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Today we will:

Share results from the SEAoNY Self-
Identification Survey

Share

Explore data implications for diversity, 
equity, inclusion, and belonging efforts

Explore

Consider promising practices for 
successful efforts

Consider



The mission of the Structural Engineers Association of New 
York (SEAoNY) Diversity Committee, established in 2018, is to 
advocate for the inclusion and advancement of marginalized 
and underrepresented groups by fostering dialogue, raising 
awareness, and proposing solutions for the betterment of the 
structural engineering community.

SEAoNY Mission
To advance the art of structural engineering by:

● Building a community of 
colleagues

● Sharing knowledge
● Advocating for the profession
● Promoting public safety

Volunteer Engagement / 
Vertical Communication

SEAoNY engages diverse members and volunteers in 
fulfilling and enriching service, facilitating an understanding 
of how their work is strategically aligned with the direction 
of the organization and advancement of the profession.



SEAoNC Committee

2016 Survey

National Committee

2018 Survey

2019 Symposium

2020 Survey

Insight Development (DEI)
Survey Development
Outreach
2023 Symposium
Local Chapters

2018: SEAoNY 
Diversity Committee

Structural Engineering
Engagement and Equity



Defining DEIB

Diversity

The wide variety of 
personal and group 
characteristics 
(identities) that make 
one individual or group 
different from or similar 
to another.

Equity

Fair and just practices 
and policies ensuring all 
can thrive by 
acknowledging and 
addressing structural 
historic and current 
inequities that 
advantage some and 
disadvantage others. 
Assessing and adjusting 
policies, programs, and 
practices to facilitate 
fairness.

Inclusion

Efforts resulting in 
experiences of respect, 
belonging, and full 
engagement. Inclusion 
can be applied to 
policies, programs and 
practices with the 
aggregate effect of an 
inclusive organizational 
culture and climate.

Belonging

The state of acceptance 
and affirmation, 
typically accompanied 
by psychological safety 
and authenticity.  A 
culture of belonging 
makes those feel valued 
by welcoming all 
dimensions of their 
identities, experiences, 
and perspectives. 



Why does DEIB matter?

Generational relevance beyond the business case

Addresses disproportionality and the “Myth of 
Meritocracy”

Privilege of oblivion  = liability and missed opportunities

New reality: “People of the Global Majority”



Affirmation = 
Psychological 

Safety

Psychological 
Safety = 

Innovation



Self-Identification Campaign

134 Total Respondents



9%

41%

25%

14%

8%

3%

18 - 24 25 - 34 35 - 44 45 - 54 55 - 64 ≥ 65

28%

22%
14%

11%

6%

8%

7%
4%

0 - 5 years

6 - 10 years

11 - 15 years

16 - 20 years

21 - 25 years

26 - 30 years

31 - 40 years

> 40 years

Respondent Age Years of Experience



Position Title Years of Experience

28%

22%
14%

11%

6%

8%

7%
4%

0 - 5 years

6 - 10 years

11 - 15 years

16 - 20 years

21 - 25 years

26 - 30 years

31 - 40 years

> 40 years

17%

14%

22%
18%

19%

10%
Staff Engineer / Entry
Level

Project Engineer

Senior Engineer /
Project Manager

Associate /
Shareholder

Principal / Owner

Other



Men
64%

Women
36%

Gender Identity Position by Gender

23%

24%

38%

41%

53%

35%

77%

76%

63%

59%

47%

65%

Other

Principal / Owner

Associate / Shareholder

Senior Engineer / Project Manager

Project Engineer

Staff Engineer / Entry Level

Women Men



position by gender

2020 se3 survey results



69%
Do not Have 

Children
31%

Have Children*

Children/Dependents

*Includes infant through adult 
children/dependents/sick/elderly

62%
Men without 

Children

38%
Men with 
Children

81%
Women without 

Children
19%

Women with 
Children

2020 se3 survey results



Children by position and gender

2020 se3 survey results



Asian or Asian 
American

21%

Black or African 
American

3%

Hispanic or 
Latino

8%

Middle Eastern 
or North African

4%

White or Non-
Hispanic

60%

Other or Mixed 
Race
4%

Race Languages



Position by Race

2020 se3 survey results



4%
Other/Prefer Not 

to Answer

6%
Bisexual

10%
 Gay or Lesbian

80%
 Heterosexual

2020 se3 survey results

Sexual Orientation



Citizenship Status
3%

13%

8%

76%

Lawful permanent resident
(green card)

Naturalized U.S. citizen

Non-immigrant worker

U.S. born citizen or born to
parents with U.S. citizenship



College/University Locations

Manhattan
79%

Other/Brooklyn/
Hoboken/Long 
Island/Staten 

Island/Queens
21%

Non-US college/university
10%

Out of state
36%Other NY 

School
15%

NJ School
4%

Manhattan 
College

10%

NYU
4%

Columbia
11%

Cooper
3%

CCNY
1%

Other
6%



Volunteer/Non-Profit DEI Engagement

No
31%

Yes
56%

No, but interested 
in learning more

13%

10% 10%

27%

31%

22%

1 2 3 4 5

Notable: Student Outreach



Existing Efforts

DEI Committees

Employee Resource Groups (ERGs)

DEI-related annual reports

Programs 

Training



Challenges

No existing efforts

Lack of support 
and engagement 

from senior 
leadership

Inconsistent 
education and 
programming

Council 
effectiveness and 

transparency

Relative diversity 
without inclusion

Passive exclusion 
and lack of 
belonging



Topics of 
Interest

Representation and 
outreach

Understanding and 
affirming identity-
based experiences

Beginning an 
effective program

How to support DEIB 
as an ally

Performative vs. 
substantive efforts



Where and how 
do you begin?

How can efforts be 
inclusive, equitable 

and substantive rather 
than performative and 

tokenizing?

How do you 
address 

resistance, apathy, 
and denial?



Priming the Space: 
providing optimal opportunities for growth

Organizational Culture Organizational Culture

Organizational Culture

ORGANIZATION
IntrapersonalIntrapersonal

Intrapersonal
IntrapersonalInterpersonal

Equitable and 
Multicultural 

policies, programs 
and practices



Intentional Engagement
Intrapersonal

Developing cultural humility 
and engaging in self-
reflection
Understanding your own 
identity-based perspectives 
(and their limitations)
Exploration of biases, 
socialization, and norms that 
affect interactions

Interpersonal

Collective application of 
intrapersonal perspectives 
Leadership, Staff, DEIB 
Committees
Normalization of identity-
based conversations, 
including associated 
discomfort 

Organizational

Multicultural, inclusive, and 
equitable policies, programs, 
practices
Common understandings, 
definitions, goals, strategies
Organizational culture: 
values, beliefs, norms 
(including articulation and 
actualization)

RESOURCES: 
TIME, EXPERTISE, 

BUDGET



Case Study: The NCSEA Journey

Goal: increased capacity for change agency

Board 
engagement 

(2020)

SE3 Summit 
(2019 & 2023)

SE3 
Committee 

Training 
(2024) Integration 

into 
organizational 

strategy



SEAoNY Diversity Committee Training



SEAoNY Diversity Committee Training Fall 2024

Module 5:
Agency for Organizational Change

Module 4:
Privilege, Allyship, and Equity

Module 3:
Inclusive Communication and Microaggressions

Module 2:
Bias Awareness, Socialization, and Identity Development

Module 1:
Cultural Humility and Intrapersonal Engagement

Join us!



Upcoming Workshops

Performative vs. Substantive 
Practices

January 
30

Retention Strategies: Belonging 
and Psychological SpanxMarch 6

Spring – Summer: Recruitment and Community Building Activities



Next Session: January 30
Performative vs. Substantive Practices

Sharon Jankiewicz
Structural Engineers Association of 

New York
sharon.jankiewicz@silman.com  

Shani Dellimore Barrax 
Aurora Change Agency

www.aurorachangeagency.com
Shani@aurorachangeagency.com

http://www.aurorachangeagency.com/


Resources

NCSEA SE3 Committee Publications (including 2020 survey topic briefs)

https://www.se3committee.com/publications

NCSEA SE3 Symposium

https://www.ncseasummit.com/special-program/preconferencesymposium2023

SEA of Northern California (SEAoNC) SE3 Committee Publications

http://www.se3project.org/seaonc-se3-publications.html

Inclusive Recruitment and Hiring Practices Structure Magazine Article

https://www.structuremag.org/?p=24570
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