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The Guides for Equitable Practice:
Career Advancement

The cultures of offices, the profession, and society influence career paths. Leaders can recognize and remove current and historical

impediments, especially for members of underrepresented groups.

This guide offers employers and organizations ways to support the development of all employees, with an eye toward equity and

inclusiveness, and calls attention to critical junctures commonly found in architectural careers.


Presenter Notes
Presentation Notes
What do you hope to get out of today?

Why is this topic important to you or your firm?

Set expectations for rules of engagement.


What is advancing careers about?

Career growth includes autonomy, External factors like race, gender, and Inclusive leaders help individuals
recognition, leadership, and expertise. culture impact progress. navigate challenges and create more

diverse career outcomes.


Presenter Notes
Presentation Notes
How can advancement decisions be made fairly and equitably?

Research​ ​has shown that race and gender factor into the speed at which one moves along one’s career pathway.

One study showed that white professionals were more likely to be placed on a fast track while professionals of color spend longer times in entry-level positions before being moved up.

In another study research participants evaluated the creativity of fictitious architects based on a set of images of work supposedly created by them. When participants were told the work was by a male architect, they evaluated the designer as being more creative than when told that the same work was by a woman.




To support career paths
equitably

» Provide clear promotion criteria, access to development, and inclusive

support systems.
« Offer mentoring, coaching, and equitable access to training.

« Provide skill-specific training, coaching, job shadowing, and workshop or

conference participation.

« Shift from rigid ladders to flexible, personalized lattice models.


Presenter Notes
Presentation Notes
What do you attribute your career advancement to thus far? What has held you back?

Networking is particularly relevant to advancing a career since over 80% of jobs are filled by word of mouth.

How does your organization determine who will be promoted? Is this documented somewhere? Who has access to this information?
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Presenter Notes
Presentation Notes
What stories do these two models tell? How are they similar? How are they different?

What reaction do you have to the two models?

Has your career followed a ladder or lattice journey? What has worked well for you—or not?


Why career advancement matters

Equitable advancement increases job Clear career paths reduce turnover and Barriers to progress can lead to

satisfaction, motivation, and retention. build inclusive leadership. disengagement and inequity.


Presenter Notes
Presentation Notes
Supportive, equitable workplaces that reduce barriers, develop skills, and provide meaning contribute to job satisfaction.

Equitable advancement improves retention, motivation, and innovation.

Barriers to advancement reinforce inequity, disengagement, and turnover.

When employees see a clear path forward, they are more likely to stay, grow, and contribute to a stronger profession. If all employees have an opportunity to progress within the profession, all levels of leadership will eventually become more diverse.


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 7 * ADVANCING CAREERS WHAT DOES GOOD LOOK LIKE?

We more easily advance
architecture careers
equitably when...

SUPPORT EQUITY

employees perceive that the support and training they need is evidence of impiiit bias in response to requests for flexible
there when they need it schedules is recognized and corrected
employees receive regular feedback on performance and of identity or v
goals, along with support in reviewing and revising their assignments, roles, and duties
professiaral-development plans
fexibility is understood as variable pace, workload, location, and
criteria for pay and prometion are clear, broadly understood, schedule
and based on performance, not time in service Lime sway rom the office is based on stated poliy and i

empioyees feel able to talk about how they are affected by supported for everyone
e policies take inte account that work-life conflict varies by person
and drcumstance

what ‘meaningful work” means to different peaple is discussed
and supported

LABYRINTH

the wide ranges of architectural career paths and areas of expertise are known and supperted
there is agreement that each individual has different needs at different times

in formal programs, mentors and mentees are matched thoughtfully, based on skills/development needs
when an runs into lace leaders focus on fixing the system, not the persen

graphics of the firm repr the population at every level, and there is room for employees to advance

project teams and work are structured to allow for the changing needs of the employee


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 where 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 to share examples.

What can you do to influence change?


Ad VanCi ng Ca ree rS Design your career path using a lattice approach.
(individual)

Map out 1, 5, 10, and 25-year goals.

Review roles and set annual goals to grow or shift

responsibilities.

Build a support network that offers accountability and

shared growth.


Presenter Notes
Presentation Notes
What has been your strategy for career advancement to date? What has worked, and what has not?

Encourage peer support and feedback exchange.


Advancing careers
(firm-level)

Be aware of how bias affects advancement.

Build systems for team-based, transparent advancement

discussions.

Conduct bias-aware, growth-oriented evaluations.

Expand networks for underrepresented employees.

Support safe, inclusive requests for accommodations.


Presenter Notes
Presentation Notes
How does your firm evaluate advancement readiness?

What systems or practices does your firm have in place to ensure equitable advancement—and where are there gaps?

How can we better support employees who may need accommodations—whether for mental wellness, disability, or medical conditions—so that asking for support feels safe and normal?


GUIDE 7 * ADVANCING CAREERS CONSIDER

Consider

THE IMPORTANCE OF BEING AT THE TABLE

| think it's really important, first, to have representation from diverse groups within
leadership in the business. For example, we did our round of evaluations and
discussions of promotions a couple of weeks ago. As an associate, | was given a seat at
that table, but when we were discussing a woman who was pregnant and who was up
for a promotion, | was the only person there to say, “We're talking about giving her a
promotion next year, but you're really talking about two years because you have to give
her a year for maternity and then you're going to expect her to come back and perform
for a year before you consider her for a promation. If you don't give it to her this year,
you're delaying her career by two years.” So having anybody at that table who can speak
up in that capacity is important.

—Associate at Large International Practice, Indo-American, Female, 31

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 back with the full group.


Now what?

List what you hope to learn or achieve this year

Choose one item and identify:
Support, time and resources you
needPotential obstacles or speed
bumps

@ Accessible Document


Presenter Notes
Presentation Notes
Give everyone the option to share.

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

Note that there are many more ideas for action and additional scenarios in the full chapter.

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

https://login.equalweb.com/reports/pdf/7Inn5a5lPi
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