You Are Not Alone: Collective Action to Address
Employment Issues in Your Workplace
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Treating employees better could be win-win...

For Heritage Employees:
* Rights to safety & equal treatment
* Aspirations to satisfaction, enjoyment &
career growth

For Heritage Employers:

* Employee engagement-productivity
* Reduce turnover

* Hire talent biased competitors overlook

* Creativity in non-routine tasks __but that doesn’t mean it will
* Engage diverse audiences/markets happen.
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Heritage workplaces especially prone to poor employment practices due to...
* Limited competitive pressure
* Few or partial measures of “success”
Passive boards focus on funding & fun
Limited employees’ job alternatives
Presumption non-profits do the right thing

...resulting in managing by...

Inertia: We’ve always done it this way
Satisficing: Doing better is a hassle

Risk aversion: Might upset somebody important
Social comfort: Boss at ease with “mini me.”
Symbolic actions: Deflect pressure for action
Stereotypes: defined by a single characteristic




When Employees are Dissatisfied, itis Commonly because...

* For AllEmployees
* Supervisors without people skills
* Personal favoritism i\
* Employees the least important stakeholder
* Rankism:
* Nobody listens to me

* Plus Added Problems for Outgroups
* Harassment accepted or covered up
 Unconscious bias

Pipeline excuses

Perceived “zero sum”

Micro-inequities

e Attention & credit

e Salary disparities

* Access to growth opportunities -- glass ceiling
* Siloing -- glass walls

* Dissing my content area




For all four approaches discussed today, effective action starts
with understanding “the way things are done around here”

* Who has the power?

* Who are ingroups and outgroups?

* What does management really prioritize?
* What are the paths to promotion?

* What kind of evidence is listened to?

* What are the unconscious biases/unstated assumptions?



Organizing a Union

-

Sai aries Employment Hea
Grievance Protection La

% 8 COLLECTIVE
-
=

care sanss
ammpate =

uoD ajejnbay

Fair HOAA spwin

gBARGAINING:
& Process Negotiationa-
L Agreement Productive 5
Working Hours Terms Rules g “°
mployer Union Wages Group &

E
Overtime Safety Establish Cost <2

1ISOD) Health

Benjamin Kreider, Ph.D.

North America’s Building Trades
Unions

bkreider@NABTU.org

(610) 952-8684


mailto:bkreider@NABTU.org

White-Collar Unions 101

* Introduction

* Examples of white-collar/professional unions
* Why union?

* How?

* Next steps/questions



Union workers — then...
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Examples

* AFSCME:
* MN Historical Society

« UAW
* Jewish Museum, Whitney Art Museum

* Non-Profit Employees Union
* Center for American Progress



Why Unionize?

* Higher wages

* Better benefits

* Better working conditions
* More of a “voice” at work
* Dignity



How

Contact a union or start your own

“Organize” by talking to workers & collect authorization cards
File cards with NLRB

Hold a union election

Bargain a contract



Employment Litigation

Phoebe Wolfe, Esq.
Employment Attorney
Cohen, Milstein, Seller & Toll
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mailto:pwolfe@cohenmilstein.com

Talk It Out with Your Boss
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Remember the Three Cs

. Constructive
. Concrete
. Clear




Be Constructive

. Have a positive attitude

. Suggest solutions

. Know what you want but be willing
to compromise




Be Concrete

. Use your research skills to document the problem/concern
. Organize your information carefully to create a compelling case
. Focus on facts rather than feelings



Be Clear

. Prepare for your meeting by prioritizing your points and ideas so your
primary concerns are heard

. Use direct, clear language in writing and speaking

. Be as concise as possible

. Use speaking notes if it helps you to focus

. Take notes so that you have a record of what was said



Have a Plan

. Be clear about what you want from your meeting
. Write a summary of the meeting and share it with your manager

. Try to offer practical solutions that serve both you and the
organization



Organizing Internal Initiatives
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Avoid being Sidetracked by Symbolic Actions
Substituting for Serious Change

* Affinity groups with no access to
power

* Heritage months — cafeteria
celebrations

* Interns but no hires

* Hiring within glass ceilings &
glass walls

The cow mooed, the pig oinked,

* |solated token hiring

the chicken clucked, I bleated, end of meeting.”

* Hiring but not listened to



Employ Research-Based Strategies for Mobilizing
Support & Overcoming Resistance

* Be persistent: sustainable major culture change takes 3-5 years
* [dentify & recruit internal diversity champions

* Employ informational regulation-ldentify key org. stakeholders --
funders, media, communlt%/ groups,... -- and acceptable channels for
communicating with them”

* Emphasize the “business case” -- benefits for the organization

* Present information in the form your organization values: numbers
versus stories

* Encourage bystanders to speak up
* Analyze staff surveys by employee subgroups
* Recognize that HR is to protect the employer



Propose DEI in forms permissible in the current era

Avoid...

* Labels: diversity, inclusion equity,
preferences, anti-bias...

* Eligibility criteria: race,
gender, LGBTQ,...

* Program content: affirmative action,
demographically-exclusive groups, ...

Instead...

employee engagement, leadership
development, supervisory skills,
welcoming, belonging,...

knowledge of under-served
communities, limited income, ZIP code,
new users,...

Bias-proof HR systems: explicit criteria
for performance & promotion,
documents in the room, open job
postings, posted salary ranges, ...

Uﬁ:e self-selection for programs open to
a



Proactively Address Stereotypes

Changed attitudes usually prerequisite to changed policies &
practices

Emphasize that we all carry these biases
Raise awareness using Implicit Association Test

Speak up: “People sometimes assume that | am...., but
actually.....”

Employ Ouch Technique for micro-inequities






Assignment: ldentify half a dozen specific
actions for Sam Wilson during his first year.

Consider:

* What are most important aspects of WAM workplace culture?

* What are the most important WAM employment practices to reform?
* What is the mix of bias versus simple bad people management?

* What role for the four approaches discussed this morning?

* Where should Watson start to foment action?

* Can he make a business case for changes?

* What issues seem top priority?
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Ex-curator sues Worcester Art Museum leaders, alleging
discrimination and 'offensive behavior'

August 10, 2023

By Cristela Guerra

The Worcester Art Museum. (Jesse Costa/WBUR)

This article is more than 1 year old.

A former curator is suing leaders of the Worcester Art Museum, accusing its director

and the head of curatorial affairs of discrimination.

In a 64-page lawsuit filed in Worcester County Superior Court last month, Rachel

Parikh alleges she was “mocked and ridiculed because she is a brown-skinned South



Asian” Indian woman and “subjected to a hostile and offensive work environment.”

She resigned from her job as associate curator of the arts of Asia and the Islamic
World last fall.

In the civil lawsuit, a lawyer for Parikh detailed a slew of damning allegations
against Director Matthias Waschek, as well as Parikh’s supervisor, Claire Whitner.
The complaint alleges Parikh endured “racism and unwelcome and offensive
behavior” on multiple occasions, including while she worked inside the museum and
attended social gatherings at Waschek’s invitation, and as she sought to report the
alleged incidents. The suit also names four members of the board that oversees the
museum as defendants.

In May of 2022, the museum hired an outside consultancy firm, LAM & Associates,
to investigate Parikh’s claims of harassment and retaliation. In the firm’s final report
delivered in July — a copy of which was included in Parikh’s complaint — the

authors said its investigator, Laurie Margolies, could not substantiate Parikh's claims

with other colleagues, but found her statements “credible.”

Parikh quit two months later, saying in her notice that the museum failed to uphold

its own policies, according to the complaint.

"The Board had endorsed and approved the discriminatory and retaliatory behavior in
complete disregard of Dr. Parikh’s rights by failing to take her seriously, and
refusing to hold Mr. Waschek accountable even though the outside investigator had
concluded that Mr. Waschek’s behavior was completely unacceptable,” the
complaint reads.

After the report's release, the museum board required Waschek to undergo "further
training and efforts to increase DEIA efforts at the Museum," according to
documents provided to WBUR.

Parikh, who is an expert in South Asian and Islamic art with a focus on works on

paper as well as arms and armor, told WBUR that she left the art she loved because



she had lost faith in museum leadership.

“... But the day-to-day was incredibly difficult,
because I was constantly on edge. I was just waiting
for a comment to be made or something to happen.”

RACHEL PARIKH

“I buried myself in my work, because I really enjoy being a curator. I made that
commitment to my position and especially as a curator of Asian art or non-western
art, to me championing that kind of material — in a western institution and in the
United States — is incredibly important,” she said in an interview. ... But the day-
to-day was incredibly difficult, because I was constantly on edge. I was just waiting

for a comment to be made or something to happen.”

Madeline Feller, a museum spokesperson, said in a statement that the museum is
aware of the lawsuit and “remains committed to providing a workplace where
everyone is treated with dignity and respect.”

“A staff member reported incidents that they believe violated our anti-harassment
policy. We responded by following reporting protocols and retaining a third-party to
conduct a thorough investigation,” the statement said, adding, “We look forward to
addressing these claims through the legal process.”

Parikh holds a Ph.D. in the history of art and architecture from the University of
Cambridge in the United Kingdom and previously worked at the Art Institute of
Chicago, the Metropolitan Museum of Art in New York and Harvard Art Museums.
Parikh’s lawyer described in the complaint that Whitner, director of curatorial affairs
and curator of European art, refused Parikh’s request to hire her under the

29

“associate” title because “it would not be ‘fair’ ” to a colleague the complaint



describes as a “white woman” with the “assistant” title. Parikh’s lawyer said in the
complaint that this did not make sense to Parikh, as she had about twice as many

years of experience as her peer.

She accepted the job anyway, the complaint noted, attracted to the museum's unique
and robust collection of medieval arms. (On Instagram, Parikh has more than 34,000
followers, where she shares information and photographs about arms and armor.)
The museum also gave her the opportunity to renovate its Asian art galleries, which

she said had not been updated since the early ‘80s.

Parikh was promoted to associate curator in J anuary of 2022. Later, other curators

were hired with less experience and given the “associate” title, the complaint claims.

According to the complaint, Whitner, at Waschek's request, allegedly also told
Parikh about a year after she was hired to “look the part” of a curator, suggesting she
“zhush up” her look and “wear makeup, perhaps little earrings, a necklace, a ruffled
blouse” to work. The complaint said that “WAM’s employee handbook does not
require curators to do any of the things that Ms. Whitner stated she and Mr. Waschek
felt Dr. Parikh must do.”

In an email, Whitner said of the lawsuit: “I believe the museum did its due diligence
in investigating Dr. Parikh’s claims. She did not bring any of these allegations to me
until the day she resigned.”

“I believe the museum did its due diligence in
investigating Dr. Parikh’s claims. She did not bring any
of these allegations to me until the day she resigned.”

CLAIRE WHITNER, MUSEUM
DIRECTOR OF CURATORIAL AFFAIRS



Parikh’s accusations in the complaint extend beyond alleged incidents inside the
museum walls. They include alleged comments made over brunch with Waschek and
his husband in November of 2021 and at a dinner at the pair’s home in March of
2022.

In the complaint and in an interview with WBUR, Parikh said both men asked
intrusive questions about her cultural heritage, referencing a ‘90s British television
show that featured an Indian family. More than once, Parikh alleges, the two white

men imitated an Indian accent while discussing the show.

A spokesperson for the public relations firm Rasky Partners shared a statement from
Waschek in an email, in which he calls the accounts of his and his husband’s actions
in the complaint “patently false” and “staggering.”

“I' have been dismayed by the false allegations that have been made in this lawsuit
and the homophobic tropes that are invoked,” the statement said. “I have worked
hard over the last thirty plus years to build a reputation of professionalism and
integrity. As a gay man who has experienced discrimination first-hand, I have always
held DEAI [diversity, equity, accessibility and inclusion] issues as a core value, and -
have sought to do my best to eliminate discrimination from the workplace and build

a culture of inclusivity.”

Parikh called her work experiences mentally exhausting and said the stress took a
physical toll.

“It took me back to a place where I was, you know, a kid and being bullied for being
brown, basically,” she said. “So it was basically reliving the trauma that I've had that
I've been trying to work through as an adult. It felt like this kind of tidal wave that
just hit me out of absolutely nowhere. It brought back so much of the feelings of
anger and hurt and disappointment.”

In addition to the lawsuit, Parikh also filed a claim with the Massachusetts

Commission Against Discrimination in October of 2022. In response, a firm



representing Waschek submitted a "position statement" in late January requesting
that MCAD "reach a finding of Lack of Probable Cause."

"To be sure, Dr. Waschek strongly disagreed with the Board’s decision to impose
[training] requirements on him as a result of Dr. Parikh’s baseless complaints,” the

firm added in the statement.

Margolies, the investigator tasked with examining Parikh's claims, interviewed
several museum employees and found “little trust that employees felt they were
protected and would be kept safe.” The July 2022 report based on her work said she
observed that “loyalty seemed to trump honesty or memory” and that the allegations
Parikh described “fit a pattern that began prior to her arrival at the museum.”

“Throughout my interviews I heard of inappropriate incidents occurring at which
senior staff members were present, said nothing, and nothing was done,” she wrote.
“It was reported that there is no accountability for behaviors, and no safety for staff,
particularly women. There has been discomfort reporting concerns for this reason

and because there is fear of retaliation.”

"It does not feel as though the museum got the message from the
other case that I had handled that it is required by law to maintain
a working environment free of discrimination and retaliation."

LANA SULLIVAN, PARIKH'S ATTORNEY

Feller, the museum spokesperson, said the complaint reveals “confidential HR
information,” which puts the museum in a position “where the only way to set the
record straight would be to disclose confidential and private information in a manner
that would violate our own policies and compromise the privacy of current and

former employees.”



Parikh’s attorney, Lana Sullivan, said this lawsuit is her second case against the

museum and Waschek. In the previous one, filed in 2015, the museum settled.

“The same individuals are largely involved in this,” Sullivan said. “It does not feel as
though the museum got the message from the other case that I had handled that it is
required by law to maintain a working environment free of discrimination and

retaliation. So it's just unfortunate that this type of behavior is recurring again.”

This segment aired on August 17, 2023.

Cristela Guerra Senior Arts & Culture Reporter
Cristela Guerra is a senior arts and culture reporter for WBUR.
More...
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