone.

State action is imperative because the path forward at the
federal level is unclear. The Trump administration DOL has
declared its intent to appeal the court’s
decision—defending DOL’s right to set a threshold—but is
likely to set the threshold at a much lower level (in the low
$30,000s). A threshold at that level would leave
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unprotected nearly three-fourths of workers who would have benefited under the 2016
raise.1 Campaigns to raise overtime thresholds in the states could create momentum to
push for a stronger federal standard. For this reason, we encourage state organizations to
focus on state thresholds but also to follow the federal overtime rulemaking process and
any congressional action on EPI’s overtime issue page (www.epi.org/research/overtime/)
and push for a stronger federal overtime rule if the opportunity arises.

SSpecific wpecific waayys state ors state organizations cganizations canan
support effsupport efforts to rorts to raise the oaise the ovvertimeertime
salary thrsalary thresholds in their statesesholds in their states
Modest wage earners in all states have lost automatic overtime protection due to the
blockage of the new federal overtime pay rule.2 The losses are smaller in New York and
California, which have both enacted state policies establishing overtime salary thresholds
higher than the $23,660 federal level.

SState optate options ftions for ror raising the oaising the ovvertimeertime
salary thrsalary thresholdeshold
There are several possible avenues for raising the overtime salary threshold in states.
State organizations may pursue updates to state thresholds in the following ways:

• Help draft and promote state legislation providing the protections that the 2016
federal overtime rule would have provided to workers. The strongest action states
could take at this moment would be to pass legislation raising the state overtime
threshold, following the parameters of the 2016 federal overtime rule. Even in states
where passage of such a law would be difficult, introducing it and seeking public
hearings or staging press conferences would raise awareness and could help create
a constituency to advocate for better protections for overworked low- and moderate-
wage workers.

• Start a ballot initiative so that voters can weigh in to provide the protections that
the federal overtime rule would have provided to workers. In states that are
amenable to ballot initiative campaigns, groups could place an initiative on the ballot
to raise the state’s overtime threshold to provide more low- and moderate-wage
workers with overtime pay.

• Support executive action. In some states, the overtime salary threshold may be
changed through an administrative regulation. Working with the governor and/or state
department of labor could be a good way to obtain an administrative change, if this is
an available option and the local political climate is conducive to such a change.
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HHoow the salary thrw the salary threshold fits ineshold fits into theto the
“white c“white collar eollar exxempemption” to otion” to ovvertimeertime
prprootectionstections
The federal overtime regulation, which is authorized under the Fair Labor Standards Act
(FLSA), is the basis for many state overtime rules and serves as the effective regulation in
states that lack their own overtime rules or have weaker overtime rules. The federal law
says that workers must be paid time and a half for every hour worked beyond 40 in one
week. But it carves out exemptions—worker groups that employers could pay overtime to,
if the employer wanted to, but are not required to. One key exemption is for workers
considered sufficiently senior in duties and in pay that they don’t need overtime
protection.3 In order for a worker to be exempt from (ineligible for) guaranteed overtime
pay based on this “white collar exemption,” all three of the following requirements must be
met:

1. Salary basis test: The employee must be paid a salary, not by the hour or on a piece-
rate basis.

2. Salary threshold test: The employee must be paid above a certain threshold. Before
the Department of Labor updated the regulations in 2016, this threshold was $455
weekly, or the equivalent of $23,660 annually for an employee who works year-round.

3. Duties test: The employee must perform actual executive/managerial/professional
duties, as defined in the regulations.4

If any one of these three requirements isn’t met, a worker is eligible for overtime pay. If all
three requirements are met, the worker is exempt from the overtime protections of the Fair
Labor Standards Act and the employer does not have to pay the worker overtime.

HHoow the Uw the U.S. D.S. Departmenepartment ot of Labor’sf Labor’s
2016 final rule updated the white c2016 final rule updated the white collarollar
eexxempemptiontion
The 2016 U.S. DOL rule updated the overtime salary threshold to more closely track a level
of salary that would reasonably be paid to a managerial, administrative, or professional
worker today.

• The rule set the threshold at the 40th percentile of weekly earnings of full-time
salaried workers in the census region with the lowest wages (the South).

• This adjustment (which used earnings data from the fourth quarter of 2015) raised the
salary threshold required for exemption to $913 weekly, which translates into $47,476
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for a year-round worker. (Note that if data from the third quarter of 2017 were used,
the threshold would be $951 weekly.5)

• The rule established an automatic update of this salary level every three years to
precisely the same standard (i.e., every three years, the salary threshold would be
adjusted to the updated 40th percentile of weekly earnings of full-time salaried
workers in the lowest-wage census region).

• The rule did not change the duties test or the salary basis test.

SState optate options ftions for setting the standaror setting the standard fd foror
the salary thrthe salary threshold feshold for eor exxempemptiontion
As noted, the 2016 rule is in legal limbo. Organizations seeking to raise wages for low- and
middle-wage workers in their state will want to consider what is the most meaningful
standard to propose for setting the salary threshold in their state. Options include:

• Raise the threshold to match the 2016 federal rule standard. However, because the
federal threshold is set to the 40th percentile of weekly earnings of full-time salaried
workers in the South, this option makes less sense for states outside of the South.

• Adapt the 2016 federal standard based on the wages in the state’s census region.
To set the salary threshold to the 40th percentile of full-time salaried workers in a
state’s census region, use publicly available data provided quarterly by the Bureau of
Labor Statistics quarterly (these data are also provided in the tables below).

• Adapt the 2016 federal standard based on the wages in the state. To set the salary
threshold to the 40th percentile of full-time salaried workers in a specific state, use
data calculated by EPI and provided in the tables below.

• Set the threshold to a multiple of earnings at the state’s minimum wage. For
example, in California, the threshold for exemption is set at a monthly earnings rate
equivalent to two times the state’s minimum wage, assuming a full-time schedule.

WhWhy is the 40th pery is the 40th perccenentile otile of earningsf earnings
an appran appropriate thropriate threshold feshold for oor ovvertimeertime
eligibilityeligibility??
The “40th percentile of earnings” means that 40 percent of full-time salaried workers earn
at or below that amount. The Obama administration Department of Labor concluded that
the 40th percentile of weekly earnings for full-time salaried workers in the lowest-wage
census region (currently the South) represented the most appropriate line of demarcation
between workers who are bona fide executives, administrators, or professionals, and
those who are not. It represents a much-needed increase from the prior salary threshold,
which covers less than 7 percent of full-time salaried workers. But it is still lower, after
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taking inflation into account, than the threshold was in 1975. In 1975, more than 60 percent
of workers were below the salary threshold; under the 2016 threshold it is 33 percent.6

DDrraaft languageft language
Below is language that may be used to draft overtime legislation. This language may also
be adapted for use in an executive order or state DOL rule. The bracketed and boldfaced
text would be modified depending on what threshold is chosen. Note that all of the named
occupations in clause (A)(1)(c) are standard for the exemptions in statutory language.

A. (1) To qualify as an individual who is employed in a bona fide administrative,
executive, or professional capacity and is exempt from the statute’s overtime pay
requirements, an individual shall be compensated on a salary basis:

a. In an amount per week not less than [the 40th percentile of weekly
earnings of full-time nonhourly workers in the lowest-wage census
region]; and

b. In an amount per week, exclusive of board, lodging, or other facilities,
that is not less than:

1. [$913]; and

2. Beginning [January 1, 2018], determined by the Commissioner
under Subsection (B) of this section.

c. The salary requirements in this section shall not apply to teachers,
certain licensed medical professionals, licensed attorneys, or other
individuals employed in a professional capacity to whom the salary
requirements for exemption under U.S. Department of Labor regulations
in effect in 2015 would not have applied.

(2) The required amount of compensation per week under Paragraph (1) of this
Subsection may be:

a. For an individual employed in an administrative capacity or a
professional capacity, paid on a fee basis; or

b. Translated into equivalent amounts for periods of time longer than one
week, including compensation that is paid on a biweekly, semimonthly, or
monthly basis.
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B. On [January 1, 2021], and every [three years] thereafter, the Commissioner shall
adjust the salary amount under the Subsection (A) of this section to equal [the 40th
percentile of weekly earnings of full-time nonhourly workers in the lowest-wage
census region in the second quarter of the year immediately preceding the
update published by the United States Department of Labor, Bureau of Labor
Statistics].

C. The Commissioner may adopt regulations to implement this section.

A noA note on the duties testte on the duties test
As noted earlier, workers whose earnings exceed the salary threshold still qualify for
overtime pay if they do not have work duties that are managerial, administrative, or
professional in nature. (The U.S. Department of Labor’s Wage and Hour Division has a fact
sheet that explains this “exemption for executive, administrative, professional, computer,
and outside sales employees.”7 State DOLs may have fact sheets for their own laws.)

Changes at the federal level in 2004 simplified the duties test by switching to a single
duties test but made it less rigorous by allowing workers to perform an unlimited amount
of nonexempt work (such as operating cash registers, stocking shelves, and sweeping
floors) and still be classified as an exempt manager or professional. Here, states should
follow the lessons learned at the federal level. During the 2016 rulemaking process,
changes to the duties test were overwhelmingly opposed by businesses, with many
articulating that most employers are already very familiar with the standard duties test and
that a new duties test would be complex to learn and apply in practice. In the 2016 final
rule, the U.S. Department of Labor decided not to change the duties test because it would
have been disruptive to employers and businesses to learn and apply a new test. That is a
key reason why the federal rule significantly raised the salary threshold—so that it would
cover workers subject to the less rigorous, and less protective, duties test. States that are
unable to substantially raise the salary threshold (say, to the 40th percentile of salaried
earnings or higher) would need to revert to a more rigorous duties test. California, for
example, has enacted a more protective duties test than the federal standard.

EARN and EEARN and Ecconomic Ponomic Policy Iolicy Institutenstitute
rresouresourcceses
The EARN staff at EPI and the network of state EARN affiliates are available to support
organizations and officials who are interested in taking action on overtime policy. The
Economic Policy Institute has a broad array of policy, data, and legal resources, as well as
social media and communications assets that can support state efforts on this and other
economic issues. Please contact us at earn@epi.org for further information.
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EEndnondnotestes
1. In his hearing to be confirmed as Labor Secretary, Alexander Acosta suggested that an overtime

salary threshold equivalent to the 2004 threshold adjusted for inflation might be appropriate. See
“Labor Secretary Nominee Acosta on Overtime: $33K Minimum Salary?” (user-created clip by
Tammy McCutchen on C-SPAN, March 23, 2017). The 2004 threshold adjusted for inflation would
be around $31,000 today. Importantly, while the OT threshold was raised in 2004, it did not come
close to adjusting for inflation since its prior increase almost 30 years earlier. If the 1975 threshold
had been adjusted for inflation, it would be well over $50,000 today. If the threshold were
$31,000, 9.1 million (nearly three-fourths) of the 12.5 million benefiting from raising the threshold to
$47,476 would be left out. Only 3.4 million eligible workers earn at least $23,660 but below
$31,000 (EPI analysis of 2015 Current Population Survey Outgoing Rotation Group data). The
Trump administration’s efforts to weaken the overtime rule extend back to July. See Heidi
Shierholz, “The Trump Administration Is Trying to Take Away the Rights of Millions of Americans to
Get Paid for Their Overtime,” Economic Policy Institute, July 25, 2017; and Ronald Klain, “An Issue
Democrats Can Love: Overtime,” Washington Post, September 3, 2017.

2. Ross Eisenbrey and Will Kimball, The New Overtime Rule Will Benefit Working People in Every
State, Economic Policy Institute, May 18, 2016.

3. This “white collar exemption” is in the statute, FLSA section 13(a)(1), but the statute delegates
authority to the U.S. Secretary of Labor to define the terms and scope of the exemption, which is
done in the regulations. Exempt workers are not technically ineligible for overtime pay because
there is no law stopping their employers from providing it to them. The critical fact—and why they
are described as ineligible for automatic overtime protection—is that their employers cannot be
required to provide overtime pay to them.

4. U.S. Department of Labor, Wage and Hour Division, “Fact Sheet #17A: Exemption for Executive,
Administrative, Professional, Computer & Outside Sales Employees Under the Fair Labor
Standards Acts (FLSA),” revised July 2008.

5. “Research Series on Deciles of Usual Weekly Earnings of Nonhourly Full-Time Workers,” Labor
Force Statistics from the Current Population Survey, Bureau of Labor Statistics, last modified
October 18, 2017.

6. Authors’ analysis of Current Population Survey Outgoing Rotation Group microdata, various years.

7. U.S. Department of Labor, Wage and Hour Division, “Fact Sheet #17A: Exemption for Executive,
Administrative, Professional, Computer & Outside Sales Employees Under the Fair Labor
Standards Acts (FLSA),” revised July 2008.

EARN | Economic Policy Institute 7

https://www.c-span.org/video/?c4662937/labor-secretary-nominee-acosta-overtime
http://www.epi.org/press/the-trump-administration-is-trying-to-take-away-the-rights-of-millions-of-americans-to-get-paid-for-their-overtime/
http://www.epi.org/press/the-trump-administration-is-trying-to-take-away-the-rights-of-millions-of-americans-to-get-paid-for-their-overtime/
http://www.epi.org/publication/the-new-overtime-rule-will-benefit-working-people-in-every-state/
http://www.epi.org/publication/the-new-overtime-rule-will-benefit-working-people-in-every-state/
https://www.dol.gov/whd/overtime/fs17a_overview.pdf
https://www.dol.gov/whd/overtime/fs17a_overview.pdf
https://www.dol.gov/whd/overtime/fs17a_overview.pdf
https://www.bls.gov/cps/research_nonhourly_earnings_2017q3.htm
https://www.dol.gov/whd/overtime/fs17a_overview.pdf
https://www.dol.gov/whd/overtime/fs17a_overview.pdf
https://www.dol.gov/whd/overtime/fs17a_overview.pdf


Table 1 DDeciles oeciles of wf weekly earnings oeekly earnings of nonhourly full-f nonhourly full-time wtime workorkers,ers,
2016 and 2017Q32016 and 2017Q3

Deciles of weekly earnings of nonhourly full-time workers, 2017Q3

First
decile

Second
decile

Third
decile

Fourth
decile

Fifth decile
(median)

Sixth
decile

Seventh
decile

Eighth
decile

Ninth
decile

U.S. $554 $731 $880 $1,012 $1,169 $1,386 $1,640 $1,915 $2,620

REGION

Northeast $590 $754 $914 $1,065 $1,241 $1,451 $1,737 $1,987 $2,837

Midwest $597 $767 $921 $1,046 $1,197 $1,402 $1,617 $1,898 $2,422

South $506 $665 $809 $951 $1,095 $1,262 $1,497 $1,867 $2,488

West $579 $760 $931 $1,091 $1,280 $1,521 $1,815 $2,123 $2,879

Deciles of weekly earnings of nonhourly full-time workers, 2016

STATE
First

decile
Second
decile

Third
decile

Fourth
decile

Fifth decile
(median)

Sixth
decile

Seventh
decile

Eighth
decile

Ninth
decile

AK $577 $804 $961 $1,116 $1,250 $1,403 $1,635 $1,913 $2,460

AL $500 $672 $791 $921 $1,019 $1,153 $1,384 $1,723 $2,274

AR $477 $632 $743 $830 $961 $1,099 $1,250 $1,531 $2,058

AZ $565 $747 $884 $980 $1,153 $1,346 $1,577 $1,907 $2,330

CA $574 $768 $960 $1,153 $1,346 $1,541 $1,921 $2,307 $2,884

CO $575 $755 $884 $999 $1,154 $1,346 $1,538 $1,916 $2,514

CT $672 $904 $1,086 $1,247 $1,399 $1,621 $1,916 $2,296 $2,884

DC $657 $884 $1,057 $1,250 $1,437 $1,692 $1,942 $2,403 $2,884

DE $499 $694 $831 $961 $1,098 $1,292 $1,533 $1,850 $2,325

FL $460 $608 $744 $864 $984 $1,153 $1,384 $1,728 $2,308

GA $480 $666 $771 $942 $1,096 $1,247 $1,490 $1,846 $2,422

HI $493 $652 $769 $920 $1,058 $1,235 $1,438 $1,730 $2,274

IA $538 $692 $802 $961 $1,062 $1,230 $1,373 $1,634 $2,090

ID $499 $647 $771 $904 $1,091 $1,250 $1,442 $1,681 $2,268

IL $574 $763 $903 $1,042 $1,192 $1,441 $1,664 $2,036 $2,832

IN $520 $680 $825 $960 $1,077 $1,236 $1,442 $1,635 $2,175

KS $577 $731 $865 $995 $1,153 $1,342 $1,536 $1,918 $2,614

KY $481 $644 $769 $902 $994 $1,151 $1,330 $1,538 $2,115

LA $480 $600 $762 $870 $995 $1,153 $1,346 $1,662 $2,234

MA $646 $855 $998 $1,153 $1,346 $1,539 $1,826 $2,275 $2,884

MD $577 $807 $997 $1,154 $1,345 $1,538 $1,812 $2,211 $2,786

ME $552 $731 $848 $962 $1,133 $1,240 $1,442 $1,808 $2,403

MI $577 $769 $958 $1,057 $1,247 $1,387 $1,598 $1,909 $2,403

MN $670 $834 $1,000 1,154 $1,346 $1,538 $1,839 $2,211 $2,756

MO $561 $673 $800 $961 $1,058 $1,239 $1,478 $1,749 $2,298

MS $398 $576 $722 $841 $949 $1,058 $1,247 $1,521 $1,995

MT $494 $692 $808 $946 $1,116 $1,245 $1,485 $1,890 $2,444

NC $481 $672 $769 $923 $1,037 $1,247 $1,493 $1,904 $2,490

ND $536 $692 $788 $916 $999 $1,151 $1,249 $1,538 $1,922

NE $530 $676 $800 $921 $1,026 $1,153 $1,307 $1,539 $2,046

NH $622 $772 $955 $1,110 $1,250 $1,457 $1,720 $1,960 $2,569

NJ $560 $771 $961 $1,114 $1,283 $1,497 $1,732 $2,076 $2,872

NM $472 $623 $769 $891 $999 $1,185 $1,442 $1,730 $2,306

NV $484 $646 $830 $945 $1,076 $1,250 $1,384 $1,730 $2,183
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Table 1
(cont.)

Deciles of weekly earnings of nonhourly full-time workers, 2016

STATE
First

decile
Second
decile

Third
decile

Fourth
decile

Fifth decile
(median)

Sixth
decile

Seventh
decile

Eighth
decile

Ninth
decile

NY $497 $700 $864 $998 $1,154 $1,385 $1,635 $1,970 $2,718

OH $577 $750 $921 $999 $1,154 $1,346 $1,538 $1,826 $2,307

OK $480 $600 $694 $851 $962 $1,126 $1,327 $1,572 $2,207

OR $576 $767 $914 $1,057 $1,248 $1,461 $1,730 $2,007 $2,692

PA $577 $759 $901 $1,015 $1,188 $1,346 $1,538 $1,903 $2,496

RI $599 $769 $922 $1,068 $1,231 $1,346 $1,535 $1,802 $2,299

SC $490 $670 $799 $922 $1,038 $1,154 $1,440 $1,730 $2,308

SD $577 $695 $823 $942 $1,025 $1,154 $1,346 $1,547 $2,304

TN $506 $655 $769 $904 $989 $1,151 $1,354 $1,634 $2,133

TX $462 $624 $769 $920 $1,019 $1,192 $1,442 $1,846 $2,451

UT $576 $730 $908 $1,050 $1,192 $1,411 $1,570 $1,907 $2,504

VA $542 $734 $892 $1,039 $1,248 $1,470 $1,733 $2,115 $2,850

VT $585 $769 $884 $994 $1,152 $1,281 $1,443 $1,806 $2,308

WA $612 $807 $981 $1,154 $1,346 $1,539 $1,908 $2,308 $2,884

WI $602 $807 $961 $1,058 $1,211 $1,346 $1,538 $1,901 $2,447

WV $478 $603 $731 $865 $986 $1,136 $1,288 $1,529 $2,036

WY $482 $692 $856 $961 $1,058 $1,236 $1,488 $1,840 $2,301

Notes: The Northeast region includes Connecticut, Maine, Massachusetts, New Hampshire, New Jersey,
New York, Pennsylvania, Rhode Island, and Vermont.

The Midwest region includes Illinois, Indiana, Iowa, Kansas, Michigan, Minnesota, Missouri, Nebraska,
North Dakota, Ohio, South Dakota, and Wisconsin.

The South region includes Alabama, Arkansas, Delaware, District of Columbia, Florida, Georgia, Kentucky,
Louisiana, Maryland, Mississippi, North Carolina, Oklahoma, South Carolina, Tennessee, Texas, Virginia,
and West Virginia.

The West region includes Alaska, Arizona, California, Colorado, Hawaii, Idaho, Montana, Nevada, New
Mexico, Oregon, Utah, Washington, and Wyoming.

Sources: U.S. and region data can be found on the BLS website: “Research Series on Deciles of Usual
Weekly Earnings of Nonhourly Full-Time Workers from the Current Population Survey,” Labor Force Statis-
tics from the Current Population Survey, Bureau of Labor Statistics, last modified October 18, 2017. Latest
data available from BLS at the time of this writing are 2017Q3. Deciles by state are not available on the
BLS website and are tabulated by EPI. Due to sample size issues at the state level we used the entire cal-
endar year of 2016.
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Table 2 AAnnualiznnualized deciles oed deciles of wf weekly earnings oeekly earnings of nonhourly full-f nonhourly full-timetime
wworkorkers 2016 and 2017Q3ers 2016 and 2017Q3

Deciles of weekly earnings of nonhourly full-time workers, 2017Q3

First
decile

Second
decile

Third
decile

Fourth
decile

Fifth decile
(median)

Sixth
decile

Seventh
decile

Eighth
decile

Ninth
decile

U.S. $28,808 $38,012 $45,760 $52,624 $60,788 $72,072 $85,280 $99,580 $136,240

REGION

Northeast $30,680 $39,208 $47,528 $55,380 $64,532 $75,452 $90,324 $103,324 $147,524

Midwest $31,044 $39,884 $47,892 $54,392 $62,244 $72,904 $84,084 $98,696 $125,944

South $26,312 $34,580 $42,068 $49,452 $56,940 $65,624 $77,844 $97,084 $129,376

West $30,108 $39,520 $48,412 $56,732 $66,560 $79,092 $94,380 $110,396 $149,708

Deciles of weekly earnings of nonhourly full-time workers, 2016

STATE
First

decile
Second
decile

Third
decile

Fourth
decile

Fifth decile
(median)

Sixth
decile

Seventh
decile

Eighth
decile

Ninth
decile

AK $30,004 $41,808 $49,972 $58,032 $65,000 $72,956 $85,020 $99,476 $127,920

AL $26,000 $34,944 $41,132 $47,892 $52,988 $59,956 $71,968 $89,596 $118,248

AR $24,804 $32,864 $38,636 $43,160 $49,972 $57,148 $65,000 $79,612 $107,016

AZ $29,380 $38,844 $45,968 $50,960 $59,956 $69,992 $82,004 $99,164 $121,160

CA $29,848 $39,936 $49,920 $59,956 $69,992 $80,132 $99,892 $119,964 $149,968

CO $29,900 $39,260 $45,968 $51,948 $60,008 $69,992 $79,976 $99,632 $130,728

CT $34,944 $47,008 $56,472 $64,844 $72,748 $84,292 $99,632 $119,392 $149,968

DC $34,164 $45,968 $54,964 $65,000 $74,724 $87,984 $100,984 $124,956 $149,968

DE $25,948 $36,088 $43,212 $49,972 $57,096 $67,184 $79,716 $96,200 $120,900

FL $23,920 $31,616 $38,688 $44,928 $51,168 $59,956 $71,968 $89,856 $120,016

GA $24,960 $34,632 $40,092 $48,984 $56,992 $64,844 $77,480 $95,992 $125,944

HI $25,636 $33,904 $39,988 $47,840 $55,016 $64,220 $74,776 $89,960 $118,248

IA $27,976 $35,984 $41,704 $49,972 $55,224 $63,960 $71,396 $84,968 $108,680

ID $25,948 $33,644 $40,092 $47,008 $56,732 $65,000 $74,984 $87,412 $117,936

IL $29,848 $39,676 $46,956 $54,184 $61,984 $74,932 $86,528 $105,872 $147,264

IN $27,040 $35,360 $42,900 $49,920 $56,004 $64,272 $74,984 $85,020 $113,100

KS $30,004 $38,012 $44,980 $51,740 $59,956 $69,784 $79,872 $99,736 $135,928

KY $25,012 $33,488 $39,988 $46,904 $51,688 $59,852 $69,160 $79,976 $109,980

LA $24,960 $31,200 $39,624 $45,240 $51,740 $59,956 $69,992 $86,424 $116,168

MA $33,592 $44,460 $51,896 $59,956 $69,992 $80,028 $94,952 $118,300 $149,968

MD $30,004 $41,964 $51,844 $60,008 $69,940 $79,976 $94,224 $114,972 $144,872

ME $28,704 $38,012 $44,096 $50,024 $58,916 $64,480 $74,984 $94,016 $124,956

MI $30,004 $39,988 $49,816 $54,964 $64,844 $72,124 $83,096 $99,268 $124,956

MN $34,840 $43,368 $52,000 $60,008 $69,992 $79,976 $95,628 $114,972 $143,312

MO $29,172 $34,996 $41,600 $49,972 $55,016 $64,428 $76,856 $90,948 $119,496

MS $20,696 $29,952 $37,544 $43,732 $49,348 $55,016 $64,844 $79,092 $103,740

MT $25,688 $35,984 $42,016 $49,192 $58,032 $64,740 $77,220 $98,280 $127,088

NC $25,012 $34,944 $39,988 $47,996 $53,924 $64,844 $77,636 $99,008 $129,480

ND $27,872 $35,984 $40,976 $47,632 $51,948 $59,852 $64,948 $79,976 $99,944

NE $27,560 $35,152 $41,600 $47,892 $53,352 $59,956 $67,964 $80,028 $106,392

NH $32,344 $40,144 $49,660 $57,720 $65,000 $75,764 $89,440 $101,920 $133,588

NJ $29,120 $40,092 $49,972 $57,928 $66,716 $77,844 $90,064 $107,952 $149,344

NM $24,544 $32,396 $39,988 $46,332 $51,948 $61,620 $74,984 $89,960 $119,912

NV $25,168 $33,592 $43,160 $49,140 $55,952 $65,000 $71,968 $89,960 $113,516
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Table 2
(cont.)

Deciles of weekly earnings of nonhourly full-time workers, 2016

STATE
First

decile
Second
decile

Third
decile

Fourth
decile

Fifth decile
(median)

Sixth
decile

Seventh
decile

Eighth
decile

Ninth
decile

NY $25,844 $36,400 $44,928 $51,896 $60,008 $72,020 $85,020 $102,440 $141,336

OH $30,004 $39,000 $47,892 $51,948 $60,008 $69,992 $79,976 $94,952 $119,964

OK $24,960 $31,200 $36,088 $44,252 $50,024 $58,552 $69,004 $81,744 $114,764

OR $29,952 $39,884 $47,528 $54,964 $64,896 $75,972 $89,960 $104,364 $139,984

PA $30,004 $39,468 $46,852 $52,780 $61,776 $69,992 $79,976 $98,956 $129,792

RI $31,148 $39,988 $47,944 $55,536 $64,012 $69,992 $79,820 $93,704 $119,548

SC $25,480 $34,840 $41,548 $47,944 $53,976 $60,008 $74,880 $89,960 $120,016

SD $30,004 $36,140 $42,796 $48,984 $53,300 $60,008 $69,992 $80,444 $119,808

TN $26,312 $34,060 $39,988 $47,008 $51,428 $59,852 $70,408 $84,968 $110,916

TX $24,024 $32,448 $39,988 $47,840 $52,988 $61,984 $74,984 $95,992 $127,452

UT $29,952 $37,960 $47,216 $54,600 $61,984 $73,372 $81,640 $99,164 $130,208

VA $28,184 $38,168 $46,384 $54,028 $64,896 $76,440 $90,116 $109,980 $148,200

VT $30,420 $39,988 $45,968 $51,688 $59,904 $66,612 $75,036 $93,912 $120,016

WA $31,824 $41,964 $51,012 $60,008 $69,992 $80,028 $99,216 $120,016 $149,968

WI $31,304 $41,964 $49,972 $55,016 $62,972 $69,992 $79,976 $98,852 $127,244

WV $24,856 $31,356 $38,012 $44,980 $51,272 $59,072 $66,976 $79,508 $105,872

WY $25,064 $35,984 $44,512 $49,972 $55,016 $64,272 $77,376 $95,680 $119,652

Notes: The Northeast region includes Connecticut, Maine, Massachusetts, New Hampshire, New Jersey,
New York, Pennsylvania, Rhode Island, and Vermont.

The Midwest region includes Illinois, Indiana, Iowa, Kansas, Michigan, Minnesota, Missouri, Nebraska,
North Dakota, Ohio, South Dakota, and Wisconsin.

The South region includes Alabama, Arkansas, Delaware, District of Columbia, Florida, Georgia, Kentucky,
Louisiana, Maryland, Mississippi, North Carolina, Oklahoma, South Carolina, Tennessee, Texas, Virginia,
and West Virginia.

The West region includes Alaska, Arizona, California, Colorado, Hawaii, Idaho, Montana, Nevada, New
Mexico, Oregon, Utah, Washington, and Wyoming.

Sources: U.S. and region data can be found on the BLS website: “Research Series on Deciles of Usual
Weekly Earnings of Nonhourly Full-Time Workers from the Current Population Survey,” Labor Force Statis-
tics from the Current Population Survey, Bureau of Labor Statistics, last modified October 18, 2017. Latest
data available from BLS at the time of this writing are 2017Q3. Deciles by state are not available on the
BLS website and are tabulated by EPI. Due to sample size issues at the state level we used the entire cal-
endar year of 2016.
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