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Today we will:

Explore how we look at differences in 
others and ourselves

Unpack the role of cultural humility 
and self-awareness to create 
intentionally inclusive environments

Discuss the application of equity to 
policies, programs, practices, and 
people



COMPLIANCE VS. INCLUSION

• The equal access to 
opportunities 

guaranteed by 
policies based on 
federal and state 

laws.

Compliance

• Active, intentional, 
and ongoing 

engagement with 
diversity; 

embracing and 
affirming 

differences and 
offering respect in 
words and actions 
(such as language, 

practices) for all 
groups and people

Inclusion



Inclusion is…

Considers dimensions, experiences, 
perspectives, abilities of a person or 

group; affirming

Expressed in policies, practices 
programs and people (written)

Evident through values, 
composition, cultural norms, 

communication

Can be active or passive



Dimensions of Diversity 

Primary
Dimensions
• Gender & 

Gender 
Identity

• Race
• Age
• Religion
• Sexual    

orientation
• Ethnicity
• Physical or 

other ability
• National 

Origin
• Appearance

Secondary Dimensions
• Socioeconomic status
• Veteran status
• Education
• Marital status
• Geographic location
• Parental status
• Personality
• Belief systems and values
• Attitudes, habits

Tertiary
Dimensions

• Hobbies and 
interests

• Job or career
• Nonprofit or 

volunteer  
involvement

• Political or 
social cause 
involvement

• Life 
experiences 
(ex. Abuse or 
illness 
survivor)

• Talents
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Poll (1 min): What percentage of these identities are hidden (i.e. can’t tell from 
simply observing someone)?



Inclusion:
How do these 

groups (and their 
intersections) 
EXPERIENCE

your firm?



Intentional 
Inclusion  

Awareness 
of hidden 
personal/ 

social 
identities

Culture inherent in each 
identity



Cultural Humility
Allows culturally competent individuals to identify the presence

and importance of differences between their orientation and that 
of each person they interact with and to explore compromises that 

would be acceptable to both.

A lifelong process of self-reflection and self-critique.

Acknowledging differences without judgment, 
awareness of biases and assumptions, 

and self-assessment

J. Murray-Garcia, MD & M. Tervalon, MD, Journal of Health Care for the Poor and Underserved. 1998
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Awareness Continuum

Awareness

Tolerance

Understanding

Acceptance

Appreciation

Ignorance/
Oblivion

“Willful” Oblivion 
(Denial)

Barrax Moore, 2012



Culture as an Iceberg
Complex mass that is 
1/10 visible and 
understandable –
“LET’S CELEBRATE!”

Complex mass that is 9/10 
out of sight and more 
difficult to comprehend –
UNDERSTAND/DEFINE

Culture inherent in dimensions of 
diversity AND organizations



How can we effectively 
engage people through a 
cultural lens if we have not 
intentionally engaged 
ourselves?



Activity: Knowing Ourselves to Know Others



Activity: Knowing Ourselves to Know Others

◦Please find your Participant Guide (emailed to 

you)

◦We have sent the file in the chat if you need to 

download it now



Activity: Knowing Ourselves to Know Others

◦Using Page 3 of your Participant Guide, write the top three 
identities that have the most impact on your perspectives, 
experiences, and interactions. 

◦Example: Age, Gender, Race/Ethnicity 

◦For each identity, consider the following questions:

◦How do they inform or impact your perspectives when 
engaging with others?  In a work setting?

◦How might they limit your perspectives when interacting 
with those who are different? 

◦You have 5 minutes to complete this activity individually.
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Poll: How many of your top three identities were hidden?



EQUALITY VS. EQUITY

SAMENESS                          FAIRNESS                    ACCESS & INCLUSION

Gold Platinum



PRELIMINARY DATA











Include an organization’s key documents such as the mission statement, core 
principles, strategic plans, etc. Ex. Strategic plan for Equity, Diversity, and 
Inclusion? Required training and accountability? Association with 
promotions and evaluations? 

Policies

Reflect diversity and inclusion goals, are embedded in the foundation of the 
organization. Ex. recruitment programs, retention programs, 
compensation, bridge programs,  mentorship, succession planning, 
community engagement

Programs

Address organizational culture and way things are done, can be guided by 
values, beliefs, and norms. Often based upon individual interpretation and 
can be most affected by biases, passive exclusion. Ex. who gets chosen 
for assignments? Other firm practices?

Practices

Includes the employees and administrative team, and senior administrators 
responsible for supporting diversity, equity, and inclusion goals. How 
broadly diverse is your team? What impact does composition and 
perspective have on clients? On each other?

People

Adapted from Diversity Work in Independent Schools: The Practice and the Practitioner (2013)

Equity Through the 4 Ps



Towards Justice: Applying Equity and the 4Ps

What policies may 
limit access?  How 

can they be 
addressed?

What programs 
could facilitate 

equity?

What practices 
may be influenced 

by bias or 
interpretation?

What people may 
be needed to 

achieve or practice 
equity?

Reflection in participant guide p. 5 with resources



RESOURCE: 
AMERICAN 

INSTITUTE OF 
ARCHITECTS 
GUIDES FOR 
EQUITABLE 
PRACTICE

https://www.aia.org/resource
s/6246433-guides-for-
equitable-practice
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Share your 
perspectives! 
Raise your hand 
to be unmuted 
to  speak or type 
your ideas in the 
chat. Preface 
with “Policies,” 
“Programs,” 
“Practices” or 
“People” 



What Will I 
Do Differently?

I know there is something I can do as a 
member of the structural engineering 

community to practice intentional 
inclusion and the “platinum rule.”

That something is…
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