The Guides for Equitable
Practice: Chapter 2
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Th e G u Id eS fO r Workplace culture affects every aspect of the work we
° ° do, and everyone is responsible for it. Questioning the
Equitable Practice:
change to ways of thinking and doing and, ultimately,
Wo rkplace Cu Itu re to systems that advantage some individuals and

groups while disadvantaging others.

assumption "that's just how we do things"' can bring

This guide outlines the importance of understanding
and managing workplace culture and offers strategies
2 for how to start the process, establish goals, and bring

about change.


Presenter Notes
Presentation Notes
Why is this topic important to you or your firm?

Set expectations for rules of engagement.


What is workplace culture?

55

The understood social order of an
organization, the shared patterns that
determine what is viewed as appropriate
individual and group behavior and that help
us make meaning of our collective

environment.

é)

A strong culture = Having a clear culture
everyone can articulate + aligning staff and

processes with the culture

A healthy culture = Engagement that
recognizes diverse needs and thoughts that

are incorporated into decision making


Presenter Notes
Presentation Notes
Culture is co-created: everyone’s behaviors can contribute to it, and it can shape everyone’s behavior.

Culture is not the same as policies; it lives in everyday habits.

What stories does your organization tell to describe “how we do things here”?

Are there people who might be excluded from those narratives?


2.4 GUIDE 2 + WORKPLACE CULTURE WHAT IS IT?

artitacts we produce - sketches, models. drawmng sets
behaviors we value - working long hours, moondghting
Ccommon dress - In biack, with interesting glasses
language we often employ - 13¢a0e, Massing. jury
narratives we share - 1amous architects being odd or amcult
spaces we Inhabit - arreys of desks and usable wall surtaces, open
seen shared culture— tools we use - X-ACto knite, modaling software, 3-D printar
you can see or point to: traditions we continue - pinup=. competstions, swards

age - the young afe Nexnaustble 3nd 4o not know very much; the
SUBJECTIVE middie aged gain responsbity sfter years of hard work and paying
- dues: older architects are repositones of knowledge to
_ unseen share_d culture = e e
attitudes, expectations, stereotypes,

: authorship - Individuals are the creative 1orce on projects: teamwork is
assumptlons about: used for production

autonomy - architacture on Its own has the power to change society
through the objects we create; too much IMagration Can Compromise
the designer’s voice

body language - sttention ks diracted towsard the artftacts of
architectural representation in the room; projecting confidence and
suthorfty means you can work on job sites and with dients

Architecture's et

commitment - =taf! memb ers have 1o be avallable when naeded; those
who tske advantsge of flexble workplace options are less interasted
In agvancement

education - higher education ks necessary and valued; status is

cultural iceberg e

money - opportunity and achieverment are more Important than income;
tees are too low to 00 good work and compensste wed

objects - designed artifact Is lasting. people and uses are ephameral
parenthood - peopie WRthout chikdren can work iste hours: 1sthers are
dependable, mothers struggle

personality - 3 per=on’'s personsity determines thedr role; sall-
promotion |s necessary to advance

race and ethnicity - most architects are white; architects from
underrepresentad groups are different; paople of color work on
community and government projects

relationship to authority - most architects follow rues: the avant-
garge buck of underTnine suthority end power

roles - architects are polymaths (artist, technologist, Inventor, sclentist);

ARCHITECTURE'S CULTURAL ICEBERG designers sre visionaries; others are support
Examples of dominant culture’s

speaking - the Ith the most power talks the most: dislact,
patterna or assumptions of what is accent, and m;rtﬁywﬂmal status

“oppropriate” in the architectural

profession in the United States. ypes of part-time work e stolus MO E

“domestic” or office-healp tesics are done by women

Notice which aspects of the example work assignments - Interns should recesve growth opportunities; work
stersotypes could be limiting for some ks assignad according to firm, not employee, neads; staff who can do
individuals or groups in a workplace Sabwian Work SROWS O pRORicon

setting and that might impede ways of working - differant genarations use different tools: heads go
the ability of architects across down for long periods to meet Geadines

identities to contribute ond do their work ethic - good design taies much time and iteration; personal

best work. sacriice ks nacessary at times during a project and career



Presenter Notes
Presentation Notes
Re-visit the concept of the iceberg.

Introduce the diagram of objective (seen) vs. subjective (unseen) culture in architecture. 

Sketch your firm or organization’s iceberg; pair and share visible and invisible norms.

What is visible to a newcomer? What’s hidden?

Ask someone to share and explore how a particular trait impacts who thrives and who struggles.




* Influences engagement and trust

Why does workplace
culture matter?

» Attracts and retains talent
« Smoothes leadership transitions

» "Culture eats strategy for breakfast’


Presenter Notes
Presentation Notes
Alignment of an individual’s values with company values is a top predictor of an individual’s satisfaction with the workplace culture, while negative workplace culture leads to an almost 50% increase in voluntary turnover—and turnover costs (recruiting, training, lowered productivity, lost expertise, lowered morale, etc.) are high.

Culture shapes how people feel and perform.

When have you felt most engaged at work? What contributed to that?

How does your firm’s internal culture align with how it presents itself publicly?




What Good Looks Like

« Make a check mark next to practices that you can find in your firm or

organization
« A question mark for those that you are not sure

« A minus for those that are missing.

GUIDE 2 * WORKPLACE CULTURE WHAT DOES GOOD LOOK LIKE?

We have a
strong

and healthy
workplace
culture when...

COMPLIANCE

risks are controlied to protect workers
from harm, whether physical, emotional, or mental

the work ervironment is supportive, not hostile

harassment is not tolerated and has clear consequences

TRUST

averyone i respected and Interacts respectfully
everyone is heard when sharing their perspectives
some risk-taking is allowed

everyday mistakes are explored and corrected, not punished

problems are met with curiosity, not blame

work ervironment is engaging, not threatening

SUCCESS 15 3 WIN-WIN SUtTome

CLARITY

the workplace Culture is deliberately shaped
100% of people in the erganization can describe its culture
cients are aware of and can connect with the firnrs values

firm leaders understand and are intentional about where
they are able to lead and achvocate effectively and where
they are still learning

the time requi for nclusive p s
made a priority when setting woridoads and schedules

ALIGNMENT

values and goals of the business align with the
workplace culture

language and behaviors reinfarce pasitive culture

onboarding and angoing training teach how to be effective
within the workplace

aging from leaders, gers,
human resources is consistent

leaders and employees work together to assess
and guide culture

ENGAGEMENT

social relationsh|ps are fostered
everyone takes respons ibdity for a pesitive culture
Ieaders model empathy, compassion, and justice
leaders are seen as fair and able to forgo self-interest
the mearing of work is emphasized
reterttion is high, absentesism is low
employee and client referrals are common



Presenter Notes
Presentation Notes
Review each example of what good looks like. 

Make a check mark next to practices that you can find in your firm or organization, a question mark for those that you are not sure, and a minus for those that are missing.

What areas are strong, which are you not sure about, and which areas are weak?

Ask for volunteers who have examples to share. Are there common categories or items in the group? What does that suggest?

What can you do to influence change?


« Be aware of your own values.

Actions to foster e
pOSitive CUItu re  Understand boundaries.

° e o « Model inclusivity and trust.
(individual) y


Presenter Notes
Presentation Notes
Emphasize agency: every employee contributes to culture.

Think of a time you made the culture stronger. What did you do? How was it received?

When have you stayed silent about something you now wish you had addressed?


Actions to foster
positive culture (firm-

level)

Regularly check value alignment.
Organize feedback cycles.
Communicate workplace culture.
Track trends in HR decisions.

Stay attuned to social issues.


Presenter Notes
Presentation Notes
Leaders can self-examine value alignment by filling in the sentence:

“We say that ____, but when we____, or when we don’t____, we’re conveying ____ instead.”

Share that culture change requires leaders’ sustained commitment to learning and communicating.

Discussion Prompts:

What’s working well at your organization or firm? Where are the gaps/what could be better?

How do your leaders create space for honest feedback about culture?


GUIDE 2 * WORKPLACE CULTURE CONSIDER

Consider

THE PROFESSION HAS NO ROOM FOR ME

After | moved to my current firm, | started watching the show Mad Men, and | thought,
“Oh my God, | worked for Mad Men.”

| was marginalized when | walked into the room. It didn't matter what | said, it's what |
look like. There was not much | could have done. So there've just been these unforeseen
obstacles and walls. And in some sense, it's been happening my whole life and | just
didn't realize it. Now I'm realizing that | don't believe that if | went to a different
organization itd be any different, because the profession has no room for me. I'd have
to go to a Black-owned firm for it to be different. Or be silent. It's a systemic problem.

It’s really hard, but it's also terrifying because I'm in this by myself. I'm already scared to
speak out and to have a voice at the table. This has made it worse because | already feel
the burden to speak up for other people who don't speak up for themselves, and now |
feel I'm also speaking for and representing a whole group of people | don't even know. |
just want to practice architecture—do good work and grow and have opportunities like
everybody else and be able to look at my career and know there was a trajectory.

If | were a white woman, my life could be different. | recognize there are so many
variables, and it’s all relative. [Another architect] was talking about all the things that
make him powerful, making references to equity. “'m a white man; I'm powerful, I'm
educated; I've got all these things.” I've got most of those things that make you powerful
as well. But even if | graduated from Harvard, | would have to say so for you to listen to
me, so clearly there’s an issue. As long as I'm educated anywhere, it shouldn't matter.
What is it that | have to contribute and say? Why do | have to start the conversation with
a preference and a qualifier? | was saying to someone, “In order for me to make a point,
I have to say that | got that information from someone else or that someone else has
backed up that information.” That person said, “Yeah, but you can’t say that to
everybody because they go on the defensive because they feel like you're proving to
them that someone else said it, therefore it is doctrine.” | can’t win. You don't want to
hear it if | say | looked it up and decided this is what we should do, but you still want to
know that it's confirmed. It's exhausting,

—Architect, Black, Female, 30-40

Consider scenarios &
reflections

Read, discuss in small groups, and share insights


Presenter Notes
Presentation Notes
Select a scenario from the chapter that you feel will resonate with the group. 
Ask a volunteer to read it aloud. 
Discuss the prompts in small groups and share with the full group.


Now what?

Review your thoughts and observations thus far and identify an

action that you can take to strengthen your workplace culture.

@ Accessible Document


Presenter Notes
Presentation Notes
Ask everyone to review their thoughts and observations thus far and identify one action that they can take to strengthen their workplace culture, with a commitment date.

Give everyone the option to share.

Suggest they check in with a peer or accountability partner one month later.

**If you have specific resources, committees, or additional worksheets you can promote those here.

https://login.equalweb.com/reports/pdf/6WBJaozSrR
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