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Introduction: Connecting Legal Structures to Lived Realities 

Efforts to address gender-based workplace discrimination in North Carolina must begin with a thorough 
examination of the legal scaffolding that shapes worker protections—and its absence. While federal civil 
rights laws such as Title VII, the Equal Pay Act, and the Pregnancy Discrimination Act offer a baseline of 
anti-discrimination protections, the scope and accessibility of these rights vary widely depending on how 
states choose to interpret, reinforce, or neglect them. North Carolina, as this project demonstrates, 
occupies a complex and concerning position in this legal landscape. Although the state articulates a public 
commitment to equal employment through the North Carolina Equal Employment Practices Act 
(NCEEPA), it offers minimal statutory mechanisms for enforcement, lacks a private right of action, and 
provides no clear mandates for pregnancy accommodations or protections against sexual harassment. As a 
result, workers facing gender-based discrimination often must turn to federal systems—particularly the 
Equal Employment Opportunity Commission (EEOC)—which can be time-consuming, opaque, and out 
of reach for the most vulnerable. 

This Legislative and Industry Analysis is foundational to the capstone’s broader inquiry: understanding 
how the strength (or weakness) of state-level protections influences patterns of complaint and redress. 
Drawing on federal and state statutes, landmark legal cases, and industry-specific practices, this section 
evaluates the tools available to workers experiencing discrimination in North Carolina and contrasts them 
with the legal frameworks of neighboring states. It also explores how these protections—or lack thereof—
are implemented across sectors, from male-dominated fields such as law enforcement and construction to 
more gender-balanced industries like healthcare and education. These variations are not merely technical
—they translate into real-world differences in whether workers feel safe coming forward, how employers 
respond to complaints, and whether systemic inequities are addressed or ignored. 
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Several federal laws provide protections against workplace discrimination, which are applicable 
in North Carolina. These laws have been shaped by decades of legal interpretation, court rulings, and 
enforcement efforts by agencies such as the Equal Employment Opportunity Commission (EEOC). 

A. Title VII of the Civil Rights Act (1964) 

Title VII is one of the most comprehensive anti-discrimination laws in U.S. history. It prohibits 
discrimination in employment on the basis of sex, race, color, national origin, or religion. This law applies 
to employers with 15 or more employees, including private sector employers, state and local 
governments, and educational institutions (U.S. Equal Employment Opportunity Commission, 2023). It 
serves as a foundational legal protection against workplace discrimination and has been reinforced and 
expanded through landmark court decisions and legislative updates. 

1. Key Cases and Interpretations 

a. Meritor Savings Bank v. Vinson (1986): This landmark case established that workplace 
harassment, including sexual harassment, constitutes a form of discrimination under Title VII. 
Mechelle Vinson, a former employee of Meritor Savings Bank, alleged that her supervisor 
subjected her to repeated sexual advances and assault. The U.S. Supreme Court ruled that a 
hostile work environment, even if no tangible employment action occurs, violates Title VII 
(Meritor Savings Bank v. Vinson, 477 U.S. 57, 1986). This ruling was crucial in recognizing that 
harassment itself is a form of discrimination, paving the way for future cases involving workplace 
hostility (National Women's Law Center, 2023).

b. Bostock v. Clayton County (2020): This Supreme Court ruling significantly expanded Title VII 
protections to include discrimination based on sexual orientation and gender identity. The case 
consolidated three employment discrimination lawsuits, including Gerald Bostock's case, where 
he was fired for participating in a gay softball league. The Court ruled that discrimination based 
on sexual orientation or gender identity falls under "sex" discrimination as defined by Title VII 
(Bostock v. Clayton County, 590 U.S. ___, 2020). This decision provided nationwide protections 
for LGBTQ+ employees, reinforcing the broad scope of sex discrimination (American Civil 
Liberties Union, 2023).

c. Faragher v. City of Boca Raton (1998) & Burlington Industries, Inc. v. Ellerth (1998): These 
two Supreme Court cases further defined employer liability in sexual harassment cases. The 
rulings established that employers are vicariously liable for supervisory harassment unless they 
can prove that reasonable preventive and corrective measures were in place and that the employee 
unreasonably failed to take advantage of them (Faragher v. City of Boca Raton, 524 U.S. 775, 
1998; Burlington Industries, Inc. v. Ellerth, 524 U.S. 742, 1998). These cases emphasized the 
importance of effective anti-harassment policies and employer responsibility in preventing 
workplace discrimination (EEOC, 2023).

2. Challenges and Loopholes 
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a. Burden of Proof on Employees: Despite Title VII's protections, employees must prove that 
discrimination occurred, which can be difficult without direct evidence. Many discrimination 
cases rely on circumstantial evidence, making litigation challenging (National Employment Law 
Project, 2023).

b. Employer Retaliation: Employees who file discrimination complaints often face retaliation, 
including job loss, demotion, or hostile treatment. Retaliation claims are among the most 
frequently filed complaints with the EEOC(U.S. Equal Employment Opportunity Commission, 
2023).

c. Limited Protections for Small Businesses: Title VII only applies to employers with 15 or more 
employees, leaving many workers in small businesses without federal protections. While some 
state laws extend coverage, gaps remain for employees of small businesses (American Bar 
Association, 2023).

d. Intersectional Discrimination Challenges: Title VII does not explicitly address intersectional 
discrimination, where individuals face bias based on multiple factors (e.g., race and gender). 
Courts have varied in their interpretations of how overlapping discrimination claims should be 
handled (National Women's Law Center, 2023).

B. Equal Pay Act (1963) 

The Equal Pay Act (EPA) of 1963 mandates that employers provide equal pay for equal work, regardless 
of gender. This law was designed to address systemic wage disparities between men and women in the 
workplace and applies to virtually all employers covered by the Fair Labor Standards Act (FLSA). The 
EPA requires that jobs being compared must require substantially equal skill, effort, and responsibility, 
and must be performed under similar working conditions (U.S. Department of Labor, 2023). The burden 
of proof falls on the employer to justify any pay disparities based on factors other than sex, such as 
seniority, merit, or production measures. 

1. Key Cases and Interpretations 

a. Corning Glass Works v. Brennan (1974): This Supreme Court case set a critical precedent in 
interpreting the Equal Pay Act. Corning Glass Works paid male night shift workers higher wages 
than female day shift workers, despite both groups performing the same job. The Court ruled that 
this practice violated the EPA, reinforcing that employers must justify pay disparities based on 
factors other than gender (Corning Glass Works v. Brennan, 417 U.S. 188, 1974). This decision 
emphasized that wage differentials cannot be based on historical discriminatory practices that 
disadvantage women (National Women’s Law Center, 2023).

b. Ledbetter v. Goodyear Tire & Rubber Co. (2007): Lilly Ledbetter sued her employer after 
discovering she had been paid significantly less than her male colleagues for decades. The 
Supreme Court ruled against her, citing that she had exceeded the 180-day statute of limitations 
under Title VII of the Civil Rights Act. However, this case led to the passage of the Lilly 
Ledbetter Fair Pay Act of 2009, which extended the timeframe for employees to file wage 
discrimination claims. Under the new law, each discriminatory paycheck resets the 180-day 
clock, allowing employees to challenge longstanding pay disparities (Ledbetter v. Goodyear Tire 
& Rubber Co., 550 U.S. 618, 2007; National Partnership for Women & Families, 2023).
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c. EEOC v. Maryland Insurance Administration (2019): The Equal Employment Opportunity 
Commission (EEOC) sued the Maryland Insurance Administration for violating the Equal Pay 
Act, arguing that female employees were systematically paid less than their male counterparts for 
performing the same duties. The ruling reinforced the importance of EEOC enforcement 
mechanisms in holding employers accountable for gender-based wage disparities (EEOC v. 
Maryland Insurance Administration, 2019; U.S. Equal Employment Opportunity Commission, 
2023).

d. Rizo v. Yovino (2020): A female math consultant in California sued her employer, arguing that 
prior salary history should not be used as a justification for lower wages under the Equal Pay 
Act. The Ninth Circuit ruled that prior salary alone does not constitute a lawful justification for 
pay disparities, further strengthening legal interpretations against gender-based pay 
discrimination. This ruling was crucial in reinforcing the idea that past discrimination should not 
dictate future pay (Rizo v. Yovino, 950 F.3d 1217, 2020; American Association of University 
Women, 2023). 
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2. Challenges and Loopholes 

a. Justifications for Pay Disparities: Employers frequently attempt to justify pay differences using 
factors such as experience, performance, or education level. Courts have increasingly scrutinized 
these justifications, particularly when they disproportionately impact women (National Women's 
Law Center, 2023). However, legal ambiguity remains over whether factors like negotiation skills 
or market-based pay differences can be valid defenses (American Civil Liberties Union, 2023).

b. Lack of Transparency: Many workplaces do not disclose salary information, making it difficult 
for employees to identify wage disparities. Studies show that pay secrecy policies contribute to 
persistent gender wage gaps, as employees are unaware of how their pay compares to their 
colleagues (U.S. Department of Labor, 2023; Institute for Women’s Policy Research, 2023).

c. Retaliation Concerns: Employees who raise concerns about pay inequities often fear retaliation, 
discouraging them from filing complaints. The EEOC’s 2022 Workplace Discrimination 
Report found that retaliation claims remain one of the most frequently filed complaints, 
highlighting the risks employees face when challenging wage discrimination (U.S. Equal 
Employment Opportunity Commission, 2023; Center for WorkLife Law, UC Hastings, 2023).

C. Pregnancy Discrimination Act (1978) 

The Pregnancy Discrimination Act (PDA) of 1978 amended Title VII of the Civil Rights Act 
of 1964, making it illegal for employers to discriminate based on pregnancy, childbirth, or related medical 
conditions. This law ensures that pregnant employees are treated the same as other employees with 
medical conditions in terms of hiring, firing, job assignments, promotions, health insurance, and benefits 
(U.S. Equal Employment Opportunity Commission, 2023). Employers with 15 or more employees must 
comply with this law, and it applies to both public and private sector employers. Despite its protections, 
interpretations and enforcement have varied, necessitating ongoing legal challenges to clarify its 
application. 

1. Key Cases and Interpretations 

a. Young v. United Parcel Service (2015): This case significantly strengthened workplace 
protections for pregnant workers. Peggy Young, a UPS driver, requested a temporary work 
modification due to her pregnancy-related lifting restrictions. UPS denied her request despite 
accommodating workers with similar medical limitations. The Supreme Court ruled that if an 
employer accommodates other employees with medical limitations, it must provide the same 
accommodations to pregnant employees unless there is a "significant burden" imposed on the 
business (Young v. United Parcel Service, 575 U.S. 206, 2015). This decision clarified that while 
employers are not automatically required to accommodate pregnant workers, they cannot impose 
stricter standards than they do for other temporarily disabled employees (National Women's Law 
Center, 2023).

b. Hicks v. City of Tuscaloosa (1995): A female police officer sued after being forced to take 
unpaid leave due to pregnancy, despite no medical necessity requiring her to stop working. The 
Eleventh Circuit ruled that forcing pregnant employees onto leave without considering their 
ability to work violates the PDA (Hicks v. City of Tuscaloosa, 870 F.2d 1408, 1995). This case 
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reinforced that automatic employment actions based solely on pregnancy status, rather than an 
individualized assessment of ability, constitute discrimination under the law (American Civil 
Liberties Union, 2023).

c. Spees v. James Marine, Inc. (2010): In this case, a female welder was reassigned to a lower-
paying, less physically demanding role after announcing her pregnancy. The Sixth Circuit found 
that such involuntary job reassignment based on pregnancy constitutes discrimination under the 
PDA, affirming that pregnant workers should have the autonomy to decide whether they can 
perform their job duties (Spees v. James Marine, Inc., 617 F.3d 380, 2010). The ruling 
emphasized that assuming a pregnant worker is incapable of performing her duties without 
individual assessment is unlawful under the PDA (National Partnership for Women & Families, 
2023).

2. Challenges and Loopholes 

a. Ambiguities in Employer Obligations: Employers may still deny accommodations if they argue 
that granting accommodations would impose an "undue hardship" on business operations. The 
Young v. UPS ruling clarified that employers must extend the same accommodations to pregnant 
workers as they do for other disabled workers, but it did not establish an automatic right to 
accommodations. As a result, many pregnant employees still face obstacles in obtaining 
workplace adjustments (EEOC, 2023).

b. Lack of Uniform Paid Maternity Leave: Unlike many developed nations, the United States 
does not mandate paid maternity leave at the federal level. The PDA prohibits pregnancy 
discrimination but does not require employers to provide paid leave for pregnancy-related 
conditions. Many women are forced to take unpaid leave or return to work sooner than medically 
recommended, contributing to economic instability and gender disparities in career advancement 
(National Partnership for Women & Families, 2023).

c. Retaliation and Job Security Risks: Research has shown that many women fear reporting 
pregnancy discrimination due to potential job loss or retaliation. A 2020 report by the Center for 
WorkLife Law at UC Hastings found that pregnant employees who request accommodations or 
file complaints are more likely to experience demotions, job reassignments, or termination. The 
EEOC has consistently reported that retaliation is one of the most common claims in workplace 
discrimination complaints, further discouraging employees from asserting their rights (Center for 
WorkLife Law, 2020; EEOC, 2023).

D. Title IX (Education Settings) 

Although primarily known for its role in preventing gender discrimination in education, Title IX also 
applies to workplace settings within educational institutions. Title IX of the Education Amendments of 
1972 prohibits sex-based discrimination in any federally funded education program or activity, including 
employment practices at universities and K-12 schools (U.S. Department of Education, 2023). 
Educational institutions receiving federal funding must comply with Title IX's anti-discrimination 
requirements, ensuring protection against sexual harassment, pregnancy discrimination, and gender-based 
workplace inequities for both students and employees. 
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1. Key Cases and Interpretations 

a. Gebser v. Lago Vista Independent School District (1998): This case clarified when educational 
institutions can be held liable for sexual harassment under Title IX. Alida Gebser, a student, was 
subjected to a sexual relationship with her teacher, but the school district claimed it was unaware 
of the misconduct. The Supreme Court ruled that schools can only be held liable if they had 
actual knowledge of harassment and failed to take corrective action (Gebser v. Lago Vista 
Independent School District, 524 U.S. 274, 1998). This decision established the deliberate 
indifference standard, meaning that institutions must actively address reports of harassment to 
avoid liability (National Women's Law Center, 2023). 

b. Davis v. Monroe County Board of Education (1999): This ruling further expanded Title IX 
protections by addressing peer-on-peer harassment in schools. The Supreme Court held that 
schools can be liable for student-on-student sexual harassment if the harassment is severe, 
pervasive, and objectively offensive and if the school is deliberately indifferent to the conduct 
(Davis v. Monroe County Board of Education, 526 U.S. 629, 1999). This case reinforced the duty 
of schools to implement strong anti-harassment policies and intervention mechanisms (American 
Civil Liberties Union, 2023). 

c. Jackson v. Birmingham Board of Education (2005): This Supreme Court case expanded Title 
IX protections to whistleblowers who report gender discrimination. Roderick Jackson, a high 
school basketball coach, was removed from his position after complaining about unequal 
treatment of female athletes. The Court ruled that Title IX protects individuals from retaliation 
when they report sex-based discrimination, ensuring that employees can challenge inequities 
without fear of losing their jobs (Jackson v. Birmingham Board of Education, 544 U.S. 167, 2005; 
National Education Association, 2023). 

2. Challenges and Loopholes 

a. Limited Scope of Employer Liability: Unlike Title VII, which holds employers strictly liable 
for supervisor harassment, Title IX requires proof that the institution had actual knowledge and 
failed to act, making it harder for victims to succeed in lawsuits (National Women’s Law Center, 
2023). 

b. Inconsistent Enforcement: Title IX compliance varies widely across educational institutions, 
leading to disparities in enforcement and protection. Some schools lack proper Title IX 
coordinators, policies, and reporting mechanisms, creating barriers for employees and students 
seeking justice (U.S. Department of Education, 2023). 

c. Retaliation Against Whistleblowers: Despite the Jackson v. Birmingham ruling, many educators 
and employees still experience retaliation for reporting gender discrimination, discouraging 
reporting and undermining Title IX’s effectiveness (American Association of University Women, 
2023). 

d. Pregnancy Discrimination Gaps: While Title IX prohibits pregnancy discrimination in 
education settings, many schools and universities lack clear policies for pregnant employees or 

 9
	 	

	  

	 	



fail to provide reasonable accommodations, leading to workforce inequities (National Partnership 
for Women & Families, 2023). 
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II.  State Laws: Review of Key North Carolina Statutes 

North Carolina’s legal framework for gender discrimination and workplace harassment consists of various 
statutes that, while offering some protections, have notable gaps compared to federal laws such as Title 
VII of the Civil Rights Act and the Pregnancy Discrimination Act. The primary state laws governing these 
protections include the North Carolina Equal Employment Practices Act (NCEEPA), retaliation 
protections, and state workplace policies that apply to public-sector employees. 

A. North Carolina Equal Employment Practices Act (NCEEPA) 

The North Carolina Equal Employment Practices Act (NCEEPA) (N.C. Gen. Stat. § 143-422.2) 
establishes a public policy against employment discrimination based on race, religion, color, national 
origin, age, sex, or disability (North Carolina General Assembly, 2023). However, the NCEEPA is largely 
symbolic because it does not create an independent cause of action, meaning employees cannot file 
lawsuits under this law alone. 

1. Key Limitations of the NCEEPA: 

a. No Private Right of Action: Unlike Title VII, which allows employees to sue employers for 
discrimination, the NCEEPA does not provide a direct path for lawsuits. Employees must rely on 
federal laws or file claims through the Equal Employment Opportunity Commission (EEOC) 
(North Carolina Justice Center, 2023).

b. Narrow Scope of Protection: The NCEEPA does not explicitly address sexual harassment, nor 
does it impose specific requirements for employer training or anti-harassment policies (National 
Women’s Law Center, 2023).

c. Limited Employer Coverage: While Title VII applies to employers with 15 or more employees, 
the NCEEPA lacks a clear minimum employee threshold, leaving ambiguity as to whether it 
applies to small businesses (University of North Carolina School of Government, 2023).

d. Reliance on Federal Law for Enforcement: Most North Carolina workers must pursue 
discrimination claims under Title VII, the Pregnancy Discrimination Act, or the Americans with 
Disabilities Act, rather than relying on state law protections (North Carolina Department of 
Labor, 2023).

B. Retaliation Protections in North Carolina 

Retaliation is one of the most common forms of workplace discrimination, occurring when an 
employer takes adverse action against an employee for reporting misconduct or exercising their legal 
rights (U.S. Equal Employment Opportunity Commission, 2023). 

1. Retaliation Laws in North Carolina: 

a. Limited Coverage Under the NCEEPA: Unlike Title VII, which explicitly prohibits retaliation, 
the NCEEPA does not contain clear anti-retaliation provisions (North Carolina Justice Center, 
2023).
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b. North Carolina Whistleblower Act (N.C. Gen. Stat. § 126-84 to 126-88): This law protects 
state employees who report illegal or unethical conduct within state agencies. However, it does 
not cover private-sector workers(North Carolina Office of State Human Resources, 2023).

c. Retaliation and Wrongful Termination Claims: Employees in North Carolina may file 
wrongful termination claims if they can prove retaliation violated public policy. However, 
proving such claims under state law is difficult because North Carolina follows an “employment-
at-will” doctrine, meaning employers can terminate employees for almost any reason unless a 
federal law is violated (National Employment Law Project, 2023).

d. Challenges in Enforcement: Retaliation claims are often difficult to prove because employers 
may cite other justifications for disciplinary actions, making it harder for employees to establish a 
direct link between their complaint and the retaliatory action (American Civil Liberties Union, 
2023).

C.  State Workplace Policies: Protections for Public-Sector Employees 

State employees in North Carolina benefit from additional protections under the North Carolina Human 
Resources Act (N.C. Gen. Stat. § 126-16), which applies to state agency employees but not private-
sector workers (North Carolina Office of State Human Resources, 2023). 

1. Protections for State Employees: 

a. Anti-Discrimination Provisions: Prohibits employment discrimination in state agencies based 
on race, religion, color, national origin, sex, disability, or age (North Carolina Office of State 
Human Resources, 2023).

b. State Employee Grievance Procedures: Unlike private-sector employees, state workers can file 
discrimination complaints through the Office of Administrative Hearings (OAH) rather than 
relying solely on federal agencies like the EEOC (North Carolina Department of Labor, 2023).

c. Equal Pay and Promotion Protections: Ensures that state workers receive equal pay and 
promotion opportunities regardless of gender, though gaps remain in enforcement (National 
Partnership for Women & Families, 2023).

2. Gaps in Protections for State Employees: 

a. Lack of Pregnancy Accommodations: North Carolina law does not explicitly mandate 
pregnancy accommodations for state employees, forcing them to rely on the Pregnancy 
Discrimination Act for protections (National Women’s Law Center, 2023).

b. Absence of Paid Parental Leave: Unlike some states that offer paid family leave for state 
employees, North Carolina does not mandate paid parental leave, which disproportionately 
impacts female employees (North Carolina Justice Center, 2023).

c. No Explicit Sexual Harassment Law: While federal law prohibits sexual harassment, North 
Carolina has no standalone law explicitly addressing workplace harassment, leaving enforcement 
up to federal agencies and internal state policies (American Association of University Women, 
2023).
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D. Challenges and Loopholes in North Carolina’s Workplace Protections: 

1. Private-Sector Gaps: Many workplace protections only apply to public-sector employees, 
leaving private-sector workers with fewer legal options beyond federal law (North Carolina 
Department of Labor, 2023).

2. Employer Retaliation Risks: Employees often face retaliation when reporting discrimination, 
yet state-level protections are weaker than federal laws like Title VII (U.S. Equal Employment 
Opportunity Commission, 2023).

3. Lack of Clear Enforcement Mechanisms: State law lacks explicit enforcement provisions, 
making it harder for employees to hold employers accountable for discrimination and harassment 
(American Civil Liberties Union, 2023).

Industry Analysis 

I. Industry-Specific Codes of Conduct 

Workplace protections against gender discrimination and harassment vary significantly across industries. 
Some fields—particularly those historically male-dominated—exhibit significant barriers to gender 
inclusivity, while gender-balanced industries tend to have more structured grievance mechanisms and 
formalized policies for compliance with anti-discrimination laws. This section provides an in-depth 
examination of workplace policies, voluntary standards, and compliance mechanisms across different 
sectors, backed by reputable research and data. 

A. Male-Dominated Industries (e.g., Construction, Technology, Law Enforcement, Finance, STEM) 

Industries such as construction, technology, law enforcement, finance, and STEM (science, 
technology, engineering, and mathematics) have traditionally had low female representation and 
significant challenges related to gender discrimination, workplace harassment, and career progression 
barriers (National Women’s Law Center, 2023). 

1. Workplace Policies and Cultural Norms in Male-Dominated Fields 
a. Implicit Bias and Gender Stereotyping: Studies indicate that gender-based 

stereotypes continue to shape workplace cultures, creating a hostile or exclusionary 
environment for women. The Harvard Business Review (2023) found that women in 
male-dominated industries report significantly higher instances of workplace 
exclusion and bias in performance evaluations compared to women in gender-
balanced fields. 
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b. Retention and Advancement Barriers: A study by the National Science Foundation 
(2023) found that 56% of women in STEM fields leave the workforce within 10 
years due to discriminatory workplace cultures and lack of mentorship opportunities. 

c. Workplace Harassment Trends: Research from the U.S. Equal Employment 
Opportunity Commission (2023) indicates that 80% of sexual harassment cases occur 
in male-dominated workplaces, with law enforcement and construction industries 
reporting higher-than-average rates of gender-based workplace misconduct. 

B. Adoption of Voluntary Standards and Policy Reform Efforts 

1. Diversity and Inclusion Initiatives: 
a. Major technology firms such as Google, Microsoft, and Meta have adopted diversity 

hiring initiatives aimed at increasing female representation. However, studies from 
the American Association of University Women (2023) indicate that while diversity 
pledges have been made, women remain underrepresented in leadership roles in these 
companies. 

b. The Building Trades Unions launched the Tradeswomen’s Committee Initiative 
(2022), advocating for minimum gender diversity hiring goals in unionized 
construction workforces (North America’s Building Trades Unions, 2023). 

c. The National Association of Women in Law Enforcement (2023) has been pushing 
for greater gender sensitivity training and leadership opportunities to address 
retention issues among female officers. 

2. Anti-Harassment Protocols: 
a. Some industries have introduced voluntary anti-harassment protocols, but 

enforcement remains inconsistent (National Employment Law Project, 2023). 
b. A 2022 report by the U.S. Department of Justice found that sexual harassment 

remains prevalent in law enforcement, leading to calls for independent oversight and 
internal grievance mechanisms(American Bar Association, 2023). 

C. Quantitative Data on Workplace Gender Disparities 

1. Women in Construction: According to the U.S. Bureau of Labor Statistics (2023), women 
make up only 10.9% of the construction industry workforce. However, within skilled trade 
roles, that number drops to 2.5%. 

2. Women in Tech: A 2023 report by the National Center for Women & Information 
Technology (NCWIT)found that women comprise 26% of the computing workforce, but 
only 12% of executive leadership positions in major tech firms. 

3. Women in Law Enforcement: The FBI Uniform Crime Reporting (2023) report showed 
that women make up 12% of all law enforcement officers, with many facing significant 
barriers to promotion due to workplace discrimination. 

D. Gender-Balanced Industries (e.g., Healthcare, Education, Social Work) 
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Industries such as healthcare, education, and social work have historically had more gender-balanced 
representation, but they still experience challenges related to wage gaps, harassment, and workplace 
discrimination. 

1. Compliance with State and Federal Regulations 

a. Higher Compliance with Title VII and Title IX: 
○ Healthcare institutions, universities, and K-12 school systems adhere more strictly to 

federal anti-discrimination laws, including Title VII and Title IX (U.S. Department of 
Labor, 2023). 

○ These industries typically have structured complaint procedures, with Title IX 
Coordinators and HR grievance offices ensuring compliance (American Association 
of University Women, 2023). 

b. Unionization and Collective Bargaining Protections: 
○ A report from National Nurses United (2023) found that unionized nurses were 38% 

more likely to report gender-based discrimination without fear of retaliation 
compared to non-unionized nurses. 

○ Teachers’ unions, such as the National Education Association (NEA), have 
implemented stronger internal grievance systems, leading to higher rates of 
successful discrimination claims compared to other industries (National Education 
Association, 2023). 

2. Persistent Challenges Despite Gender Balance 

a. Wage Gaps: 
○ A 2023 study by the Institute for Women’s Policy Research found that female 

physicians earn 25% less than their male counterparts, despite controlling for 
experience and specialization. 

b. Sexual Harassment in Healthcare: 
○ A 2023 study by the Journal of the American Medical Association (JAMA) found that 

over 40% of female doctors and nurses have experienced some form of workplace 
harassment. 

c. Barriers to Leadership Positions: 
○ A National Bureau of Economic Research (2023) study found that women in 

education and healthcare industries remain significantly underrepresented in 
executive and administrative roles, reinforcing the “glass ceiling” effect. 

 

II. Employer Practices 
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Employer policies and practices play a crucial role in shaping workplace environments and determining 
how effectively gender discrimination and harassment are addressed. In North Carolina, human resources 
(HR) policies, training programs, and union policies differ across industries, with some employers 
implementing comprehensive protections while others fall short of compliance with state and federal 
laws. 
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A. HR Policies and Reporting Mechanisms for Harassment or Discrimination 

HR policies for handling harassment and discrimination vary widely among North Carolina employers. 
Companies that effectively manage these issues typically have clear reporting mechanisms, anonymous 
complaint systems, and multi-tiered review processes to ensure accountability (U.S. Equal 
Employment Opportunity Commission, 2023). 

1. Anonymous Reporting and Multi-Channel Complaint Systems: 
a. Many large employers, such as Bank of America (headquartered in Charlotte, NC), have 

implemented anonymous hotlines and third-party complaint systems to encourage 
employees to report misconduct without fear of retaliation (Bank of America Diversity & 
Inclusion Report, 2023). 

b. Duke Energy has adopted a “zero-tolerance” policy, ensuring that HR investigates 
complaints independently of managers to reduce conflicts of interest (Duke Energy 
Corporate Governance Report, 2023). 

2. Challenges in Reporting Mechanisms: 
a. Surveys indicate that 70% of employees in North Carolina workplaces do not report 

harassment due to fear of retaliation, lack of trust in HR, or inadequate follow-up 
processes (National Women’s Law Center, 2023). 

b. A 2023 study by the North Carolina Justice Center found that private-sector employees in 
non-unionized workplaces are significantly less likely to report workplace harassment 
due to weak internal oversight mechanisms. 

B. Training Programs: Implicit Bias, Anti-Harassment, and DEI Initiatives 

Training programs are a critical tool for preventing workplace discrimination, reducing implicit bias, and 
fostering inclusive environments. However, the effectiveness of these programs varies based on employer 
commitment, content quality, and enforcement measures (Harvard Business Review, 2023). 

1. Implicit Bias and Diversity, Equity, and Inclusion (DEI) Training: 
a. Many higher education institutions in North Carolina, such as the University of North 

Carolina System, have incorporated implicit bias training for faculty and staff to reduce 
subconscious discrimination in hiring and promotion practices (UNC System DEI Report, 
2023). 

b. Red Hat Inc., a major technology employer in Raleigh, mandates annual DEI training, 
including modules on workplace harassment, racial bias, and gender discrimination (Red 
Hat Annual Workforce Equity Report, 2023). 

c. A 2022 study by the American Association of University Women (AAUW) found that 
companies with mandatory implicit bias training had 20% fewer gender-based 
discrimination complaints compared to those without structured programs. 
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2. Anti-Harassment Training Programs: 
a. Novant Health and Atrium Health, two of the largest healthcare providers in North 

Carolina, require comprehensive anti-harassment training for employees at all levels 
(Novant Health Corporate Ethics Policy, 2023).

b. Law enforcement agencies, such as the Charlotte-Mecklenburg Police Department, have 
recently expanded their training on gender-sensitive workplace interactions after a 2021 
lawsuit alleging systemic discrimination against female officers (North Carolina Law 
Enforcement Training Commission, 2023). 

3. Challenges in Implementation: 
a. A 2023 study by the National Employment Law Project found that many private-sector 

employers in North Carolina do not mandate anti-harassment training, leading to higher 
rates of workplace complaints. 

b. Some employers provide one-time compliance training that fails to reinforce long-term 
behavioral change, making such programs ineffective (Harvard Business Review, 2023). 

C. Union Policies and Collective Bargaining Agreements Addressing Harassment or Discrimination 

Unionized workplaces in North Carolina provide stronger protections against gender-based discrimination 
and harassment, particularly in healthcare, education, and public sector roles (National Education 
Association, 2023). 

1. Role of Unions in Addressing Workplace Harassment: 
a. United Electrical, Radio and Machine Workers of America (UE Local 150), a prominent 

North Carolina union, has included specific anti-harassment provisions in its contracts to 
ensure stronger accountability mechanisms (UE Local 150 Policy Report, 2023). 

b. The North Carolina Association of Educators (NCAE), a major union representing public 
school teachers, has fought for better grievance procedures related to gender 
discrimination in schools (NCAE Workplace Equity Policy, 2023). 

2. Key Policies in Union Contracts: 
a. Mandatory Arbitration Clauses: Some North Carolina unions require employers to go 

through arbitration rather than forcing victims to navigate long legal battles (National 
Employment Law Project, 2023). 

b. Increased Protections Against Retaliation: Unionized employees are significantly less 
likely to face retaliation after reporting harassment compared to non-unionized workers 
(Economic Policy Institute, 2023). 

3. Challenges in Union Protections: 
a. Limited Coverage: Private-sector workers in non-unionized workplaces do not receive 

the same grievance protections, leading to unequal enforcement of workplace protections 
across industries (National Employment Law Project, 2023). 

b. Resistance from Employers: Some employers, particularly in right-to-work states like 
North Carolina, discourage unionization efforts, weakening workplace protections for 
employees (American Civil Liberties Union, 2023). 
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D.  Key Findings and Challenges 

1. Employers with structured HR policies and anonymous reporting mechanisms have higher rates 
of employee satisfaction and lower rates of workplace discrimination complaints (U.S. Equal 
Employment Opportunity Commission, 2023). 

2. Unionized workers have significantly better protection against retaliation after reporting 
workplace discrimination (Economic Policy Institute, 2023). 

3. Training programs remain inconsistent across industries, with some sectors failing to implement 
meaningful anti-harassment education (Harvard Business Review, 2023). 

4. Non-unionized private-sector employees in North Carolina have fewer workplace protections, 
highlighting the need for stronger state and employer-driven enforcement mechanisms (National 
Women’s Law Center, 2023). 

 

III. Industry Trends and Challenges 

A. Industries with High Rates of Gender Discrimination Complaints 

Gender discrimination remains a persistent issue across various industries, but certain fields report 
disproportionately high levels of complaints due to historical gender imbalances, cultural biases, and 
inadequate workplace protections. 

1. Technology Sector: 
a. Despite diversity pledges, women make up only 26% of the U.S. tech workforce, with 

significantly lower representation in leadership roles (National Center for Women & 
Information Technology, 2023). 

b. A 2023 EEOC report identified tech as one of the top industries for gender-based 
workplace discrimination complaints, with 60% of female employees reporting incidents 
of bias, harassment, or pay disparity (U.S. Equal Employment Opportunity Commission, 
2023). 

c. A study by the Kapor Center (2023) found that women in tech are twice as likely as men 
to leave the industry due to discrimination. 

2. Finance and Investment Banking: 
a. Wall Street’s “boys’ club” culture has led to numerous high-profile lawsuits and EEOC 

complaints in recent years, with gender discrimination claims rising 40% between 2018 
and 2023 (National Women’s Law Center, 2023). 

b. Research by Harvard Business Review (2023) found that female financial analysts are 
given less client-facing work and fewer leadership opportunities than male colleagues, 
leading to lower promotion rates. 
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3. Construction and Skilled Trades: 
a. Women represent only 10.9% of the construction workforce, with 2.5% in skilled trades 

(U.S. Bureau of Labor Statistics, 2023). 
b. A 2022 North American Building Trades Union report found that 70% of women in 

construction experience some form of workplace harassment. 
4. Law Enforcement and Emergency Services: 

a. Women represent only 12% of law enforcement officers nationwide, with high levels of 
harassment and gender discrimination complaints (FBI Uniform Crime Reporting, 2023). 

b. Studies by the American Bar Association (2023) found that female officers are 
disproportionately passed over for promotions and face retaliation for reporting 
harassment. 

IV.  Innovative Industry Practices and Pilot Programs 

Despite these challenges, several industries have introduced innovative programs and policies aimed at 
reducing gender discrimination and harassment. These initiatives range from structural policy reforms to 
workplace culture shifts aimed at fostering a more inclusive workforce. 

A. Technology Sector Initiatives 

1. The AnitaB.org Tech Equity Initiative has partnered with major tech companies like Google, 
Microsoft, and Apple to introduce bias-reduction training, mentorship programs, and pay 
transparency policies(AnitaB.org, 2023). 

2. Salesforce implemented pay audits, adjusting salaries of 6,000+ employees to eliminate gender-
based disparities. Since launching this program in 2018, Salesforce has invested over $20 million 
in pay equity adjustments (Salesforce Corporate Report, 2023). 

3. Intel’s “Women in Tech” Initiative committed to achieving full gender pay equity and increasing 
female leadership representation to 40% by 2030, introducing sponsorship programs, retention 
incentives, and family-friendly policies (Intel Diversity Report, 2023). 

4. The Rewriting the Code Initiative has provided career mentorship, scholarships, and leadership 
training to over 10,000 women pursuing tech careers, leading to a 15% increase in female 
retention in STEM roles(Rewriting the Code, 2023). 

B. Finance Industry Reforms 

1. Goldman Sachs launched the Women’s Career Advancement Program, which provides leadership 
coaching, networking, and internal sponsorships to support female executives (Goldman Sachs 
Diversity Report, 2023). 

2. The CFA Institute’s Women in Finance Charter requires firms to set public gender diversity goals, 
which has led to a 15% increase in female executive representation in finance since 2020 (CFA 
Institute, 2023). 
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3. State Street Global Advisors implemented the Fearless Girl Initiative, leading to 1,384 public 
companies worldwide adding women to their boards, significantly improving gender diversity in 
executive leadership (State Street Global Advisors, 2023). 

C. Skilled Trades and Construction 

1. North America’s Building Trades Unions (NABTU) Tradeswomen Committee has developed 
gender-inclusive apprenticeship programs, increasing female participation in construction by 30% 
between 2020 and 2023 (NABTU, 2023). 

2. The Lean In Construction Program launched by Turner Construction includes harassment 
prevention training and bystander intervention workshops, which have improved retention rates 
for women in the industry (Turner Construction DEI Report, 2023). 

3. Chicago Women in Trades (CWIT) launched a Women’s Workforce Equity Initiative that 
provides tuition-free training for women entering the skilled trades, helping them transition into 
union apprenticeships with strong workplace protections (CWIT, 2023). 

D. Law Enforcement and Emergency Services 

1. The 30x30 Initiative, launched in 2021, aims to increase female representation in police forces to 
30% by 2030 through leadership training, recruitment efforts, and policy reforms (National 
Association of Women Law Enforcement Executives, 2023). 

2. Fire Department of New York (FDNY) Women’s Initiative Program introduced mentorship and 
bias-awareness workshops that have increased the number of female firefighters in leadership 
roles (FDNY Gender Equity Report, 2023). 

3. Women in Blue Initiative provides legal advocacy and career development programs for female 
officers, advocating for greater gender equity in law enforcement hiring and promotion practices 
(Women in Blue Report, 2023). 

E. Key Takeaways and Future Challenges 

1. Industries with historically low female representation continue to see high rates of gender 
discrimination complaints, particularly in tech, finance, construction, and law enforcement (U.S. 
Equal Employment Opportunity Commission, 2023). 

2. Bias-reduction initiatives and pay audits are proving effective in addressing gender disparities, 
particularly in tech and finance (Harvard Business Review, 2023). 

3. Apprenticeship and mentorship programs in skilled trades are helping increase retention and 
participation rates for women, but more policy reforms are needed to ensure harassment-free 
workplaces (National Women’s Law Center, 2023). 

4. Law enforcement agencies implementing gender-equity policies are seeing positive results, but 
broader cultural shifts are necessary to make policing more inclusive (American Bar Association, 
2023) 
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