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Introduction
Across the country, low- and moderate-wage earners are struggling as decades-

long wage stagnation and rising costs push economic security further out of 

reach. While the affordability crisis has recently come into focus for policymakers 

across the political spectrum, this is not a new issue for many Americans. 

According to the Urban Institute’s True Cost of Economic Security measure, 49 

percent of all people in the United States are economically insecure, meaning they 

do not have the resources to cover day-to-day costs and also set aside savings for 

the future or for emergencies. 1

https://www.urban.org/sites/default/files/2026-03/TCES-2023-report-final.pdf
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While economic insecurity is widespread, the burden does not fall equally on all communities. In 
“Unequal by Design: Occupational Segregation, Essential Labor, and Economic Disparities in New 
York City,” we analyzed the role of occupational segregation in New York City’s economy and in 
creating and maintaining economic insecurity.2  Defined as the systemic sorting of workers into 
different industries and roles along lines of race, gender, immigration status, disability, and other 
marginalized identities, occupational segregation results in the overrepresentation of workers with 
marginalized identities in low-wage, exploitative, and precarious jobs. As we detail in the prior report, 
these jobs are disproportionately filled by women, immigrants, and workers of color and, despite 
providing low wages and few benefits, are essential to providing the needed goods and services that 
keep New York City running.

Building on that work, this brief further explores the compounding effects of occupational segregation 
across generations. For workers in low-wage industries, wages that fail to cover costs compound 
economic insecurity over time. This locks individuals and families out of attaining economic security 
over generations. Using federal data, we examine the intergenerational economic and occupational 
effects of race- and gender-based occupational segregation observed in the care and cleaning fields, 
two industries that are especially impacted by poor job quality and low wages and feature a primarily 
female workforce that includes an overrepresentation of women of color and immigrants (Figure 1).3,4  

Within the care and cleaning industries, our analysis focuses on child care workers, home care 
workers, janitors, housekeepers, and maids.

Through our analysis, we find that the typical worker in these occupations holds between a tenth and a 
third of the wealth of the typical American worker. Their children are about twice as likely to enter the 
same occupations, compared to children whose parents are not in these occupations, and much like 
their parents, they reach midlife with about a third of the wealth held by the children of other workers. 

That the children of care and cleaning workers follow them into the same occupations should not 
be understood as simply individual choice. Instead, as demonstrated in the prior brief, occupational 
segregation is a structural issue, affecting both individual workers and our society and economy 
broadly. That is because the essential support systems that keep society running require a stable 
workforce. However, low wages, inadequate benefits, and poor job quality make it difficult to recruit 
and retain workers in home care, child care, and cleaning, which creates staffing shortages.5,6,7  That 
means these critical services may be unavailable or unable to operate at the capacity communities 
require, which threatens to mitigate the effectiveness of new investments or hamper societal 
productivity. 

More concretely, failing to address the issues faced by child care workers threatens to undermine 
investments in the child care sector, in our home state of New York, designed to make child care more 
affordable for parents.8  If we do not address these issues in the home care field, the growing aging and 
disabled populations will not receive the care they need.9  Long-term care costs, both in terms of the 
cost of services, and the lost wages for those who become unpaid or underpaid carers to family 

https://www.governor.ny.gov/news/governor-hochul-announces-investments-deliver-universal-child-care-new-york-children-under
https://www.centernyc.org/urban-matters-2/has-new-york-solved-its-home-health-care-mess-or-made-it-worse
https://pmc.ncbi.nlm.nih.gov/articles/PMC12116328/
https://www.osha.gov/cleaning-industry
https://www.governor.ny.gov/news/governor-hochul-announces-investments-deliver-universal-child-care-new-york-children-under
https://comptroller.nyc.gov/reports/the-state-of-job-quality-in-new-york-city/
https://comptroller.nyc.gov/newsroom/comptroller-stringer-releases-new-data-profiles-of-frontline-workers-and-calls-for-protections-amid-covid-19-pandemic/
https://scaany.org/wp-content/uploads/2026/01/Schuyler-Center_State-of-New-Yorks-Children-2026-Data-Book.pdf
https://www.osc.ny.gov/files/reports/osdc/pdf/report-22-2026.pdf
https://www.osc.ny.gov/files/reports/osdc/pdf/report-22-2026.pdf
https://www.fpwa.org/wp-content/uploads/2026/03/Occupational-Segregation-Brief_FINAL-1.pdf
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INTRODUCTION

members, are increasing wealth disparities.10,11  The pandemic brought new visibility to both the value 
and necessity of maintaining a robust cleaning workforce in public works, hospitals, industry, and 
homes, but without investments in improvements to their working conditions, the ability to sustain this 
workforce may be threatened.12,13,14,15

Despite the financial undervaluing of these professions, care and cleaning work fills a deep and growing 
need that heavily impacts both public health and productivity.16  While our economy is experiencing 
rapid change, thanks to technological advances like the growth of artificial intelligence (AI), the need for 
care and cleaning professions is also growing as our population ages. This particular need is not one 
that can necessarily be filled by AI. Therefore, we must all be concerned with ensuring these essential 
roles are compatible with economic security. These workers must be able to earn sufficient resources 
to cover their costs and save for the future. This economic foundation would allow these workers and 
their future generations to not just survive but thrive.  

Researchers largely use three inputs when analyzing 
economic security: wages, income, and wealth. While 
the harms of occupational segregation are more often 
measured in wage gaps, our analysis looks at all three 
of these inputs to ensure it reflects overall financial 
security. 

Wages are payments by employers to employees in 
exchange for labor or services, while income includes 
wages along with other value earned in exchange for 
work such as tips and commissions. These two inputs 
often function as a snapshot of how an individual 
or family is doing at a given point in time, and thus 
may fluctuate significantly depending on when the 
measurements are made. Wealth is most simply 
defined as assets—such as home equity, savings, 
retirement accounts, and vehicles—minus debts—
such as mortgages and credit card balances. 

While the wealthy and those who make higher 
incomes may have access to dividends, rents, and 
other sources of passive income, those who work low-
income jobs must rely primarily on hourly wages or set 
salaries that require daily labor as their main financial 
support. 

Wealth, rather than income and wages, provides a 
more holistic insight into the state of an individual or 
household’s finances, because it provides agency and 
security—the ability to weather financial shocks, to 
choose to invest in education or pay off debt, or to save 
for retirement. 

A worker can have stable employment over decades 
and still accumulate little or no wealth if wages are too 
low to save and employment does not include vehicles 
for asset accumulation. 

What is the difference between wages, income, and wealth?

https://rooseveltinstitute.org/publications/how-long-term-care-costs-drain-the-middle-class/
https://www.nytimes.com/2025/08/12/nyregion/subway-cleaners-coronavirus-mta-settlement.html
https://journalofethics.ama-assn.org/article/roles-environmental-services-workers-wages-and-status-patient-safety/2022-09
https://comptroller.nyc.gov/newsroom/comptroller-stringer-releases-new-data-profiles-of-frontline-workers-and-calls-for-protections-amid-covid-19-pandemic/
https://www.domesticworkers.org/membership/chapters/we-dream-in-black-new-york-chapter/nyc-care-campaign/new-york-city-domestic-work-factsheet/
https://pmc.ncbi.nlm.nih.gov/articles/PMC12116328/
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Analytic Approach and 
Existing Research

For this analysis, we used data from the Panel Study of Income Dynamics (PSID), which is produced and 
distributed by the Survey Research Center, Institute for Social Research, at the University of Michigan. PSID 
includes data collected from 1968 through 2021 and features more than 3.5 million person-year observations 
(one record per person, per survey year), including 20,000 parent-child pairs in which both generations were 
observed during their prime working years (30–55 years old). 17 For more details on methodology, including how 
we operationalized key variables, see Appendix 1. 

PSID has been the primary data source for intergenerational economic mobility* research in the United States for 

decades because it tracks myriad economic and social variables for households over time, including children as 
they reach adulthood and establish households of their own. 18

In the literature, there is consensus concerning the persistence of racial gaps in economic mobility, though these 
gaps have decreased in more recent years. 19,20,21  Black families continue to have lower overall upward mobility 
than White families: one study found that 42 percent of Black children whose parents were in the bottom tenth of 
the national income distribution remained there as adults, compared with 17 percent of White children in the same 
starting position. 22

Most existing research examines income mobility within a single generation rather than wealth across 
generations.23  Studies that take an intergenerational approach have measured the resources parents pass to 
children through income, wealth, and consumption—the value of the goods and services a household uses.24,25   
A smaller body of prior literature follows three generations instead of two and finds that grandparents’ wealth still 
affects their grandchildren, beyond what the parents pass on. 26

Our analysis follows two generations, with a focus on care and cleaning workers. We examine the likelihood 
that care and cleaning workers remain in the same career over their work lifespan, the extent to which they build 
wealth, and the wealth and career outcomes of the subsequent generation. Thus, we are able to see both the intra- 
and inter-generational effects of access to resources.

Having more resources within a family affects occupational choice and job quality. One study found that 
children from higher-income families are more likely to select occupations with better non-monetary qualities 
like autonomy and intellectual stimulation.27  This bears directly on the families we study, as children of care and 
cleaning workers reach adulthood with far less of the cushion that lets other young people hold out for jobs 
offering autonomy, stability, and room to advance. This narrows their options toward work that resembles their 
parents’.

* �Economic mobility refers to the ability of individuals or families to improve their economic position over time or across generations, typically measured through changes in income 
or wealth. Wealth can be a consequence and a driver of economic mobility. Increases in wealth and economic mobility among Black individuals and families do not necessarily 
reduce the racial wealth gap. Because wealth gains often occur alongside, and may be outpaced by, wealth accumulation among White households, racial wealth disparities 
can persist or even widen despite absolute improvements in Black economic outcomes.

https://www.icpsr.umich.edu/sites/psid/view/studies/194322/versions/V2
https://www.nber.org/system/files/working_papers/w23395/w23395.pdf
https://www.researchgate.net/publication/297477793_Rags_riches_and_race_The_intergenerational_economic_mobility_of_black_and_white_families_in_the_United_States
https://www.nber.org/system/files/working_papers/w32697/w32697.pdf
https://www.nber.org/system/files/working_papers/w32697/w32697.pdf
https://pmc.ncbi.nlm.nih.gov/articles/PMC6820674/pdf/nihms-1033216.pdf
https://www.britannica.com/money/consumption
https://pmc.ncbi.nlm.nih.gov/articles/PMC6296851/pdf/nihms-998237.pdf
https://www.nber.org/system/files/working_papers/w29381/w29381.pdf
https://www.brookings.edu/wp-content/uploads/2022/06/2022_FMCI_IntragenerationalWealthMobility_FINAL.pdf


6

Docebit :

ANALYTIC APPROACH & EXISTING RESEARCH

Education is among the most powerful drivers of economic mobility, and it accounts for a large share of 
the wealth parents pass to their children. We do not measure or control for it here on purpose. A parent’s 
occupation and wealth shape how much schooling they can support, and schooling in turn shapes the jobs 
their children can get. Education is therefore part of the chain that runs from a parent’s work to a child’s 
future, not something separate from it; factoring it out would hide part of what this brief intends to show. 
Since so much of a family’s advantage travels through schooling, education is also one of the clearest 
entry points where policy could break the cycle, whether by making college and training more affordable, 
or by recognizing the degrees and credentials that workers already hold.

What about education?
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The workers we observe in these observations in PSID are stratified by race and gender at entry, before any 
analysis of wealth or job quality. Subsequent findings should be read against this composition. When we 
report median wealth for care and cleaning workers, the population whose wealth is being summarized is 
overwhelmingly Black women, Black men, and White women, with smaller numbers of Hispanic workers and a 
very small number of White men in non-supervisory roles. *

Findings
Care and cleaning occupations are  
disproportionately staffed by women of color 

Women of color, particularly Black women, have historically been associated with care and cleaning professions. 28 
Unsurprisingly, we found that among prime-age (30–55 years old) workers observed in child care, home care, and 
cleaning between 1968 and 2021, Black women accounted for 48 percent of child care workers, 48 percent of home care 
workers, and 34 percent of cleaning workers. White women range from roughly 18 to 35 percent of each workforce, and 
Hispanic women comprise between 8 percent and 12 percent of workers in each field. Women of any race account for 63 
percent of all cleaning workers, 86 percent of home care workers, and 96 percent of child care workers, with women of 
color accounting for the majority. Black men appear primarily in cleaning, where their 19 percent share is the largest male 
presence in any of the three occupations (Figure 1). This reflects that cleaning, and janitorial work in particular, employs 
many more men than child care or home care, which are staffed overwhelmingly by women.

* �Occupational segregation operates within industries as well as between them. Even in fields staffed predominantly by women, immigrants, and workers of color, White men are 
concentrated in the supervisory and better-paid positions, while the lowest-paid and most physically demanding roles fall to workers with marginalized identities.

Ages 30 to 55, by Race and Gender

https://www.epi.org/blog/black-womens-labor-market-history-reveals-deep-seated-race-and-gender-discrimination/
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The wealth penalty in care and cleaning occupations  
falls heaviest on women of color

The devaluation† of the care and cleaning professions is costly for the workers and their families. Within every 
demographic group large enough to report, workers in these occupations hold less household wealth‡ than their 
same race and gender peers in the wider workforce, and in dollar terms, Black women in these occupations hold the 
least wealth. Black women in cleaning hold a median household wealth of $3,824 at ages 30 to 55, roughly one-third 
of the median for Black women in the U.S. workforce overall ($11,710) and about 3 percent of the median for White 
women in the U.S. workforce overall ($114,010). Black women in home care and child care fare modestly better at 
$4,465 and $3,859 in median household wealth, but remain at 38 percent and 33 percent of the Black women’s 
national median wealth holding.

The pattern repeats across other groups. Hispanic women in care and cleaning hold between 35 percent and 67 
percent of the Hispanic women’s national median household wealth ($31,731), depending on subtype. White women 
in cleaning hold 44 percent of the White women’s national median household wealth ($114,010). Black men in home 
care hold 11 percent of the Black men’s national median household wealth ($19,548). Across every demographic 
group large enough to report, working in care or cleaning is associated with substantially less household wealth 
than the same demographic group accumulates in other fields (Figure 2). As expected, given the average income for 
these professions, workers in these essential roles struggle with higher rates of economic insecurity.

† �Devaluation refers to the systematic undervaluing of certain types of labor, occupations, or groups of workers, resulting in lower wages, fewer benefits, reduced job security, 
and diminished opportunities for advancement. This process is often shaped by historical and structural forces, including racism, sexism, and occupational segregation, that 
influence how labor is perceived and compensated. Worker devaluation can suppress earnings and wealth accumulation, contributing to persistent economic and racial inequities.

‡ �Household wealth refers to the total net worth of all members of a household, calculated as the value of assets (such as homes, savings, investments, and businesses) minus 
debts. Personal wealth, by contrast, refers to the assets and liabilities held by an individual. Because wealth is often shared, transferred, and jointly owned within families, 

Ages 30 to 55, 2024 Dollars
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FINDINGS

Median wealth for workers in care and cleaning occupations is 
significantly lower than that of the U.S. population overall

As policymakers look to expand the availability of child care and home care, they must address the incentive 
structures that encourage people to go into those professions. Home care is one of the fastest-growing 
occupations in the country, and demand for child care continues to climb with workforce participation and 
demographic change. 29 If these roles remain low-wage and low-benefit, more and more workers will be locked out 
of economic security. If, however, public investments are made to ensure these jobs pay living wages, not only will 
they attract a larger workforce, whole families and communities may be able to reach economic security, further 
strengthening our economy as a whole. 

Currently, more than half of the workers in child care, home care, and cleaning fall into the bottom two-fifths of the 
national wealth distribution. The national personal wealth quintile cutoffs place the boundary between the bottom 
two quintiles and the top three at $32,350. More than half of the workforce in each of these occupations has less 
than that amount (Figure 3). This is most acute for home care workers, more than two-thirds of whom have the 
lowest levels of wealth when compared to the nation. 

Median wealth for workers in these occupations is significantly lower than that of the U.S. population overall (Figure 
3). The median wealth of child care workers is 32 percent of the national median, cleaners accumulate only 24 
percent of the national median, and the situation is especially dire for home care workers, who hold only about 10 
percent of the national median. 

Share of Workers, Ages 30 to 55, in Each Occupation

https://www.bls.gov/ooh/healthcare/home-health-aides-and-personal-care-aides.htm
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FINDINGS

Children of parents in care and cleaning face an 
elevated risk of low wealth accumulation 

Wealth carries across generations. Throughout this brief, “transmission” means that a parent’s wealth, occupation, 
or job quality position and a child’s wealth, occupation, or job quality position tend to move together. It does not mean 
that one causes the other, and it does not prove that sorting workers into these jobs is what creates the observed 
results. Importantly, the use of the word “transmission” implies no single mechanism for observed results. Even 
among families that reach the top of the wealth distribution, the children of workers in the care and cleaning fields 
fall back to the bottom two quintiles at somewhat higher rates than the children of other high-wealth families. That 
said, the wealth of the parental generation is strongly associated with the wealth outcomes of the subsequent 
generation. 

 Nationally, 76 percent of children with parents in the lowest quintile of wealth remain in the bottom two quintiles of 
wealth. By contrast, only 20 percent of children with parents in the highest wealth quintile end up in the bottom two 
quintiles of wealth. Similarities are observed when looking specifically at the children of workers in child care and 
cleaning roles (78% of children of child care and cleaning workers in the low-wealth quintile remain in the low-wealth 
quintile). However, when looking specifically at the wealth outcomes of children of low-wealth home care workers, 
we find a heightened risk of the children retaining their parents’ low-wealth categorization (83%) (Figure 4). 
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At the other end of the spectrum, the children of high-wealth workers are similarly inclined to follow their parents 
into the highest quintiles of wealth. Nationally, sixty-three percent of children of the wealthiest workers end up in the 
fourth or fifth quintile of wealth and are about three times more likely to stay in the two highest wealth quintiles than 
to fall to the bottom two quintiles—a degree of persistence consistent with prior PSID research. 30 

In every group, the children of high-wealth parents do considerably better than the children of low-wealth parents, 
which shows that having wealthy parents is itself protective. However, this effect is weaker when the wealth is 
acquired from care work. Among children of high-wealth (top-quintile) child care and home care workers, 56 
percent and 47 percent, respectively, remain in the top two wealth quintiles. The rate for children of parents in 
cleaning is similar to the national rate (66%). Additionally, the children of high-wealth care workers fall to lower-
wealth quintiles at higher rates (26% to 27%) than children of all high-wealth workers nationwide (20%).

The number of high-wealth families in these jobs is small, so the exact rates are uncertain, but the pattern points the 
same way across all three. For policymakers, the lesson is that accumulating high wealth and holding onto it across 
generations are two different challenges.

FINDINGS

Black women in cleaning hold 
a median household wealth of 
$3,824 at ages 30 to 55, roughly 
one-third of the median for Black 
women in the U.S. workforce overall 
($11,710) and about 3 percent of the 
median for White women in the U.S. 
workforce overall ($114,010).

https://www.journals.uchicago.edu/doi/10.1086/378526
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When a parent worked in care or cleaning, the wealth outcomes for their children depend largely on 
whether the child entered into and remained in the same occupation. Children who enter into and remain 
in the same care or cleaning occupation as their parent accumulate substantially less personal wealth 
at midlife than children who left the field, and both groups accumulate less than the national median. The 
pattern is consistent across all three subtypes (Figures 5 and 6).

FINDINGS
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FINDINGS

The likelihood of remaining in the same occupation 
from early career to midlife varies by occupation,  
race, and gender   

Between a quarter and just under half of workers who enter the studied occupations in early career are 
still in some form of care or cleaning work two decades later. Career persistence varies across the three 
occupations. Among workers observed in child care between ages 18 and 35, more than a quarter (28%) 
are observed in child care again at least once between ages 36 and 55. The equivalent rate is 38 percent for 
home care workers and 38 percent for cleaning workers. The pattern broadens when we include movement 
across care and cleaning subtypes. When looking at any care or cleaning occupation at midlife, the rates are 
38 percent for workers who began in child care, 42 percent for workers who began in home care, and 46 
percent for workers who began in cleaning. 

When workers leave care and cleaning work entirely by midlife, they tend to move laterally into other low-
wage work or adjacent service work (food service, building services, health support), rather than upward into 
higher-paying professional or managerial positions. Figure 7 traces these flows from early career subtype to 
midlife destination.
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Persistence rates vary by race and gender. Women remain in care or cleaning roles at midlife at higher 
rates than men (47% vs. 36%). Hispanic women persist at the highest rate (59%), followed by Black women 
(53%), White men (40%), White women (37%), and Black men (36%).**  The demographic groups most 
concentrated in care and cleaning at entry tend to be the most likely to remain at midlife: Black women and 
Hispanic women hold the largest shares of the workforce and persist at the highest rates, while White women, 
White men, and Black men are more likely to exit (Figure 8).

FINDINGS

  ** The sample of Hispanic men is too small to characterize

Children of parents in care and cleaning are more likely 
to end up in the same fields as their parents

Having a parent in care and cleaning increases the likelihood a child will also enter care and cleaning. Children 
of parents in care and cleaning end up in the same field at nearly double the rate of children of parents in other 
occupations (9% vs. 5%). This is particularly true for home care workers and cleaners. Thirteen percent of the 
children of home care workers end up in the same occupation, compared to only 6 percent of the children of 
workers outside home care. Twelve percent of the children of cleaners end up in cleaning, compared to only 6 
percent of children of parents who work outside cleaning. 

Mothers transmit care and cleaning work to children more strongly than fathers do in all three subtypes. For child 
care, 9 percent of children of mothers in child care themselves work in child care, compared with 8 percent of 
children of fathers in child care. For home care, the rates are 13 percent for mothers and 10 percent for fathers. For 
cleaning, the rates are 12 percent for mothers and 10 percent for fathers. The mother–father gap is largest in the 
home care sector, where most workers identify as female. 

Among Workers Observed in Care and Cleaning at Ages 18 to 35, and Still Observed in 
Care and Cleaning at Ages 36 to 55 
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FINDINGS

Care and cleaning professions score low on job quality

The Urban Institute Job Quality Index scores 108 occupations on 11 dimensions, including pay, schedule 
regularity, benefits, working conditions, training, and worker voice. Scores range from 1 (low quality) to 11 (high 
quality). For the subset of 1,572 parent–child pairs where Job Quality scores are available for both generations, we 
observed substantial persistence in job quality across generations. 

The aggregate Job Quality scores for the three target occupations all fall in the bottom third of the distribution: 
child care scores 2 out of 11, home care scores 3 out of 11, and cleaning scores 5 out of 11 (Figure 9), all of which are 
below the all-occupation median of 6.  

Aggregate scores hide which specific dimensions of job quality are weakest in these occupations. We break down each 
occupation’s score across the 11 component variables that make up the Index in Figure 9. 

None of the occupations earn a point on pay, health insurance, low unemployment, or on-the-job training. Pay and health 
insurance are particularly important because they directly relate to economic security. Pay is the primary way people 
acquire the financial resources they need to cover their costs and health insurance is a critical resource for reducing 
expenses in one of the major cost buckets that families must cover. Despite rising demand for these roles, unemployment is 
higher than average, which points to high turnover and the trouble of matching workers to steady jobs, rather than any lack 
of work. The lack of a point for on-the-job training suggests that most employers in these industries put little into helping 
these workers build skills or move up. Taken together, these gaps help describe why these roles are growing in number, but 
not security, and why the workers who do leave may only move laterally rather than up. 

An Occupation Scores One Point on a Component if it Scores Above the Median
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FINDINGS

The three occupations differ in where their few points come from. Child care only scores points for low injury 
rate and for some autonomy on the job. Home care and cleaning both earn a point for sufficient hours and 
projected employment growth.31  While demand for care and cleaning labor may be rising, these industries are 
seeing neither increasing wages nor improved benefits. Home care additionally scores points for access to a 
retirement plan. Cleaning additionally scores points for schedule regularity, union coverage, and autonomy.

These component scores inform our recommendations, as they tell us which specific levers (wages, benefits, 
schedules, voice) most need attention to raise the quality of work in these occupations. The identified patterns 
point toward sectoral policy responses rather than general labor market reforms.

Children of parents in professions with low job quality are more 
likely to end up in low-quality roles themselves

Among children of parents who held “low-quality” jobs (Job Quality Scores 1 through 4), 44 percent ended up 
in “low-quality” jobs themselves. Among children of parents who held “high-quality” jobs (Job Quality Scores 
8 through 11), 29 percent ended up in “low-quality” jobs. Children of parents in “mid-quality” jobs (Job Quality 
Scores 5 through 7) fell into “low-quality” jobs 31 percent of the time, in between the two endpoints (Figure 10).

The children of parents in low-quality jobs are clearly more likely (Figure 10) to hold low-quality jobs 
themselves than the children of parents in high-quality jobs, which shows that job quality does pass from 
one generation to the next, though it passes less strongly than wealth. Other factors which correlate with job 
quality transmission across generations include parental networks, expectations about work, educational 
sorting, and occupational preferences. 32,33 

https://www.bls.gov
https://www.journals.uchicago.edu/doi/10.1086/656371?__cf_chl_f_tk=jhVA4OyyqrAT1L5jCrsSuXCPH0fpizgzNVf6PX1ul4c-1783438951-1.0.1.1-4EL3uSdZikwXajCQEjiy_cd_udqb6SYNWxmPeG99PX0
https://www.nber.org/system/files/working_papers/w29381/w29381.pdf
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Policy Implications

To increase economic security for workers in the care and cleaning sectors, workers 
must have access to resources that exceed their daily costs of living, ensuring the ability 
to weather an unexpected financial shock and save for the future. This foundation of 
“essential wealth” not only protects the worker but provides a foundation for their  
children. 34

In New York, recent expansions in early childhood education and child care provide an 
opportunity to ensure that public investments increase job quality and build economic 
security. 

While it would be difficult for one single policy to address the many factors contributing 
to this gap in economic security, policy initiatives working in tandem to address wages, 
working conditions, and other benefits would allow those holding these jobs to accumulate 
wealth, providing economic opportunity for future generations. 

https://www.aspeninstitute.org/wp-content/uploads/2025/12/Essential-Wealth-Primer_2025_final.pdf
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Conclusion

While the demand for these essential child care, home care, and cleaning jobs is rising, our findings 
document a discrepancy between this rising demand and the resulting pay and benefits provided. 
We found that workers in home care, child care, and cleaning jobs do not accumulate wealth at rates 
comparable to the broader workforce and therefore cannot pass it on across generations. In our 
findings, a pattern emerged wherein a child whose parents worked in child care, home care, or cleaning 
jobs is more likely to work in one of these fields as well, continuing a cycle of economic insecurity 
that, as our findings show, can be difficult to overcome. The structural sorting of workers into these 
occupations is strongly associated with this pattern, and the gap persists across racial and gender lines 
and across age groups. While individual occupational mobility narrows the gap, it does not close it. 

These costs also do not fall evenly: care and cleaning work is done mostly by women of color, who are 
also the most likely to stay in these jobs throughout their working lives. Across every race and gender 
group large enough to report, workers in care and cleaning hold substantially less household wealth 
than their peers in other occupations—with Black women among them holding the least wealth of 
any group in our data— reflecting both the persistent undervaluation of this work and the resulting 
economic consequences. 

As policymakers consider legislative options to address the issues identified in this brief, they must 
meaningfully include workers in the decision-making process. Workers bring essential expertise about 
the realities of the industry, knowledge that cannot be fully captured through data alone. Their firsthand 
experience is critical to designing policies that address root causes, acknowledge workplace realities, 
and produce meaningful, lasting change. Without their input, policymakers risk advancing solutions 
that fail to meet workers’ needs, perpetuating economic insecurity for a growing workforce while 
missing opportunities to strengthen and sustain the sector. The consequences extend beyond today’s 
workers—excluding their voices also undermines investment in the experience, skills, and institutional 
knowledge that sustain the industry and are often passed from one generation to the next. In a sector 
where many children follow family members into the workforce, incorporating workers’ perspectives 
can help ensure that policies support the transfer of valuable knowledge, strengthen workforce 
stability, and contribute to the long-term vitality of the industry.

This effort will be furthered by the next report in our series, where we will couple policy 
recommendations with stories directly from workers in care and cleaning.
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Appendix 1. Detailed Methodology 

Dataset

For this research, we used data from the Panel Study of Income Dynamics (PSID),  which is produced and 
distributed by the Survey Research Center, Institute for Social Research, at the University of Michigan. PSID 
includes data collected from 1968 through 2021 and features more than 3.5 million person-year observations 
(one record per person, per year), including 20,000 parent–child pairs in which both generations were 
observed during their prime working years (30–55 years old). 35

Occupation

PSID records occupation using U.S. Census Bureau industry and occupation code schemes. For survey 
years 1968 through 2021, three different coding schemes were used (1970 codes were used for survey years 
1968 through 2001; 2000 codes for 2003–2015; and 2010 codes for 2017–2021). U.S. Census Bureau 
occupation codes are updated every eight to ten years to reflect changes in the labor market, but this can 
create discontinuities in longitudinal research. To track workers across the panel, we used U.S. Census 
Bureau information and instructions to create industry and occupation crosswalks to harmonize older codes 
with newer ones.36  Harmonization allows us to track worker occupations over time and determine whether a 
worker and their descendants remained in the same occupation over time and across generations.

To track workers in child care, home care, and cleaning occupations, we identified the relevant codes in each 
coding scheme (Table 1). These codes were selected by reviewing the U.S. Census Bureau’s occupation code 
descriptions and qualitatively evaluating the extent to which they corresponded to our selected occupations.  

Survey 
Years 

U.S. Census 
Bureau Code 

Year 
Child Care Home Care Cleaning 

1968–2021 1970 
980, 984 (child care workers, 
nursery workers, related 
attendants) 

913, 931 (health aides, nursing 
aides, practical nurses) 

901, 902 (janitors, 
charwomen, cleaners, 
building service workers) 

2003–2015 2000 460 (child care workers) 360, 461 (nursing aides, 
orderlies, home health aides) 

420, 422 (janitors, 
building cleaners) 

2017–2021 2010 

4600 (child care workers), 230 
(education administrators) 
because workers moving into 
supervisory child care roles are 
coded there 

3600 (nursing, psychiatric, and 
home health aides), 4610 
(personal care aides) 

4200, 4220 (supervisors 
of housekeeping and 
janitorial workers, janitors) 

Table 1. Occupational coding maps across the years 1968–2021 

https://www.icpsr.umich.edu/sites/psid/view/studies/194322/versions/V2
https://journals.lww.com/10.1097/EDE.0000000000001440
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A worker was classified as “ever in” one of these occupations if they appeared in that occupation’s codes during 
any observed working-age year (ages 18 years or older). When assigning a single occupation to an individual 
across their career, we used the most frequently observed occupation across prime working ages (30–55 
years old). For example, if a worker was a home health aide for 15 of 20 observed years, but held a retail job for 5 
years, that worker was classified as a home health aide. This reduces the influence of a minority of years where 
someone temporarily held a different job. This approach was chosen to address concerns about measurement 
errors associated with examining too-short time windows in intergenerational mobility research. 37

Career persistence

To assess the likelihood with which people remain in the same occupation over time, we identified individuals 
observed in a care and/or cleaning occupation during early career (18–35 years old) and then confirmed 
whether they were still in that occupation during midlife (36–55 years old). We ended the first range with age 
35, because this is approximately when occupational stability increases and earnings trajectories become 
more predictable. 38 Workers who enter care and cleaning occupations only after age 35 were excluded from 
career persistence analysis because we considered them mid-career transition rather than early-career 
sorting. To be considered “still in” the same care and cleaning occupation in midlife, the individual must have at 
least one observation between ages 36 and 55 where their occupation was child care, home care, or cleaning.

We also analyzed the destination occupations for individuals who left care and cleaning occupations by midlife, 
using the same harmonized occupation codes referenced above. 

Wealth

PSID collects wealth information across nine broad categories using consistent survey questions, although the 
frequency of collection has varied over time.39all assets minus debts, adjusted for inflation. Assets include home 
equity, financial assets, business equity, and vehicles. Debts include mortgages, credit card debt, and other 
liabilities. Wealth is collected at the household level in PSID, so individuals in our analyses were assigned the wealth 
of the household they belonged to during each observation year. Income, by contrast, is measured at the individual 
level. assigned the wealth of the household they belonged to during each observation year. Income, by contrast, is 
measured at the individual level. 

These wealth data have also been validated against the Survey of Consumer Finances (SCF) and are comparable 
up to the 95th percentile; divergences are concentrated in the top 1–2 percent of households, which are not the 
focus of this brief. 40 To establish wealth distributions, we computed personal wealth quintiles based on the full 
national sample of workers ages 30 to 55 who have wealth data in PSID (N = 117,859, median wealth $63,959). We 
focused on ages 30 to 55 because previous research has demonstrated that both occupation and wealth 
stabilize during that time period, and doing so helps reduce noise from early-career instability and pre-retirement 

APPENDIX 1

https://journals.sagepub.com/doi/10.1177/0002716214552056
https://journals.sagepub.com/doi/10.3233/JEM-160421
https://journals.sagepub.com/doi/10.1177/0002716214552056
https://www.nber.org/papers/w11943
https://www.nber.org/papers/w11943
https://www.llcsjournal.org/index.php/llcs/article/view/188
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APPENDIX 1

drawdowns.41  While 20 percent of the national population is in each personal wealth quintile, the wealth of 
households in subsamples, such as workers in specific occupations, demographics, or geographies, may be 
unevenly distributed across these quintiles. For example, when 36 percent of home care workers are in the bottom 
personal wealth quintile (Q1), that means they are nearly twice as likely to have the lowest levels of wealth as the 
population overall. 

Intergenerational effects (career and wealth transmission)

To assess quantifiable intergenerational effects, we leveraged PSID’s genealogical linking structure, which is one of 
the unique strengths of this dataset. Each respondent is linked to a father and a mother, allowing the identification of 
parent-child pairs (a child may appear in up to two pairs, one for each parent). 42

In our analysis, we initially identified 69,437 parent–child pairs. Filtering proceeded in stages: requiring both the 
parent and child to have at least one observation between ages 30 and 55 reduced our sample to 19,510 pairs; 
requiring non-missing occupation data for both generations during prime age yielded 15,652 pairs; and requiring 
wealth data yielded 11,685 pairs. The wealth-transmission analysis used a separate sample of 20,713 pairs, requiring 
only that both generations have wealth data at ages 30 to 55 rather than matched occupation data. This is common 
in PSID research, because not all family members are surveyed in every wave, and wealth data were not collected in 
every survey year. Our resulting samples are considered relatively large, compared to samples used for other 
intergenerational research conducted with PSID. 43

For inclusion in the sample for intergenerational wealth transition and regression analyses, both parent and child 
had to have at least one observation between the ages of 30 to 55 years old that includes both occupation and 
wealth data. The resulting sample had 20,713 pairs. The career transmission sample (whether a child ever works 
in a care or cleaning occupation) uses a less restrictive filter—both parent and child need at least one observation 
with occupation data at any working age, not necessarily during prime age, and wealth is not required. This yielded 
samples differing in requirements where neither is a strict subset of the other.

Inclusion in the sample for career transmission (a child entering the same occupation as their parent) required that 
the parent and child have at least one working-age (18+) observation with occupation data. The resulting sample had 
21,400 pairs. 

Job quality 

To assess job quality, we used the Urban Institute’s Job Quality Score, which assigns a score for 108 occupations by 
assessing eleven indicators across six domains (pay, hours/scheduling/benefits, job security, working conditions, 

https://www.sciencedirect.com/science/article/abs/pii/S027656241400002X?via%3Dihub
https://www.jstor.org/stable/2117312
https://www.urban.org/research/publication/job-quality-and-race-and-gender-equity
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Domain Variable Data Source 

Pay Median annual wage Occupational Employment and 
Wage Statistics (OEWS) 

Hours / Scheduling / 
Benefits 

Percent of workers working 40 hours a week Occupational Requirements Survey 
(ORS) 

Percent of workers working a regular schedule (as opposed to irregular 
or seasonal) 

Occupational Requirements Survey 
(ORS) 

Percent of workers who take up health insurance coverage Occupational Requirements Survey 
(ORS) 

Percent of workers offered a retirement or pension plan American Community Survey (ACS) 

Job security 

Projected change in total employment from 2021 to 2031 
Current Population Survey – Annual 
Social and Economic Supplement 
(CPS-ASEC) 

Unemployment rate in 2022 Bureau of Labor Statistics (BLS) 
Employment Projections 

Working conditions Rate of injury/illness per 100 workers BLS Survey of Occupational Injuries 
and Illnesses (SOII) 

Training / 
Advancement Mean days of on-the-job training (OJT) required ORS 

Voice 
Percent of workers covered by a union CPS-ASEC 

Level of autonomy O*NET OnLine 

Table 2. Data sources and definitions used for Job Quality 

Job Quality Score uses Standard Occupation Classification (SOC) Codes, which are maintained by the U.S. 
Bureau of Labor Statistics. These had to be mapped to the U.S. Census Bureau occupation codes used in PSID. 
To connect them, we used the official crosswalk file published by the U.S. Census Bureau, which maps each 
U.S. Census Bureau occupation code from the 2010 vintage to a corresponding 2010 SOC code.45 Of 538 U.S. 
Census Bureau occupation codes in the 2010 vintage, 535 matched. The three unmatched codes were all 
military occupations not assigned Job Quality Scores. Of the 535 matches, 512 U.S. Census Bureau occupation 
codes matched at the SOC minor group level, 14 matched at the major group level, and there were nine exact 
matches. A minor group match means that the U.S. Census Bureau occupation code for “home health aides” 
matched with the SOC code for the broader “nursing, psychiatric, and home health aides” group. While this 
introduces some imprecision, it is the best possible match given the structure of the two systems. 

This crosswalk only applied to respondents who had 2010 U.S. Census Bureau occupation codes, which applied 
for survey years 2017 through 2021. Our job quality scores are limited to the most recent cohort of workers and 
their parents and may not generalize to earlier decades when labor market conditions were different. Extending 
backward in time would require building additional crosswalks from 1970 U.S. Census Bureau occupation codes 
to 2000 codes to 2010 codes to SOC codes, with compounding imprecision at each step. We opted not to do 
this because the accumulated matching errors would undermine the reliability of the scores. Ultimately, about 
32,000 person-years were assigned scores for job quality, a sample of 1,572 parent–child pairs, which is smaller 
than the sample used in other analyses.

APPENDIX 1

training/advancement, and voice).  Each considered occupation is assigned one point for each variable 
where the occupation performs better than the aggregated average for all considered occupations, thus 
making the maximum possible Job Quality Score 11. The alignment of domains, variables, and data sources is 
in the table below (Table 2). 

44

https://www2.census.gov/programs-surveys/demo/guidance/industry-occupation/2010-occ-codes-with-crosswalk-from-2002-2011.xls
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Appendix 2. Data Limitations 

Direct person-level Job Quality Scores are only available for respondents observed with U.S. Census 
Bureau 2010 occupation codes (2017 onward), which is why the job quality transmission analysis 
uses a smaller sample. Job quality transmission analysis uses the smallest sample in the brief (1,572 
parent–child pairs) because both generations must be observed under the U.S. Census Bureau 2010 
occupation codes. This restricts the analysis to recent cohorts and may not generalize to earlier 
decades when labor market conditions and the structure of these occupations were different.

These analyses are descriptive and associational. They document differences in wealth and 
occupation across generations and demographic groups, but do not establish that occupational 
sorting causes those differences. Wealth is measured at the household level and assigned to each 
individual, so within-group medians reflect household composition as well as individual position. The 
Job Quality Index is an occupation-level measure that applies the same score to every worker in an 
occupation, so it describes average conditions in the occupation.

1  Acs, G. Dehry, I. Simpson, L. & Todd, M. (2026). Update 2023: Measuring the True Cost of Economic Security: What Does It Take 
to Thrive, Not Just Survive, in the US Today? Urban Institute. https://www.urban.org/sites/default/files/2026-03/TCES-2023-report-
final.pdf 

2  Akinnawonu, F., & Haynes, L. (2026). Unequal by design: Occupational segregation, essential labor, and economic disparities 
in New York City. Federation of Protestant Welfare Agencies. https://www.fpwa.org/wp-content/uploads/2026/03/Occupational-
Segregation-Brief_FINAL-1.pdf 

3  Blackberry, I., Boak, J., Barclay, K., & Khalil, H., (2025). What is the care economy? A scoping review on current evidence, 
challenges, facilitators and future opportunities. Frontiers in Public Health, 13, Article 1540009. https://doi.org/10.3389/
fpubh.2025.1540009 https://pmc.ncbi.nlm.nih.gov/articles/PMC12116328/

4  Occupational Safety and Health Administration. (n.d.). Cleaning Industry. U.S. Department of Labor: Occupational Safety and 
Health Administration. Retrieved June 26, 2026. https://www.osha.gov/cleaning-industry 

5  Office of the New York City Comptroller. (2025). The state of job quality in New York City. Retrieved June 26, 2026. 
https://comptroller.nyc.gov/reports/the-state-of-job-quality-in-new-york-city/ 

6  Office of the New York City Comptroller. (2020). Comptroller Stringer releases new data profiles of frontline workers and calls 
for protections amid COVID-19 pandemic. Retrieved June 26, 2026. https://comptroller.nyc.gov/newsroom/comptroller-stringer-
releases-new-data-profiles-of-frontline-workers-and-calls-for-protections-amid-covid-19-pandemic/ 

7  Schuyler Center for Analysis and Advocacy. (2026). The state of New York’s children: 2026 data book. 
https://scaany.org/wp-content/uploads/2026/01/Schuyler-Center_State-of-New-Yorks-Children-2026-Data-Book.pdf 

8  Office of Governor Kathy Hochul.  (2026, January 8). Governor Hochul announces investments to deliver universal child care for 
New York children under five - Governor & Mayor Mamdani to launch free child care for two-year-olds in NYC.  
https://www.governor.ny.gov/news/governor-hochul-announces-investments-deliver-universal-child-care-new-york-children-under 

9  Dragan, M. (2026). New York City government services: Older adult case management and home care. Office of the State 
Comptroller. https://www.osc.ny.gov/files/reports/osdc/pdf/report-22-2026.pdf 



24

10 �Carress, B. (2025, October 15). Has New York solved its home health care mess – or made it worse? Center for New York City 
Affairs, The New School. https://www.centernyc.org/urban-matters-2/has-new-york-solved-its-home-health-care-mess-or-made-
it-worse 

11 �Forden, J. (2026, April 9). How long-term care costs drain the middle class and deepen intergenerational wealth inequality. 
Roosevelt Institute. https://rooseveltinstitute.org/publications/how-long-term-care-costs-drain-the-middle-class/ 

12 �Chen, S., & Stack, L. (2025, August 12). They cleaned subways during covid. Now they’ll get millions in back pay. The New York 
Times. https://www.nytimes.com/2025/08/12/nyregion/subway-cleaners-coronavirus-mta-settlement.html 

13 �Sine, D. & Duplechan, L. (2022). Roles of environmental services workers’ wages and status in patient safety. AMA Journal 
of Ethics, 24(9), E876–E882. https://doi.org/10.1001/amajethics.2022.876https://journalofethics.ama-assn.org/article/roles-
environmental-services-workers-wages-and-status-patient-safety/2022-09

14 �Office of the New York City Comptroller. (2020, March 26). Comptroller Stringer releases new data profiles of frontline workers 
and calls for protections amid COVID-19 pandemic. Retrieved June 26, 2026. https://comptroller.nyc.gov/newsroom/comptroller-
stringer-releases-new-data-profiles-of-frontline-workers-and-calls-for-protections-amid-covid-19-pandemic/

15 �National Domestic Workers Alliance. (n.d.). Domestic work is an engine of New York City’s economy: New York City domestic 
work factsheet. Retrieved June 26, 2026. https://www.domesticworkers.org/membership/chapters/we-dream-in-black-new-york-
chapter/nyc-care-campaign/new-york-city-domestic-work-factsheet/ 

16 �Blackberry, I., Boak, J., Barclay, K., & Khalil, H., (2025). What is the care economy? A scoping review on current evidence, 
challenges, facilitators, and future opportunities. Frontiers in Public Health, 13, Article 1540009. https://doi.org/10.3389/
fpubh.2025.1540009 https://pmc.ncbi.nlm.nih.gov/articles/PMC12116328/

17 �Pfeffer, F.T., Daumler, D., Friedman, E. (2025). PSID-SHELF, 1968–2021: The PSID’s Social, Health, and Economic Longitudinal 
File (PSID-SHELF), beta release. Inter-university Consortium for Political and Social Research.  
https://www.openicpsr.org/openicpsr/project/194322https://doi.org/10.3886/E194322V2 

18 �Mazumder, B. (2018). Intergenerational mobility in the United States: What we have learned from the PSID. The ANNALS of the 
American Academy of Political and Social Science, 680(1), 213–234. https://doi.org/10.1177/0002716218794129 

19 �Collin, W.J. and Wanamaker, M.H. (2021). African American intergenerational economic mobility since 1880 (NBER Working 
Paper No. 23395). National Bureau of Economic Research. https://www.nber.org/system/files/working_papers/w23395/w23395.
pdf 

20 �Hertz, T. (2009). Rags, riches and race: The intergenerational economic mobility of Black and White families in the United 
States. In S. Bowles, H Gintis, & M. Osborne Groves (Eds.), Unequal Chances: Family Background and Economic Success (pp. 
165). https://www.researchgate.net/publication/297477793_Rags_riches_and_race_The_intergenerational_economic_mobility_
of_black_and_white_families_in_the_United_Stateshttps://doi.org/10.1515/9781400835492.165

21 �Chetty, R., Dobbie, W.S., Goldman, B., Porter, S., & Yang, C. (2024). Changing opportunity: Social mechanisms underlying 
growing class gaps in economic mobility (NBER Working paper No. 32697). National Bureau of Economic Research.  
https://www.nber.org/system/files/working_papers/w32697/w32697.pdf 

22 �Hertz, T. (2009). Rags, riches and race: The intergenerational economic mobility of Black and White families in the United 
States. In S. Bowles, H. Gintis, & M. Osborne Groves (Eds.), Unequal chances: Family background and economic success (pp. 
165). https://doi.org/10.1515/9781400835492.165 https://www.researchgate.net/publication/297477793_Rags_riches_and_
race_The_intergenerational_economic_mobility_of_black_and_white_families_in_the_United_States

23 �Gelrud Shiro, A., Pulliam, C., Sabelhaus, J., & Smith, E. (2022). Stuck on the ladder: Intergenerational wealth mobility 
in the United States. Brookings Institution. https://www.brookings.edu/wp-content/uploads/2022/06/2022_FMCI_
IntragenerationalWealthMobility_FINAL.pdf

24 �Carroll, C. D. (2025). Consumption. Encyclopedia Britannica. Retrieved July 15, 2026. https://www.britannica.com/money/
consumption

25 �Fisher, J., & Johnson, D.S. (2023). Intergenerational mobility using income, consumption, and wealth (Working paper). 
Washington Center for Equitable Growth. https://equitablegrowth.org/working-papers/intergenerational-mobility-using-
income-consumption-and-wealth/

26 �Pfeffer, F. T., & Killewald, A. (2018). Generations of advantage: Multigenerational correlations in family wealth. Social Forces, 
96(4). https://pmc.ncbi.nlm.nih.gov/articles/PMC6296851/pdf/nihms-998237.pdf



25

27 �Boar, C., & Lashkari, D. (2021). Occupational choice and the intergenerational mobility of welfare (Working Paper No. 29381). 
National Bureau Economic Research. https://doi.org/10.3386/w29381. https://www.nber.org/system/files/working_papers/
w29381/w29381.pdf

28 �Banks, N. (2019, February 19). Black women’s labor market history reveals deep-seated race and gender discrimination. 
Economic Policy Institute. https://www.epi.org/blog/black-womens-labor-market-history-reveals-deep-seated-race-and-gender-
discrimination/ 

29 �U.S. Bureau of Labor Statistics. (n.d.). Employment projections. Retrieved June 1, 2026. https://www.bls.gov/emp/

30 �Charles, K. K., & Hurst, E. (2003). The correlation of wealth across generations. Journal of Political Economy, 111(6), 1155–
1182. https://doi.org/10.1086/378526 

31 �U.S. Bureau of Labor Statistics. (n.d.). Employment projections. Retrieved June 1, 2026. https://www.bls.gov/emp/ 

32 �Corak, M., & Piraino, P. (2011). The intergenerational transmission of employers. Journal of Labor Economics, 29(1), 37–68. 
https://doi.org/10.1086/656371https://www.journals.uchicago.edu/doi/10.1086/656371

33 �Boar, C., & Lashkari, D. (2021). Occupational choice and the intergenerational mobility of welfare (NBER Working Paper No. 
29381). National Bureau of Economic Research. https://www.nber.org/system/files/working_papers/w29381/w29381.pdf https://
doi.org/10.3386/w29381

34 �Brown, K. S., Bingulac, M., Mattingly, M., & Melford, G. (2025) Toward the development of an essential wealth concept and 
measurement. Aspen Institute, Financial Security Program. https://www.aspeninstitute.org/wp-content/uploads/2025/12/
Essential-Wealth-Primer_2025_final.pdf 

35 �Pfeffer, F. T., Daumler, D., & Friedman, E. (2025). PSID-SHELF, 1968–2021: The PSID’s Social, Health, and Economic 
Longitudinal File (PSID-SHELF), beta release. Retrieved June 1, 2026. https://www.openicpsr.org/openicpsr/
project/194322https://doi.org/10.3886/E194322V2

36 �Beard J. D., Verdeja, M. A., Bonsrah, D. A., Westfall, S. D., Steege, A. L., & Schubauer-Berigan, M. K. (2022). Crosswalks to 
convert US Census Bureau industry and occupation codes, 1980–2018. Epidemiology, 33(2), e8-e9. https://doi.org/10.1097/
EDE.0000000000001440 https://journals.lww.com/10.1097/EDE.0000000000001440

37 �Mazumder, B., & Acosta, M. (2014). Using occupation to measure intergenerational mobility. The American Academy 
of Political & Social Science, 657(1). https://doi.org/10.1177/0002716214552056 https://journals.sagepub.com/
doi/10.1177/0002716214552056

38 �Haider, S., & Solon, G. (2006). Life-cycle variation in the association between current and lifetime earnings. (NBER Working 
Paper No. 11943). National Bureau of Economic Research. https://doi.org/10.3386/w11943.https://www.nber.org/papers/w11943

39 �McGonagle, K. A., Schoeni, R. F., Sastry, N., & Freedman, V. A. (2012). The Panel Study of Income Dynamics: Overview, recent 
innovations, and potential for life course research. Longitudinal and Life Course Studies, 3(2). https://doi.org/10.14301/llcs.
v3i2.188 

40 �Pfeffer, F. T., Schoeni, R. F., Kennickell, A., & Andreski, P. (2016). Measuring wealth and wealth inequality: Comparing two U.S. 
surveys. Journal of Economic and Social Measurement, 41(2), 103–120. https://doi.org/10.3233/JEM-160421 

41 �Mazumder, B., & Acosta, M. (2015). Using occupation to measure intergenerational mobility. The ANNALS of the American 
Academy of Political and Social Science, 657(1), 174–193. https://journals.sagepub.com/doi/10.1177/0002716214552056 

42 �Pfeffer, F. (2014). Multigenerational approaches to social mobility: A multifaceted research agenda. Research in Social 
Stratification and Mobility, 35, 1–12.  https://doi.org/10.1016/j.rssm.2014.01.001 https://www.sciencedirect.com/science/article/
abs/pii/S027656241400002X?via%3Dihub

43 �Solon, G. (1992). Intergenerational Income Mobility in the United States. The American Economic Review, 82(3), 393–408.  
https://www.jstor.org/stable/2117312 

44 �Biu, O., Katz, B., Adu-Gyamfi, A., & Scott, M.. (2023). Job quality and race and gender equity: Understanding the link between 
job quality and occupational crowding. Urban Institute. https://www.urban.org/research/publication/job-quality-and-race-and-
gender-equity 

45 �U.S. Census Bureau 2010 Occupation Code List. (n.d.) Retrieved June 1, 2026. https://www2.census.gov/programs-surveys/
demo/guidance/industry-occupation/2010-occ-codes-with-crosswalk-from-2002-2011.xls 



40 Broad Street, 5th Floor 
New York, NY 10004 

fpwa.org

@FollowFPWA 

@FPWA_NYC 

@FPWA 

@FPWA




