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Overall Learning Objectives:

1. Understand the structural, cultural and institutional factors that contribute to
the underrepresentation of women in design leadership roles such as Design
Principals, Design Directors or Senior Project Designers.

2. ldentify the difference between mentorship and sponsorship and their critical
impact on design leadership trajectories.

3. Discuss how firm cultures, organizational structures and biases influence
leadership selection and design leadership opportunities.

4. Discuss specific strategies that have been employed to foster inclusive
leadership and support women's paths to design leadership roles.



TOSHIKO MORI, FAIA
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Session Agenda:

1. Introductions

2. Setting the Context

3. Panelist Leadership Stories
4. Moderated Q&A

5. Call to Action



WHEN YOU HEAR "DESIGN LEADERSHIP”

WHAT WORDS OR DEFINITION COME TO MIND?




Qur shared understanding s a session group is:

refers to the ability to guide and inspire the creative direction
of a project, studio, or design culture to achieve design excellence that aligns with
both aesthetic and strategic goals. It's distinct from project management or
technical leadership focusing instead on vision, creativity, and influence in shaping

the built environment.

Senior design leadership is often embodied by roles or titles such as Senior Project

Designer, Design Principal, Design Director, Creative Director, Senior Project
Designer or Lead Designer.




RESEARCH + REALITIES
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THE JOURNEY- WHERE | STARTED...

Career Pathways: Crafted or Assigned? Do Female Architects Feel They Have
Agency in Their Career Trajectory?

Equity by Design Graphic lllustrating Key Pinch Points in a Women's Architectural Career (2016)
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DIGGING INTO THE LITERATURE
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MORE JOY
LESS EGO
MAXIMUM IMPACT

FOR WOMEN
(AND EVERYONE)

KATTY KAY & CLAIRE SHIPMAN

AUTHORS OF THE NEW YORK TIMES BESTSELLER
THE CONFIDENCE CODE

The
Likeability
Trap

Alicia Menendez

Women
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We Need to
Succeed

Bonnie Hamr

Overcome the [nvisible
PBarriers That Are #v/d"’y
Wemen Back ot Worke

MICHELLE P. KING

DIRECTOR OF INCLUSION, NETFLIX
FOREWORD BY GILLIAN ANDERSON ano JENNIFER NADEL

The New York Times bestseller, ni n paperback
and uj pl d with a prefuu-

THE
CUNFIDENCE

THE SCIENCE AND ART OF
SELF-ASSURANCE—WHAT
WOMEN SHOULD KNOW

KATTY KAY & CLAIRE SHIPMAN

Authors of the New York Times Bestseller Won

MACHIAVELLI
FOR
WOMEN

A

Defend Your Worth, Grow Your
Ambition, and Win the Workplace

STACEY VANEK SMITH

“A new, inclusive vision for leadership and our world at
large that we all will benefit from.” —ARIANNA HUFFINGTON

When
Women
Lead®

© What They Achieve

@ Why They Succeed

@ How We Can Learn from Them

Julia
Boorstin
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(def.) a woman who: 1. makes more
money 2. has more power 3. gets
the recognition she deserves 4. has
the determination to go after her
dreams and can do it with integrity

“Compelling, lucid, and filled with insights.”

— ADAM GRANT

IRIS BOHNET

WHAT WORKS
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FINANCIAL TIMES/MCKINSEY BUSINESS BOOK OF THE YEAR FINALIST
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RSISTENT
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The shared beliefs, values, and
assumptions that shape who is viewed as

Cultural

R
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credible or "naturally” suited for leadership

Senior Design
Leadership
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PERSISTENT BARRI

Systemic policies, practices, or norms
within our firms and the architecture
discipline at large that unintentionally
restrict participation or advancement
for certain groups.

Institutional

Senior Design
Leadership
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Entrenched obstacles built into the
systems and power structures of firms

or society that restrict access or
opportunity.

Structural

Senior Design
Leadership




? KEY PERSISTENT BARRIERS

Cultural beliefs define the norms
Institutional practices enforce them Senior Design
Structural systems entrench them

Leadership
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GENDER BIAS IN THE ATTRIBUTION OF CREATIVITY

Devon Proudfoot, Aaron Kay, and Christy Koval

1.

Personality-creativity associations

In one study, participants rated how central various
personality traits are to creativity. Traits stereotypically
considered "masculine” (e.g. independence, daring) were
rated as more central to creativity than traits stereotypically
seen as "feminine” (e.g. cooperativeness, sensitivity). This held
true for both male and female respondents.

Architect attribution experiment

Another study had participants evaluate a house design. The
design was identical in all versions, but participants were
told the architect was male in one version and female in
another. The results: people rated the design as more
creative when the architect was labeled male. In other words,
when the creator’s gender was known, attribution affected
perceived creativity.

A Gender Bias in the Attribution of Creativity: Archival and Experimental Evidence for the Perceived Association
Between Masculinity and Creative Thinking by Devon Proudfoot, Aaron C. Kay and Christy Z. Koval.
Psychological Science, 26(11), 1751-1761.

HARVARD -
BUSINESS
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Gender
-
Even Women Think Men
-
Are More Creative
by Kate Adams
From the Magazine (December 2015)
X The Research: Devon Proudfoot, a
Fost PhD candidate at Duke, and her
f colleagues Aaron Kay and Christy
Post Koval performed several studies of
in gender bias and creativity. In one,
Share subjects rated how central certain
0 personality characteristics were to

creativity. The results showed that
both men and women associated
creativity with stereotypically

a1dependence,
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A GENDER BIAS IN THE ATTRIBUTION OF CREATIVITY: ARCHIVAL AND EXPERIMENTAL EVIDENCE FOR THE
PERCEIVED ASSOCIATION BETWEEN MASCULINITY AND CREATIVE THINKING

Common views of creativity favor stereotypically masculine
traits, leading people to perceive women as less creative, and
less deserving of recognition and reward.

| 1
: - <% SHARE THIS ARTICLE
Introduction ng Aethodology

[ CITE THIS ARTICLE

MLA APA CHICAGO
Introduction

This article was written by Devon Proudfoot,
Women make up more than half the labor force, yet remain greatly underrepresented in Aaron C. Kay and Christy Z. Koval, and was
leadership roles. Such roles increasingly emphasize the importance of creativity, which is originally published by Psychological Science
commeonly described as divergent and “outside the box” thinking, which veers sharply away in November of 2015

from existing perspectives, rather than simply "connecting the dots” by following or building



CREATIVE MERIT AND GENDER BIAS IN ARCHITECTURE

Gill Matthewson

A Merit in architecture is not objective: The profession’s
idea of “creative merit" is built around the myth of the
lone (male) design genius, making meritocratic
systems inherently biased and exclusionary.

A Gender bias is embedded in recognition systems:
Because judgments of creativity and talent are
subjective, women are often undervalued, under-
promoted, and excluded from opportunities to
demonstrate design leadership.

A Creativity must be redefined: Expanding the notion of
creativity beyond individual artistic genius to include
collaborative, technical, and social forms of design
(“creative plus”) can create a more equitable
professional culture.

“Thinking Through Creative Merit and Gender Bias in Architecture” (Field Journal, vol. 7 no. 1, 2017)



WHAT THE RESEARCH SHOWS (AROUND CREATIVITY)...

A People, including women, tend to associate creativity
with masculine traits (independence, risk-taking), so
women's work is systematically less likely to be judged
‘creative’ when identity is known.

A In architecture specifically, reviews, promotion decisions,
and award/selection processes often contain subjective
language and criteria that correlate with gendered
penalties (eg women more likely to receive personality ‘

critiques). ., M

A The result: identical or equivalent work by a woman can
be judged lower on creativity or be less likely to receive
high-visibility assignments, which compounds into slower
career progression and underrepresentation in design
leadership
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TTINTERVIEWS WITH MINNESOTA FEMALE ARCHITECTS
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5 KEY TAKEAWAYS FROM INTERVIEWS

Recognize that women remain
underrepresented in senior design
leadership roles and make this
visible by tracking role progress
over time.

Firm leadership must openly
communicate the actions being
taken to address representation

gaps and hold themselves
accountable to measurable
change.




