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2020 NCSEA SE3 Survey Data
from California Respondents
Performance Feedback 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 following Topic Brief summarizes the 2020 NCSEA SE3 survey data on performance feedback for the
California subset of respondents. Data on frequency of feedback, performance rating by others, and self-
perception of performance in comparison to peers were considered and compared to national averages.




Frequency of Performance Feedback

Note: For this section, respondents who are sole practitioners or work at firms with only 2 to 4 employees are
excluded because they were found to skew the overall trends, possibly due to lack of formal feedback structures.

Most respondents in California generally receive formal performance feedback once per year or more.
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Performance feedback frequency varies by position level, most significantly
at the Principal level where 36% of respondents reported never receiving
performance feedback during a typical year. This is more than four times the
proportion of respondents in other positions who reported never receiving
performance feedback. Apart from this disparity at the Principal level,
performance feedback frequency is similar across all other position levels.

Annual Frequency of Formal Performance Feedback by Position
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Committee.
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When looking at performance feedback trends along gender lines, men reported a complete lack of
performance feedback more frequently than women (12% versus 9%). At most position levels, women are slightly
more likely to receive feedback once or more per year; however, the large discrepancy shown in the graph
between genders is due, at least in part, to a much higher percentage of men who are firm leaders and
principals, and who disproportionately reported never receiving formal performance feedback. Women are
much more likely than men to receive feedback exactly once per year (70% versus 59%).

Annual Frequency of Formal Performance Feedback by Gender
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In general, white and non-white respondents appear to receive feedback at similar rates, with non-white
respondents reporting slightly higher rates of more than one instance of performance feedback per year (23%
versus 18%).

Satisfaction with Performance Feedback

Just over half of respondents (53%) reported being satisfied with the performance feedback they receive from
others. Those who receive performance feedback more than two times per year are more than twice as likely as
those who receive feedback once per year to be satisfied with the feedback (75% versus 30%). Similarly, more
than half of respondents (56%) reported being satisfied with the discussions they have about their professional
development as part of receiving feedback, and satisfaction is positively correlated with more frequent
performance feedback. Rate of performance feedback does not appear to affect overall career satisfaction.
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Performance Rating by Others

The survey asked respondents about their most recent performance feedback rating based on a five-point scale
from 1, “unsatisfactory” to 5, “exceptional”. AImost no respondents reported receiving a performance rating of
“unsatisfactory”, so that rating has been excluded from the following graphs.

Overall, 60% of California respondents reported receiving ratings of “exceptional” or “exceeds expectations”,
which is similar to respondents nationally.
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Men and women reported receiving relatively similar performance ratings.

White respondents were 1.5 times more likely to report receiving “exceptional” ratings than non-white
respondents (14% versus 9%).

Performance Rating by Others by Race
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Principals reported the highest frequency of “exceptional” ratings (16%). Staff/Entry Level respondents reported
the highest frequency of “meets expectations” ratings at 48% and had the lowest average rating at 3.47 out of 5,
compared to 3.67 on average for all respondents.

Performance Rating by Others by Position
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Self-Perception of Performance

Respondents were also asked to compare their performance to that of their peers on a scale from “much worse’
to “much better”. Due to a very low response rate, respondents who rated themselves “much worse” have been
incorporated into the “worse” category. On average, California respondents rated themselves better than their
peers at higher rates than national respondents, with nearly half of California respondents rating themselves
“better” or “much better” than their peers, compared to 41% of national respondents, and nearly half ranking
themselves “about the same”.

i

Self-Perception of Performance Compared to Peers
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Men were more likely than women to rate their performance as better than their peers (53% versus 41%). White
men were the most likely to rate themselves as better than their peers (56%), followed by non-white men (46%),
while both white and non-white women were the least likely (42% each) to do so. These trends are similar to
those observed at the national level.

Self-Perception of Performance Compared to Peers by Gender
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Staff/Entry Level respondents were much less likely to rate themselves as better than their peers (27%)
compared to around half of respondents at other position levels. Across position levels other than Staff/Entry
Level, self-perceptions of performance are more consistent; though on average, respondents at lower levels did
tend to view themselves less favorably compared to their peers.

Self-Perception of Performance Compared to Peers by Position
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Discussion Questions

1. How frequently do you like to receive formal performance feedback? Do you feel that the expectations
for your role and for advancement are clearly communicated well ahead of receiving feedback?

2. What are the benefits and drawbacks of more frequent performance feedback, especially for
underrepresented groups such as women or people of color?

3. As an employee, how do you distinguish yourself so that your strong points are apparent to your
manager?
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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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