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The Guides for Equitable Practice:
Compensation

« Compensation is shaped by access, value of work, firm practices, and fee structures.
- Eliminating gaps supports talent retention, firm growth, and stability in the profession.

« This guide explores wage gaps and their causes and effects, and offers solutions.


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

Set expectations for rules of engagement


What is compensation?

Compensation=All Direct compensation Indirect benefits Nonfinancial rewards
value provided to
P Monetary rewards such as Non-monetary benefits like Intangible benefits such as
employees for work. . . .
salaries, wages, and paid time off (PTO), health opportunities for career growth,
performance bonuses. insurance, retirement plans, professional recognition, and

and education assistance. work autonomy.


Presenter Notes
Presentation Notes
Total compensation combines direct, indirect, and nonfinancial elements.

Consider your organization or firm’s full compensation picture. What is most visible? What matters most to you and to others?


Gaps, parity, and equity

Pay parity Pay equity

Ensuring equal compensation for individuals performing the same job, regardless Providing comparable compensation for different roles that hold equivalent value
of their background. to the organization.

Compensation equity Understanding wage gaps

Achieving fair compensation that considers an individual's skills, experience, Recognizing that significant disparities in wages persist across various

responsibilities, and contributions. demographic groups in the US.


Presenter Notes
Presentation Notes
On average, in architecture white men earn more than men of color, who earn more than white women, with women of color earning the least. Average salaries for men are higher than women’s at every year of experience, with average starting pay difference within a few thousand dollars, then increasingly diverging to approximately a 15% pay gap in late career. BLS Data confirms that as of 2024 this gap persists. 

Equity: The median pay for information technology managers (mostly men) is 27% higher than for human resource managers (mostly women). When more women became designers, the overall wages for designers fell 34%.[

Parity: Currently, women are paid on average 4% less than men, and as much as 45% less, for the same role, and men are offered higher salaries than women for the same work 63% of the time. 4.

Where have you seen pay gaps during your career?






Why does equitable compensation matter?

o
UUU Transparency boosts o005  Equity attracts diverse @ Gaps create stress, hurt
morale and retention talent reputation

% AIA Ethics: Provide fair O@ It's also a legal
and equitable work requirement under
environments EEOC laws


Presenter Notes
Presentation Notes
Pay equity is both ethical and strategic.

Does your firm have a transparent compensation philosophy?

What tasks are rewarded? How are opportunities distributed?

How do pay decisions impact morale and trust?


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 3 * COMPENSATION WHAT DOES GOOD LOOK LIKE?

Compensation becomes
more equitable when...

TRANSPARENCY

program is and easy 1o explan

ALIGNMENT

compensation system aligns with the
values and goals of the business

all employees understand the i
structure, and policies

criteria for pay ranges, pe pay. and
dear, communicated, and equitably applied

job descriptions are accurate and inclusive

enbearding and mentoring impart how to
advance in the workplace

within salary bands and benefits are tied to
bias

employees understand their current pay-range p
leaciers openly share how the compensation program relates to
the business

talking openly about pay s permited without retallation

COMPLIANCE

employers comply with pay equity laws
firms comply with legal requirements in compensating interns
firms respect personal privacy when discussing pay

criteria and reviewed for
audits keep compensation fair and in line with structure

are and through
back wages o other agreed-upon compensation

FAIRNESS

employees perceive that they are treated farrly
cases and patterns of bias are monitored and mitigated

all employees have equable opportunity for high-profile
assignments, netwarks, dients

B p and witheut

employees are assessed on the value of thelr work,
not hours in seats

pay and performance evaluations use obpective criteria

benefits, including leaves and flextime, are
distriduted equitably


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 of, and a minus for those that are missing.

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

Ask for volunteers who have examples to share.

What could you do to influence change?


Actions to foster
equitable
Compensation
(individual) Artculate your value learly

Learn about compensation issues

Research employer practices

Engage in and encourage pay discussions


Presenter Notes
Presentation Notes
AIA has a free compensation calculator that can be used to explore real industry averages by job title and region.[

Discussion Prompts:

What questions do you wish you had asked about compensation earlier in your career?

How have you advocated for your own compensation or for others?

How can individuals support greater transparency?


Actions to foster equitable compensation (firm-
level)

» Establish a compensation philosophy
 Evaluate for wage gaps

« Communicate openly and regularly

« Allow open pay discussions without retaliation

» Audit and adjust pay regularly


Presenter Notes
Presentation Notes
Emphasize importance of both structure and communication.

Consider how compensation matters are treated in your workplace culture. Are there discussions and policies that you wish were clearer and more transparent?

Discussion prompts:

What changes would increase trust around pay at your firm?

What myths or fears stop firms from being transparent?


GUIDE 3 * COMPENSATION CONSIDER

Consider

DISCRIMINATION HURTS

For a long time, | wanted to work on local projects, since before | was mostly involved in
large international projects. So | joined a small firm, was a bit underpaid but told myself,
“It's a small firm, that's what they can afford, but it feels like a family and | get more
exposure to projects.” However, | changed my job after three and a half years because
there was really no room there to grow and advance my career.

Two months after | started at a new firm, one of my female colleagues from the firm |
had left informed me that some documents had been miraculously disclosed, or leaked:
the salary reports of the firm's employees from 2000 to 2018. They found out that the
women in the firm were being paid on average 5% to 15% less than men; | was one of
them, of course, More disturbingly, | learned that at the time that | was the lead
designer of a project, one of my male project team members who | had trained and was
ten years younger in skills and experience, actually had made twenty thousand dollars a
year more than | had. For that project, we had strong evidence of discrimination. A
number of my female colleagues and | decided to file a complaint through the EEOC. But
you know how slow it can be when you start a legal process. It's still ongoing but moving
at glacial speed.

For me, what mattered most was not necessarily the end result, such as a payback, but
to teach them a lesson so they no longer do it to others. But then it's very stressful. It's
disappointing. These were people who called me “family.” | put my heart and soul into
my projects, yet | wasn't being compensated enough. They were just discriminating
behind closed doors and none of us were aware of that. So how do | know it's not
happening in other firms? In my current firm, I'm getting a higher salary, but how do |
know my other colleagues with similar or less experience aren't getting paid more than |
am? | always heard women are on average being paid 10% to 20% less than men, but
then | didn't fully apprehend it until it happened to myself. The gender pay gap is not a
myth. It's really happening and it hurts.

—Full-Time Architect at a Large Firm, White, Female, 43

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 develop a

SMART (Specific, Measurable, Achievable, Relevant, Time-

bound) compensation equity goal.

@ Accessible Document


Presenter Notes
Presentation Notes
Ask everyone to review their thoughts and observations thus far and develop a SMART (Specific, Measurable, Achievable, Relevant, Time-bound) compensation equity goal for themselves, their firm, or their proteges

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/UG2WjO0KdO
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