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What is Occupational Segregation? 

Occupational Segregation—the disproportionate representation of groups of workers into 
particular jobs—represents a foundational disparity within the U.S. economy that aids in the 
growing gender and racial wage gap and largely affects women and people of color. Research 
published in Gender and Society points to occupational segregation as the primary cause of 
disadvantaged groups being funneled into unstable jobs that are less prestigious and offer 
depressing wages. [1] 

Though there were attempts to correct occupational segregation in the 1960s, the effects of the 
original historical conditions that created occupational segregation are still felt today. Over the 
past century, occupational segregation has primarily affected people of color and women and 
has robbed countless hardworking individuals of family-sustaining wages. Although the modern 
workplace demonstrates a more diverse labor force, minorities—especially women of color—still 
endure workplace segregation not often experienced by White male Americans. 

Within the occupational segregation discussion, a population that is often left out of the conversation 
is people with disabilities. According to the Bureau of Labor Statistics, “In 2021, persons with 
a disability were more likely to work in service occupations than those with no disability (18.2 
percent, compared with 15.9 percent). Workers with a disability were also more likely than those 
with no disability to work in production, transportation, and material moving occupations … and 
sales and office occupations. Persons with a disability were less likely to work in management, 
professional, and related occupations than those without a disability.” [2]
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For a more detailed overview of the events that cultivated occupational 
segregation, read: Historical Factors that Created Occupational Segregation 
by Race and Gender 
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Workplace Solutions to Minimize Occupational Segregation 

1. Registered Apprenticeship Programs

A Registered Apprenticeship Program (RAP) is a government-recognized training model that is 
centered on occupational competency and leads to career access. It is a formal training program 
with a federally recognized structure and curriculum that combines traditional education with 
on-the-job training to help establish a highly trained workforce. Upon completion of the RAP, 
Apprentices receive a certificate recognized both nationally and industry-wide.  

Registered Apprenticeship Programs provide a pathway to entry for disadvantaged workers. 
Because RAPs create equity through objective milestones and goals for recruitment, hiring, and 
promotion, all workers have equal access to family-sustaining careers that are offered through 
RAPs. The benchmarks offered through RAP programs help to eliminate the historical biases that 
have traditionally caused occupational segregation. 

Inclusive Apprenticeships, which are apprenticeships that “support and are designed to be 
inclusive of apprentices with disabilities,” [3] are an integral tool for employers to create a well-
trained and skilled workforce that is inclusive of all populations, especially people with disabilities. 

Registered Apprenticeship Programs have already been implemented in many different sectors, 
and there has been a large push from the Department of Labor to expand RAPs in recent years.  

Sectors that are deeply affected by occupational segregation include, but are not limited to, 
Construction, Healthcare, Hospitality, and STEM. The gender and racial/ethnic representative 
percentage of these workforce populations, compared against the population of all industries, 
can be found below:

[4] [5] [6] [7]
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CONSTRUCTION 

The construction industry is an industry where RAPs are already widely utilized and has the 
greatest opportunity to expand Diversity, Equity, Inclusion, and Accessibility (DEIA) policies to 
mitigate occupational segregation.  

Women in construction face a number of obstacles that Registered Apprenticeship Programs are 
readily poised to address. These issues include a lack of advancement in their careers, which is 
addressed through objective recruitment, hiring, and promotion practices that rely on equitable 
benchmarks and unbiased standards by which to evaluate workers. Additionally, embracing DEIA 
policies and practices in RAPs helps eliminate the discrimination 60% of women in construction 
face, and eliminates exclusion that 80% of women in construction report experiencing in the 
workplace. [8]

The lack of gender and racial diversity in the construction industry can be addressed through 
the purposeful implementation of DEIA policies through Registered Apprenticeship Programs. 
The historical occupational segregation within the construction sector is largely due to historical 
bias: “People have, and still do, claim that unions guard construction-trade jobs for certain white 
men and, with that guarding, have kept the knowledge of their trades to themselves. While such 
exclusivity is often justified as a desire to keep the market from flooding, in fact, another explanation 
could be limited access to those perceived as different.” [9] In other words, established union 
members, who tend to be white males, may be hesitant to provide on-site training to those who 
don’t look like them, which inherently excludes all women and non-white men. 

These possibly unconscious biases are all addressed through Registered Apprenticeship 
Programs, which can be time-based, competency-based, or a hybrid of both. By implementing a 
standardized curriculum and training process, those who enter RAPs are guaranteed to receive 
the proper education and training required to succeed in the construction industry.  

8 OUT OF 10
Women experience 
exclusion in the workplace.

Case Study:
In order to be more inclusive, the Ironworkers introduced paid pregnancy and maternity leave 
policy in 2017, making the Ironworkers the first trade to introduce this benefit.[27] When there 
is an absence of pregnancy and medical leave policy, women experience inordinate barriers 
that their male counterparts do not traditionally experience. Such practices level the playing 
field for all workers, as “the average length of women’s leaves is longer than men’s (34 days 
versus 21 days), primarily because women take longer leaves for a new child (54 days versus 
18 days)”[28]. Implementing paid pregnancy and maternity leave policies helps to address the 
inequities that women often face in the workplace.  
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HEALTHCARE

Women represent an overwhelming 
percentage of healthcare workers, 
and they are concentrated in low-
wage health services jobs. In fact, 
79% of low-wage health care workers 
are women, especially women of 
color. Registered Apprenticeship 
Programs like Healthcare Career 
Advancement Program (H-CAP) 
[https://www.hcapinc.org/] are 
helping remove barriers to entry for 
women, especially women of color, 
into family-sustaining healthcare 
careers. 

RAPs help underrepresented 
populations circumvent the traditional 
pathways into the healthcare career, 
which often include entry-level jobs 
with low wages and poor working 
conditions, empowering women 
and women of color to capture high-
quality positions in healthcare.  

However, the healthcare sector 
needs more purposeful interventions 
that transitions participants from 
entry-level programs into higher 
wage career paths. This can be 
done through additional certification 
opportunities and broader RAP 
adoption.  

   Within H-CAP, 65% of our 
registered apprentices are 
Black or brown, primarily Black 
and Latina. Over 86% of our 
apprentices are women. [10]

_ H-CAP’s executive director 
Daniel Bustillo
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HOSPITALITY  

Though the overall demographics of the hospitality sector do not seem to be as glaring as the 
occupational segregation in other sectors, a closer look at the specific industries within hospitality 
tells a different story. 

The restaurant industry is 61.3% male and 28.7% female overall, [11] and 74.8% of chefs are men. 
[12] According to a study released by Restaurant Opportunities Center United, “workers of color 
are concentrated in lower-level busser and kitchen positions in fine-dining restaurants and overall 
segments of the industry in which earnings are lower. A canvass of 133 fine-dining establishments 
found that 81% of management and 78% of higher-level non-management positions such as 
captain, manager, and bartender are occupied by white workers, a disproportionate amount of 
these male.” [13] 

Under the National Restaurant Association Educational Foundation, the Registered Apprenticeship 
Program partnered with community-based organizations to provide underrepresented populations, 
including justice-involved individuals and veterans, with an entry path to family-sustaining careers 
in the restaurant industry. [14]  

Case Study:
A highly successful hospitality apprenticeship program is the Hospitality Training Academy (HTA). 
The HTA is a free program that teaches apprentices how to be line cooks in just 8-weeks. Many 
apprentices who complete the program start working in high paying jobs right after the training. 
In 2021, the HTA received a Federal Grant to help workers impacted by Covid-19 as well as a 
CAREER National Dislocated Worker Grant to provided underserved workers with apprenticeship 
training to enter into high-road career pathways. [15] 
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STEM 

Facing a shortage of highly skilled workers who are specifically educated and trained in STEM, 
Lockheed Martin turned to Registered Apprenticeship to help create a sustainable pipeline of 
talented workers. Their technical Registered Apprenticeship programs across the nation provide 
an equitable entry path for people interested in STEM careers but are not seeking four-year 
degrees. 

Additionally, Lockheed Martin has partnered with local educational institutions to support STEM 
education, created programs meant to garner K-12 students’ interest in the aerospace industry, 
and partnered with organizations to increase representation of women, minorities, veterans, and 
people with disabilities. [16] 

Another company to successfully utilize a Registered Apprenticeship Program in the STEM 
industry is IBM. In 2019, “the California Department of Industrial Relations, the California Division 
of Apprenticeship Standards, the Department of Technology, SEIU Local 1000, and various state 
agencies along with IBM announced the state’s first-ever public-private partnership focused on 
creating a technology apprenticeship program.” [17] While this apprenticeship allowed mid-career 
workers an opportunity to gain technology skills, it also aimed at prepping more students for 
professional careers without requiring a Bachelor’s degree or technology experience. This effort 
placed the focus on individuals with skills rather than credentials, thus allowing apprentices the 
chance to enter the workforce without the traditional requirements of higher education.  

RAPs like the ones that Lockheed Martin and IBM have made part of their organizations removes 
the barrier of a four-year degree as a pathway to a career in STEM. The additional policies Lockheed 
Martin and IBM have embraced encourages STEM education and includes underrepresented 
populations in their workforce while greatly expanding DEIA policies and practices within their 
organizations. 

HOW MODERN DAY 

SCHOOL SEGREGATION LEADS TO 
OCCUPATIONAL SEGREGATION  

MAY 2022 
An Intelligent Partnerships Publication

For a more detailed overview of educational discrimination in the United 
States, read: How Modern-Day School Segregation Leads to Occupa-
tional Segregation
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2. Pre-Apprenticeship Programs  

Pre-Apprenticeship Programs, or Work Readiness Programs, are designed to help candidates 
meet the entry-level requirements of a Registered Apprenticeship Program. Pre-Apprenticeships 
are a useful tool in providing equitable opportunities to candidates, as they help bridge gaps the 
candidates may have in terms of education while providing supportive services to help candidates 
overcome existing obstacles to success.  

Education is a large barrier to entry for disadvantaged communities. Pre-Apprenticeship 
Programs can create a pathway by helping Pre-Apprentices gain the skills necessary to enter into 
a Registered Apprenticeship Program.

How Pre-Apprenticeship Programs can help prepare a worker for a RAP

Quality Pre-Apprenticeship Programs may help candidates with the following:
• Help in obtaining a GED

• Help in obtaining a Driver’s License or State ID 
- 7% of the adult population in the United States does not have a confirmed government-
recognized photo identification, with 13% of Blacks and 10% of Hispanics having no 
identification.[19] 

• Instruction in academic subjects such as algebra
- 50% of college students do not pass college algebra.[20]

• Basic training regarding commonly used tools
• Monetary assistance for food, transportation, or childcare

- 19% of the U.S. population receives welfare. [21]

•    Hands-on training or volunteering opportunities
- 12.2% of people with disabilities report that lack of training and/or education is the largest 
barrier to employment that they face. [22]

Quality Pre-Apprenticeship Programs often partner with RAPs to provide a pathway for candidates 
to immediately enter a Registered Apprenticeship Program and are integral in helping present 
equitable opportunities to candidates in traditionally underserved communities.

The Brookings Institute [18] conducted a study of 37 states in 2018 and found the following 
graduation rates:
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3. Youth Apprenticeship Programs 

Youth Apprenticeships are special apprenticeships for those aged 16-24. Just like Registered 
Apprenticeships, Youth Apprenticeships provide on-the-job training and academic instruction to 
apprentices. Youth apprentices typically begin the program their junior year of school and earn a 
paycheck from the onset of the program. The U.S. Department of Labor offers support to Youth 
Apprenticeships through technical support and assistance, nationally recognized credentials in 
certain industries, potential tax credits, access to federal resources, and high standards that align 
with the requirements of Registered Apprenticeship Programs. 

Youth Apprenticeships can provide an earlier entryway into a family-sustaining career. As Youth 
Apprenticeships include people as early as 16, they are an opportunity for a young person to begin 
earning a wage to help contribute to the household while simultaneously gaining meaningful career 
training. The jumpstart not only increases their lifetime earning potential, but it also helps remove 
multiple barriers to entry, including lack of education and lack of training or prior experience. 
Positioning underrepresented populations to capture jobs in careers that they would not normally 
have access to helps to mitigate occupational segregation and its detrimental effects. 

Case Study:
Pre-Apprenticeship Programs have already proven successful in helping to eliminate Occupational 
Segregation in the Construction Sector. In Boston, the Building and Construction Council of the 
Metropolitan District launched a Pre-Apprenticeship Program called Building Pathways. It now 
operates under the nonprofit organization Building Pathways, Inc (BPI) [23]. The primary goal 
is to address the disparities in construction apprenticeships for women, people of color, and 
other under-served communities. As a Pre-Apprenticeship, Building Pathways works with these 
communities to prepare under-represented, disadvantaged, and low-skill residents of Boston to 
enter a Registered Apprenticeship Program with the building trades. 

Since the inception of BPI in Massachusetts, the number of female apprentices has grown by 
200%. [24]

Case Study:
Hilton, looking to provide an onramp into the hospitality industry for unemployed youth around 
the world, has implemented a number of initiatives and programs aimed at training this diverse 
segment of the population. After the success of the Chef Apprenticeship Academy in Australia, 
Hilton launched the Hilton Apprenticeship Academy in Europe, which offers on-the-job training for 
the following positions: Front Office, Food & Beverage Service, Multi-Skilled Hospitality Service, 
Living Well Exercise and Fitness, and Sales. [25]
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Impacting the Workplace through Apprenticeship
Occupational Segregation is a serious issue that afflicts a large portion of the American workforce. 
As occupational segregation leads to the wage gap, its impacts are felt beyond the affected 
workers. Check out our Wage Gap eBook series here

Because Registered Apprenticeship Programs provide equitable onramps to family-sustaining 
careers, they help remove traditional barriers to entry for historically underrepresented populations. 
The purposeful integration of these populations into the workplace, from bottom-up and top-down, 
will help mitigate occupational segregation. Businesses embracing policies to help expand DEIA 
reduce occupational segregation and gain. proven benefits from welcoming the organizational 
changes. For more information on expanding DEIA and the benefits of DEIA in business, read 
Expanding DEIA Programs Through Apprenticeship.

Current population models project that by 2045 non-Hispanic whites will make up less than half 
of all Americans, and there are currently more young people (under 18) who are minorities than 
young people who are white.[26] With these shifting demographics, businesses have an opportunity 
to begin implementing inclusive practices and embracing DEIA policies, which will in turn help 
address occupational segregation. 

Key Takeaways

workers and women.

segregation.

Registered Apprenticeship Programs to expand DEIA efforts.

and are proven methods to increase DEIA in disadvantaged youth, minority workers, and 
women.
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