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2020 NCSEA SE3 Survey Data
from California Respondents
Discrimination & Harassment Topic Brief

By the Structural Engineering, Engagement, and Equity Committee of the
Structural Engineers Association of Northern California (SEAONC)

In 2020, the NCSEA SE3 Committee conducted its third national survey of structural engineers in the United
States. The survey gathered more than 5,000 responses, approximately 22% of which were from respondents
based in California. Following the survey, NCSEA SE3 published a series of topic briefs based on the compiled
data. In 2023, SEAONC SE3 began an effort to re-process the survey data for the subset of respondents from
California and to investigate whether the trends observed on a national level held for California respondents.

The 2020 NCSEA SE3 survey collected quantitative and qualitative information regarding experience of
discrimination and harassment. The following Topic Brief summarizes the responses by California structural
engineers to these survey questions about experiencing discrimination and/or harassment and the impact it had
on their job satisfaction and retention in the profession. Notably, harassment and discrimination were surveyed
separately but in this brief, the responses are combined as discrimination and/or harassment. In other words,
respondents who have experienced discrimination, harassment, or both, are all grouped together and
respondents who have experienced neither discrimination nor harassment comprise the other group.




Discrimination and/or Harassment Demographics

Overall, 24% of California respondents reported that they had experienced discrimination and/or harassment. In
comparison, at the national level, 22% of respondents reported that they had experienced discrimination and/or
harassment.

Of the California respondents who experienced discrimination and/or harassment, 18% experienced it many
times, 60% a few times, and 22% once. This is similar to the national trend, though California respondents were
more likely than national respondents to indicate experiencing discrimination and harassment with a frequency
of “many times” (18% versus 13%).

Respondents Who Have Experienced Discrimination and/or Harassment and Frequency

Not Sure
7% Yes, many
times 18%

Yes, a few
times 60%
15%

Respondents Who Have Experienced Discrimination and/or Harassment by Gender

Men

(n=764) Of Note: More than half of female
respondents reported having
experienced discrimination and/or
harassment during their careers, which is

Women 3% more than 4 times the proportion of men

(n=325) o who reported experiencing
discrimination and/or harassment.

Non-white respondents were more likely to report having experienced discrimination and/or harassment than
white respondents (26% versus 23%). For the same question, 27% of non-heterosexual respondents reported
experiencing discrimination and/or harassment versus 24% of heterosexual respondents.
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Reporting Discrimination and/or Harassment

Of California respondents who experienced discrimination and/or harassment, 30% reported their experiences,
compared to 23% of national respondents. For those who had not reported their experiences, the survey
included a question for respondents to indicate the reasons for not doing so. The graphic below shows the most
common reasons noted by California respondents for not reporting the discrimination or harassment. The trends
shown below are consistent with those seen at the national level.

Reasons for Not Reporting

Fear of
Did not know retribution
who to report from

to, 21% employer, 20%

Felt embarrassed

. Did not think or ashamed, 18%
Felt the incident was reporting would

too minor to report, lead to any action,
66% 54% Other, 10%

Of California respondents who did report their experiences, 44% noted the report resulted in internal discipline
and 38% saw no action taken [by their company] after reporting it. The results are similar at the national level ".

Company Action After Reporting Discrimination and/or Harassment

44%

Internal Discipline

No Action 38%

Other 25%

Voluntary Settlement After Mediation - 8%

EEOC Investigation - 6%

In the Process of Filing a Charge/Obtaining a I 19
Notice of Right to Sue °
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Impact of Discrimination and/or Harassment on Career Satisfaction

California respondents who reported having experienced discrimination and/or harassment also reported lower
satisfaction in the categories noted in the chart below. In the Overall Career category, 75% of respondents who
had not experienced discrimination were satisfied compared to 61% of those who had experienced
discrimination and/or harassment. At the national level, 78% of those who had not experienced discrimination
and/or harassment reported being satisfied with their overall career compared to 68% of those who had.

These trends are partially explained by the gender gap in career and development satisfaction: women tend to
report lower satisfaction in all of these categories than men, and a larger number of women have experienced

discrimination and/or harassment.
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Impact of Discrimination and/or Harassment on Retention

At the national level, experiencing discrimination and/or harassment was the third-most common factor
contributing to a respondent’s decision to consider leaving the structural engineering profession. For California
respondents, it was the least common factor. More information on these factors can be found in the Recruitment

and Retention Topic Brief.
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Discussion Questions

1. Alarger percentage of women reported experiencing discrimination and/or harassment compared to
men. What initiatives can firms explore to reduce these negative experiences?

2. The most common reason for not reporting discrimination and/or harassment was that respondents “felt
the incident was too minor to report”. Does your firm have clear reporting procedures? Do employees
know that these reporting procedures exist? When was the last time these policies were reviewed
and/or revised?

3. Does the satisfaction gap between respondents who have and have not experienced discrimination
and/or harassment surprise you? Why or why not?

4. While those who have experienced discrimination and/or harassment generally report being less
satisfied with their careers, respondents rated discrimination and harassment as the least common
influencing factor when considering leaving structural engineering. Why do you think that is?
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This document was developed by members of the SEAONC SE3 Committee. It is offered for your reference and is not
intended to represent the opinions of SEAONC or the SEAONC SE3 Committee. While the information presented in this
document is believed to be an accurate, unbiased representation of that data gathered, neither SEAONC nor the individual
members make any guarantee with regard to its accuracy, completeness, or suitability, and they assume no responsibility
or legal liability for the use or reference to findings, conclusions, or recommendations expressed herein.
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