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1. Introduction

The Mechanical and Civil Engineering Department (MCE) at the California Institute of Technology 

is dedicated to cultivating a community that is diverse, equitable, and inclusive (DEI). To advance 

our DEI goals, it is imperative that we develop an understanding of the current perspectives and 

experiences within our community. Our committee was tasked with reporting on the current 

climate of diversity, equity, and inclusion in our community/our department and providing 

recommendations on how to make sustainable improvements.  

As interpreted by our committee, the term “climate” refers to the level of civility, respect, tolerance, 

and care that members of our community feel and extend towards one another, and whether 

these values are expressed and received independent of an individual’s identity. Identity can 

include, but is not limited to, race, ethnicity, nationality, gender or gender identity, sexual 

orientation, age, physical ability, religion, socioeconomic status, and political views. A 

fundamental aspect of a healthy climate is how our community responds when these values are 

breached. Violations of these values can be as blatant as acts of discrimination and harassment, 

or they can come in the subtle form of microaggressions, which are defined as “a comment or 

action that subtly and often unconsciously or unintentionally expresses a prejudiced attitude 

toward a member of a marginalized group (such as a racial minority).1” Whether overt or subtle, 

a restoration of trust demands that breaches are acknowledged and appropriately addressed. 

Thus, another important part of climate is that members feel comfortable raising issues without 

fear of stigmatization or reprisals, and that when issues arise, they will be taken seriously and, 

where necessary, concrete remedies will be enacted. 

The appointment of our committee was the result of a student-led effort (organized through 

SOPS). The SOPS Climate Committee2 focused on identifying ways in which the MCE 

Department could foster a more diverse and inclusive environment. Committee members sought 

input from faculty, staff, and students through individual meetings and a student/postdoc town 

hall. The SOPS Climate Committee’s goals3 are: 

● Improve community knowledge of available resources and comfort using resources.

● Expand community awareness and transparency of MCE’s reporting process.

● Demonstrate explicit support for improving culture pertaining to inclusivity and diversity.

● Provide professional development and development of cultural/diversity competencies.

● Develop a system for continuous self-examination and reflection.

To reach these goals, they proposed several actions, which included conducting a survey of MCE 

students and postdocs to gauge the current climate within MCE, the charge of the present 

committee.  

1 https://www.merriam-webster.com/dictionary/microaggression 
2 Victoria Lee, Marcus Lee, Alex Choi, and Leah Ginsberg 
3 Presented at the Jan 27th, 2020 SOPS-MCE faculty meeting on Inclusion and Diversity 
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The SOPS Climate Committee also advised that MCE establish a code of conduct addressing 

diversity, equity, and inclusion. This proposal was discussed in a subsequent MCE faculty 

meeting, and this committee was also charged with considering the original resolution and 

finalizing an implementation plan for it. Details pertaining to the proposed code of conduct are 

conveyed in section 3. 

In order to gauge the current climate, the Climate Committee conducted an anonymous 

survey of students and postdocs. The surveyed group comprised individuals who (a) belong to 

the MCE option, or (b) whose advisor’s office is in Gates-Thomas. With the help of Caltech’s 

Center for Inclusion & Diversity (CCID), a survey was designed and deployed on May 28 and 

closed on June 13, 2020. The survey broadly sought student and postdoc perceptions on a range 

of issues related to diversity and inclusion, and on factors leading to those perceptions, such as 

relationships with their peers and advisors, and whether they experienced or witnessed 

discrimination or harassment. Details regarding the methodology and results of the survey are 

discussed extensively in this report and in the Appendices. The survey completion rate was 

excellent with 101 out of 118 responses. Aided by the CCID, the committee analyzed the survey 

results and broadly discussed the implications on the current climate within MCE and drew up a 

set of recommendations for future actions and study (section 5). 

Because of the population size, much of the disaggregated data did not show statistically 

significant differences. However, we had a nearly full population survey, meaning that the data 

are practically complete and represent true differences between groups within our department. 

The trends may or may not be representative of the larger Caltech graduate student and postdoc 

population. We note that in 2019, Caltech participated in the AAU Campus Climate Survey on 

Sexual Assault and Misconduct. Across undergraduate and graduate student populations, the 

response rate was 40.4%. Although the questions are not identical, the AAU survey included 

questions on sex-based harassment and discrimination, campus climate, and knowledge of 

resources. Some of the trends in this survey are mirrored in the larger AAU survey in which 

statistically significant differences were found between groups. Where appropriate, a summary of 

the AAU results is included. The AAU results are disaggregated by undergraduate or graduate 

student status and gender; for a subset of questions, the results are also disaggregated by 

race/ethnicity, sexual orientation, and disability status. Three groups were used for gender: man, 

woman and TGQN. The TGQN grouping includes transgender man or woman, genderqueer or 

nonbinary, questioning, or not listed; because of the small numbers, the TGQN group was not 

split by undergraduate or graduate status. Regarding disability status, students were included in 

this group if they reported a learning disability, ADHD, Autism Spectrum Disorder, mobility-related 

disability, sensory disability, chronic mental health condition, chronic medical condition, or other 

disability or chronic condition. The full AAU results and Caltech’s response are available online.4 

To contextualize our results, it is imperative to note that our survey was distributed three days 

after the death of George Floyd in Minneapolis, Minnesota. His death sparked national attention 

to the Black Lives Matter movement, and a flurry of activity in DEI efforts on campus.  

4 https://www.caltech.edu/about/news/caltech-releases-2019-aau-survey-results 
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During the survey distribution period, an email was sent from the Caltech President’s Office to all 

members of the Caltech community titled “A More Inclusive Caltech,” which described immediate 

actions and long-term goals of the President’s Diversity Council. One of these goals is the 

distribution of a campus-wide climate survey. 

Additionally, our survey was distributed three months after the Caltech campus was shut down to 

all non-essential personnel due to the COVID-19 global pandemic. We asked respondents to 

answer as they would have before the shutdown.  

2. Who are we?

A summary of demographic data collected from the survey is shown in Table 1. After carefully 

analyzing the demographic data, we have adopted the following terminology, which is based on 

the language we adopted in the survey itself, representing how survey respondents self-identified. 

For example, when we refer to men and women, this is based on respondents selecting “Man” or 

“Woman” from a list of gender identities. As the number of respondents identified with specific 

characteristics are sometimes small, we have, whenever possible, aggregated this data for 

populations of less than five to avoid identifying specific individuals. The aggregations we used 

are: 

● Race/ethnicity: Original choices were White, Black or African American, American Indian

or Alaskan Native, Asian, Native Hawaiian or Pacific Islander, Hispanic/Latin(x) or Spanish

Origin of any race, and Other. These have been aggregated into three groups: White,

Asian, and Underrepresented. We note that we have used the term “Underrepresented”

in the non-legalistic sense to represent individuals who did not identify as White or Asian,

regardless of their international status. Of the 15 respondents who identified as

underrepresented, 10 were domestic and 5 were international.

● Gender identity: Original choices were Man, Woman, Transgender, Prefer to self-

describe, and Prefer not to state. These were aggregated into three groups: Man, Woman,
and TGQN.

● Sexual orientation: Original choices were Heterosexual/Straight,

Nonsexual/Gay/Lesbian, Bisexual/Pansexual, Asexual/Aromantic, Prefer to self-describe,

and Prefer not to state. These were aggregated into two groups: Straight and Queer.
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Demographic Categories Number of 
respondents 

Academic status 

G1 13 

G2 18 

G3 15 

G4 12 

G5 18 

G6+ 6 

Postdoc 17 

International status 
International 55 

Domestic 45 

Race/Ethnicity 

White 36 

Asian 49 

Underrepresented 15 

Residence 

Off-Campus, Non-Caltech 55 

On-Campus 24 

Off-Campus, Caltech Owned 21 

Marital status 
Single, never married 83 

Married and/or Divorced 17 

Parental status 
Parent 5 

Not Parent 96 

Gender identity 

Man 77 

Woman 22 

TGQN 2 

Sexual orientation 
Straight 88 

Queer 13 

Socioeconomic 
status 

First gen student 18 

Not first gen 83 

Pell-Eligible 10 

Not Pell-Eligible 80 

Table 1. Demographics collected in the survey. 
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3. Commitment to diversity, equity, and inclusion

While the focus of the committee was on evaluating the current climate in MCE, this exercise is 

predicated on the agreement of the MCE community as a whole that a climate of civility, respect, 

tolerance, and care (expressed independently of any individual’s identity) is both desirable and 

necessary to fulfill our goal of academic excellence. 

While this ideal is already embodied in Caltech’s Code of Conduct, the SOPS Climate Committee, 

the MCE faculty, and the current committee believe there is value in making our own commitment 

to inclusion and diversity more explicit, and making clear the expectation that our community 

members support these values to act in a manner consistent with them. 

To this end, the SOPS Climate Committee suggested that MCE adopt a “code of conduct” which 

parallels the Caltech Honor Code and explicitly addresses inclusion and diversity. They proposed 

that this code would read: 

“All members of the Caltech community have the right and responsibility to 

treat one another with dignity and respect, regardless of their identity, 

including but not limited to gender, gender identity, gender expression, sex, 
sexual orientation, race, ethnicity, socioeconomic status, background, 
nationality, age, disability, religion, and marital and family status. For 

support and additional resources on these matters, please reach out to me 

(Professor X), the MCE Ombudsperson (Holly Golcher), or the Equity 

Office and Title IX. We want to help.” 

They recommended that the code be adopted and widely circulated within MCE in lab group 

policies, course syllabuses, conference policies, and displayed on the MCE website. They also 

recommended that the pledge be accompanied by information directing individuals to available 

resources for handling issues related to the topic. 

While there is broad agreement amongst students, postdocs, faculty, and staff regarding the aims, 

concerns were raised regarding the relationship between department policy and Caltech’s official 

Code of Conduct5. Likewise, the term ‘Code of Conduct’ begs the question of how such a code 

would be enforced either independently or in coordination with the enforcement of existing, 

relevant Institute policies.  

To prevent conflict in terminology and retain the spirit of the original idea, our committee 

reinterpreted the SOPS Climate Committee’s suggestion as a statement of aspiration entitled 

MCE Commitment to Diversity, Equity, and Inclusion.  

5 http://codeofconduct.caltech.edu 
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The statement reads: 

MCE is an inclusive community committed to bringing out the best in one 

another, providing equitable treatment and support to each member, and 

celebrating our common pursuit of scholarship as enhanced through our 

individual differences. We welcome and respect all members regardless of 

their role at Caltech or their race, ethnicity, nationality, gender or gender 

identity, sexual orientation, age, physical ability, health status, religion, 

socioeconomic status, or political views. 

We urge that this statement be adopted by MCE and appear prominently as a tab on the MCE 

website, and with a major element on the home page stating this Commitment and linking to a 

special webpage. This webpage would collect together resources for the community, including 

links to: 

● The SOPS Climate Committee slide presentation

● This report

● Reports from the MCE Sustainable Strategy for Enhancing Existing Diversity (SEED) Task

Force (when available)

● Non-discrimination policies in admissions and hiring, etc.

● Current statistics about our diversity along with details of our different constituencies

(undergrad, grad, postdoc, faculty, and staff)

● Links to Caltech’s Title IX Office, the CCID, and other resources

● Links to external resources

● Links to information on health/disabilities, including mental health resources

The committee also hopes that this diversity page would represent the communal aspects of 

MCE, with the focus on people. The page should be bright, modern, and inclusive in feel. It could 

include vignettes related to diversity and inclusion in the department, as well as links to 

educational and social activities around building diversity and inclusion. 

We further recommend that MCE research groups, syllabi, and seminar/conference materials 

reference the Commitment, link to the web page, and discuss it with participants. For documents 

and discussions, people are encouraged to tailor the language to reflect their own voice and to 

ensure that it models a commitment rather than a disclaimer. 

Finally, as SOPS has proven a most valuable and productive instrument for enhancing MCE’s 

inclusion and diversity efforts, we strongly suggest SOPS be given a prominent element/link on 

the MCE homepage. The committee also feels that the current website, while informative on 

technical matters, does not adequately portray the vibrant, dynamic community of people that 

comprise the department. In our opinion, the above changes will help improve the website. 
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4. Survey analysis

4.1 Overall climate (Questions:19,17,55,31,11.6-11.11,13.1,13.3-7,15) 

The general themes of the questions in this portion of the survey were: 

● Are students and postdocs respected and are their contributions valued?

● Are the learning and research environments in the department inclusive?

● Are students engaged with faculty beyond their advisor?

● Do students and postdocs view their peers, the faculty, the department, and the Institute

as inclusive and diverse and/or sufficiently committed to these goals?

While a vast majority (86%) of students/postdocs view themselves as trying “a great deal” or 

“somewhat” to create a welcoming environment for others in the lab/classroom/office (Q19),  

Figure 1. Climate perception in MCE as reported by Q17. Percentages correspond to respondents 

indicating a numeric response of 1-2 (red) or 3-5 (blue), with 1 being the least favorable quality. 

this effort is not fully representative of how certain participants feel about the inclusiveness 

(tolerance/respect/lack of discrimination) of the department as a whole.  
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Questions 17 and 31 probed how students and postdocs view the department as being accepting 

of individuals with a range of characteristics. While the vast majority (92.9%) of respondents 

viewed the department as non-discriminatory (strongly or somewhat), only 81% of women did. Of 

women, 27.3% also evaluated the climate as sexist. Having witnessed harassment also led to 

more respondents viewing the department as discriminatory. Of those who reported witnessing 

harassment (Q22), 30.4% evaluated the climate as sexist. The climate perception is summarized 

in Figure 1, where 89.8% of students and postdocs view the climate as non-racist, and only 1 of 

15 survey participants who self-identified as other than White or Asian rated the climate as racist, 

but 18.2% of women did. Indeed, women were also more likely to view the climate as homophobic 

(13.6% compared to 7.1% overall), and intolerant of disability (18.2% compared to 8.1% overall). 

Similar results were reported when individuals were asked the extent to which they agreed with a 

series of statements regarding whether students of various identities were disrespected (Q55). 

Overall, results showed that at least some students felt disrespected (ranging from about 4-15% 

of respondents) on account of their racial/ethnic identity, gender identity or expression, sexual 

orientation, political views, and socioeconomic status. 

We also asked whether they avoided disclosing identities for fear of negative consequences, 

harassment, or discrimination (Q31). Forty-nine such incidents were recorded. The most 

commonly avoided disclosures related to political viewpoint (17) and mental health history. These 

trends were mirrored in the responses about disclosure of identity to one’s advisor (Q29). Other 

incidents, including sexual orientation and gender identity, while less commonly cited, represent 

a considerable fraction of students reporting these identities. 

Survey participants were asked about their perceptions of a range of climate-related issues both 

within MCE (Q11,Q13) and the Institute (Q15). Overall, only 65.6% of respondents in general, 

and 53.4% of underrepresented respondents agreed (somewhat or strongly) that MCE has an 

adequate commitment to diversity. When asked about whether their advisor showed that diversity 

is important through their actions, 68.7% agreed that they did, and this rose to 93.3% amongst 

underrepresented respondents (the remaining 6.7% of underrepresented responses were 

neutral). 

With respect to the Institute, we noted that overall students were less positive about the climate 

than in MCE, but in designing our survey, we asked slightly different questions about the Institute 

than the department. This design flaw precludes strong conclusion about differences between 

perceptions of the climate in MCE versus the Institute as a whole. The present snapshot of 

attitudes must be interpreted in the context of the flurry of society-wide concern for diversity and 

inclusion issues following the Black Lives Matter protests concurrent with this survey. 

When asked whether they had opportunities for academic success similar to those of their 

classmates, 79.8% of all respondents agreed (somewhat or strongly), and 93.3% of those 

identifying as underrepresented (where the remaining responses were neutral). 

Apart from the difference in underrepresented responses to this question, there were only minor 

variations amongst other categories of respondents.  
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While it is concerning that overall 7.1% of students disagreed that they had similar successes to 

their classmates, the contributing factors of this perception are unclear. It was, however, 

encouraging that an underrepresented identity was not one of the factors. 

A related question asked students and postdocs whether they feel they have to repeatedly prove 

themselves to receive the same level of respect and recognition as their peers. Here 28% of 

respondents agreed (somewhat or strongly) overall, but this rises to 46% for women. Thus, while 

students and postdocs generally feel that they are afforded the same opportunities, they 

(particularly women) are less confident that they will be equally recognized for their contributions. 

Some questions addressed relationships between students and faculty in general (as opposed to 

their advisor). When asked if faculty take the initiative to inquire about their welfare, 57% of 

respondents agreed (somewhat or strongly), and 72.3% agreed that faculty were genuinely 

concerned about their welfare. Just over 70% agreed that there are faculty they perceive as role 

models. A little over half (51%) of respondents agreed that they knew at least 3 faculty who could 

write them a letter of recommendation, somewhat lower than could be desired. And 59% agreed 

that they had relationships with faculty beyond their advisor. It is certainly encouraging that a 

strong majority of students feel that faculty are genuinely concerned for their well-being. However, 

our results have indicated that a considerable number of students do not feel comfortable 

broaching certain topics with their advisors (Q12).  

In a particularly concerning result, 26% of students felt somewhat uncomfortable discussing 

concerns about their mental health with their advisor (including requesting time off to manage 

these concerns). Studies6 show that anxiety disorders, depression, eating disorders, and alcohol 

abuse each occur in almost 10% of college students. At the same time, mental health issues are 

often a root cause of academic problems and delays in graduation. Therefore, it is deeply 

concerning that students are uncomfortable discussing mental health issues with their advisors, 

and fear stigmatization for disclosing these issues both to their advisors, peers, and others. 

Other questions addressed the level of respect afforded to individual students in meetings and 

classes. Here there were larger variations amongst respondents. When asked whether 

respondents felt if their opinion, even if controversial, was valued when they speak up in meetings 

and classes, 70% agreed (somewhat or strongly). This falls to 50% of women, and rises to 75% 

of men, and 94% of postdocs. Encouragingly, no underrepresented respondents disagreed (i.e., 

they were either neutral or agreeing.) Similar trends were observed when asking whether students 

were interrupted while talking in meetings or classes, and when asked whether others received 

credit for ideas they originally offered (though for the latter, only 13% of respondents agreed).  

As a note, the AAU survey had several questions on issues related to campus climate. Of 

graduate women, 20% reported that they feel very or extremely connected to the Caltech 

community; the corresponding rate for men is 28%.  

6 https://www.ncbi.nlm.nih.gov/pmc/articles/PMC4527955/ 
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These differences are statistically significant. When asked about whether students are concerned 

about the well-being of other students, men and women reported that they are extremely or very 

concerned about their peers at similar rates (40%).  

4.2 Experiencing and witnessing discrimination and/or harassment 
(21,32,33,48,34,35,36,38,22,24,26,49,27,28,50.2) 

The committee sought to answer the following questions: 

● Are students and postdocs experiencing and witnessing discrimination?

● What are the impacts of discrimination and harassment on their personal lives and

academic progress?

● Do they fear stigmatization and/or retaliation for reporting or responding to incidents?

Students were asked whether they experienced discrimination or harassment, and, if they had, a 

series of follow-up questions regarding whether the incidents were reported, addressed, and what 

were the consequences on their academic progress. For this survey, we defined discrimination 

and harassment as follows (respondents were shown this definition): 

Discrimination is the unfavorable treatment of a person based on that person’s 
race, ethnicity, national origin, socioeconomic status, age, perceived or actual 
physical or mental disability, pregnancy, sex, sexual orientation, gender identity, 
marital status, creed, religion, or political beliefs. 

Harassment is a form of discrimination consisting of physical or verbal conduct 
that denigrates or shows hostility toward an individual because of their race, 
ethnicity, national origin, socioeconomic status, age, perceived or actual 
physical or mental disability, pregnancy, sex, sexual orientation, gender identity, 
marital status, creed, religion, or political beliefs. Harassment occurs when the 
conduct is sufficiently severe and/or pervasive that it alters the terms or 
conditions of employment or substantially limits the ability of a student to 
participate in or benefit from the college’s educational and/or social programs. 

Students were given three choices: “No,” “Yes,” and “I think so.” Out of 100 responses, 9 

individuals responded “Yes” and 7 responded “I think so,” both of which are regarded as 

affirmative in what follows.  

Of these 16 incidents only 3 were reported, with 1 report to the Title IX Office, 1 report to an 

advisor, 1 report to another faculty member/instructor, and 2 reports to a staff 

member/administrator. Regarded as unresolved were 2 of the 3 reported incidents, and in all 3 

cases, respondents stated that they were “somewhat dissatisfied” with how the report was 

handled. 
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Of the 13 incidents that went unreported, 4 students cited an “indifferent, hostile culture,” 1 student 

cited “fear of retribution,” and 3 students cited that “nothing would happen.” The remaining 5 cited 

that the incident was “not a big deal.” The survey also included choices for not knowing where or 

to whom to report incidents, which were not selected.  

Those experiencing harassment or discrimination reported negative consequences of these 

incidents. Of those individuals, 6 would not recommend Caltech to a prospective 

student/faculty/staff member, 3 considered taking a leave of absence, and 1 considered dropping 

out. Including 6 participants that indicated the incident interfered with their academic/professional 

performance, 7 indicated that it created an intimidating, hostile, or offensive social, academic or 

work environment, and 11 cited personal/emotional distress. Note that these responses are not 

mutually exclusive—respondents were free to check as many outcomes of 

harassment/discrimination as they thought applied. 

Who are the individuals reporting these incidents? In cross-tabulating with demographics, one 

factor was statistically significant: the rate of incidence for women was 41% compared to 16% 

overall and 9% for men (Figure 2, see Q21). As for other identities, 30% of queer respondents 

and 6.7% of underrepresented respondents reported incidents. Given the small numbers of 

respondents with these identities, we should not necessarily conclude that queer and 

underrepresented students are more and less likely, respectively, to be victims of 

harassment/discrimination.  

Figure 2. Experience with discrimination or harassment at Caltech, as reported by Q21. 

Disaggregated data by gender illustrates that women are disproportionately affected by issues of 

discrimination or harassment. 



12 

Respondents were then given a list of discriminatory/harassment situations and asked whether 

they had experienced or witnessed them, providing the results shown in Figure 3 (Q22). In total, 

there were 197 incidents reported, with the most common being related to sexist jokes (24.4%), 

inappropriate comments about a person’s body (19.3%), implying that admission standards are 

relaxed for women (16.8%), and offensive jokes about LGBTQ+ people (14.2%). Note that for this 

set of questions, participants were free to identify more than a single type of incident. When asked 

to identify the status of the offending individual, respondents identified predominantly graduate 

students (70.3%), and a lesser number of postdocs (16.2%), undergraduate students (6.8%), and 

faculty (4.1%). Respondents claimed that 17% of these incidents occurred in an office, conference 

room, or classroom, with the remainder occurring in other spaces (residences on and off campus, 

dining halls, recreational spaces, via the internet, etc.). The most common response as to where 

incidents occurred was “At a dining hall, recreational space, or athletic facility.” There were 5 

incidents reported to have occurred in the presence of a faculty member. 

Figure 3. Incident count for a range of harassment or discrimination actions & situations, as 

reported by Q22. 

There were some differences in the number of harassment incidents being witnessed by 

different groups. On average, domestic respondents reported witnessing 3 times more 

harassment incidents than international respondents, and graduate students reported 1.4 

times as many incidents as postdocs. The latter difference might be associated with a 

greater frequency of interaction in non-office settings amongst graduate students and postdocs. 

Interestingly, there were no other statistically significant differences in which groups 

reported witnessing/experiencing harassment, including between men and women.  
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Given the much larger number of incidents recorded here than those recorded when asking 

respondents directly if they had experienced harassment, we may assume that a large fraction of 

those responding to the present question witnessed harassment of others. This implies that men 

who report witnessing harassment recognize harassment in the same way that women do, 

although they report experiencing harassment less. 

Witnessing incidents of discrimination and harassment has had a non-negligible impact on 

students and postdocs. Survey participants witnessing harassment reported a variety of negative 

reactions when asked how they felt about what they observed. Of these reactions, 25 individuals 

felt embarrassed, 25 felt angry, and 8 felt depressed. As well as 9 individuals that felt some sense 

of responsibility for what happened. With 6 individuals that felt like retaliating. Individuals that 

reported having trouble focusing on their work were 5, and 3 felt like getting away from campus. 

We note again that respondents were free to check as many outcomes of harassment or 

discrimination as they thought applied. 

Those witnessing harassment were asked what actions they took after the incident. The most 

common response (19) was, disappointingly, “I am used to it, so I did nothing.” Other common 

indirect actions reported included telling a friend or family member (18) and avoiding the harasser 

(13).  

Seventeen respondents confronted the harasser either immediately or later. Three respondents 

said they did not report the incident for fear it would not be taken seriously, two respondents did 

report; of these two, one stated that it was taken seriously and one felt that it was not. Three 

respondents reported telling someone in the HR/Dean’s Office/Graduate Office/TiX/CCID and two 

told a faculty member. 

In a closely related question (Q50.2), only 50% of respondents were not worried about being 
stigmatized by bringing up issues of discrimination and harassment, falling to 19% of women, 
20% of queer respondents, and 30% of underrepresented respondents. Given the reported 
prevalence of discrimination/harassment incidents, this is a worrying result of the survey. 

Finally, we note that when cross-tabulating between witnessing harassment and general climate 
views of the department, survey participants witnessing harassment were less likely (in a 
statistically significant manner) to feel positively toward the department’s climate (Q13.1) as it 
pertains to our commitment to diversity.  

The AAU Campus Climate Survey on Sexual Assault and Misconduct had several questions on 
the prevalence of sexual harassment; many of the AAU survey results mirror findings of the 
current survey. From AAU results, 52% of female graduate students, 26% of male graduate 
students, and 80% of TGQN undergraduate and graduate students (these groups were combined) 
reported experiencing some form of harassing behavior (sexual remarks; inappropriate comments 
about your or someone else’s body; tried to get you to talk about sexual matters when you did not 
want to; used social or online media to communicate offensive sexual remarks; continue to ask 
you to go out when you had said no). These differences are statistically significant.  
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Of those who experienced these behaviors, 30% of female graduate students, 8% of male 
graduate students, and 46% of TGQN students reported that the behavior either interfered with 
their academic performance, limited their ability to participate in academic programs, or created 
an intimidating or hostile work environment. These differences are also statistically significant.  

For those who have experienced harassing behavior, the AAU survey was further disaggregated. 
Non-heterosexual women and non-heterosexual men report higher rates of experiencing 
harassing behavior (66% and 50%, respectively) than their heterosexual peers (47% and 23%); 
these differences are statistically significant and differ from the data on queer/straight students 
and postdocs found in the MCE survey. Hispanic/Latina women report rates significantly higher 
than non-Hispanic/Latina women (67% versus 50%). When disaggregated by race, the reporting 
rates are 65% for White women, 54% for other/multi-racial women, and 32% for Asian women. 
Other/multi-racial men have the highest reported rates of experiencing harassment (49%), 
followed by White men (32%) and Asian men (14%). (Note, some data were suppressed because 
of small cell size.) For students who reported that they have a disability, women and men reported 
higher levels of harassment (69% women and 41% men) than students who did not report a 
disability (44% and 23%, respectively); these differences are statistically significant.  

Of all students who experienced harassing behavior, 83% did not report the incident to a program 
or resource (78% of graduate women, 92% of graduate men, and 60% of TGQN students did not 
report). The most common reason for not reporting (for all demographic groups) is “I did not think 
it was serious enough to contact programs or resources.”  

The AAU survey asked whether students “notice someone at Caltech making inappropriate sexual 
comments about someone else’s appearance, sharing unwanted sexual images, or otherwise 
acting in a sexual way that you believed was making others feel uncomfortable or offended.” Of 
graduate women, 32% responded “yes,” 16% of graduate men, and 64% of TGQN students. The 
majority of graduate students reported that they took action after observing the behavior. When 
asked if students “have witnessed a pattern of ongoing sexual comments or behaviors that made 
you concerned that a fellow student at Caltech was experiencing sexual harassment,” 13% of 
graduate women responded “yes,” 6% of graduate men, and 21% of TGQN students.  

Much of the AAU survey’s focus was on sexual assault, stalking, and intimate partner violence. 
Except for intimate partner violence, graduate women and TGQN students reported experiencing 
these incidents at statistically higher rates than men. An additional area of concern is that 20% of 
graduate women think that it is extremely, very, or somewhat likely that they will experience sexual 
assault or other sexual misconduct in the future while enrolled at Caltech; in contrast, 2% of men 
report similar concerns. In terms of perceptions of Caltech, 50% of graduate women and 32% of 
graduate men reported that sexual assault or sexual misconduct is somewhat, very, or extremely 
problematic at Caltech. For TGQN students, 30% indicate that it is somewhat likely that they will 
experience sexual assault or other sexual misconduct at Caltech, and more than 60% indicate 
that these issues are somewhat problematic for Caltech. These differences are statistically 
significant and demonstrate that many female and TGQN students experience and perceive 
issues around sexual assault and sexual misconduct differently than their male colleagues.  

4.3 Tools and Resources (13.2,44,18) 

The survey had three questions (Q13.2,Q44,Q18) related to whether students were aware of 

and/or using specific campus resources to respond to discrimination and harassment.  
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Our goal in asking these questions was to gauge the level of awareness and determine whether 

awareness of tools and resources impacted other issues mentioned in the survey. 

Specifically, when asked whether respondents were confident that they had the tools to respond 

effectively if they witness hostile, harassing, or intimidating behavior, 68% were somewhat or very 

confident, 11% were neutral, and 21% were somewhat or very unconfident. Women were less 

confident, with 41% confident, 23% neutral, and 36% unconfident. 

When individuals were asked if they were aware of procedures for reporting harassment or 

discrimination, 53.6% agreed (somewhat or strongly) that they did. Of particular concern to this 

committee is that respondents who witnessed at least one incident of harassment or 

discrimination (Q22) felt less aware (in a statistically significant manner) of the reporting 

procedures for such incidents than peers who had not witnessed such incidents (Q13.2). This 

survey outcome is perhaps indicative that students who have not witnessed harassment and 

discrimination overestimate their ability to connect to the appropriate resources. Domestic 

respondents were also less likely to agree than international ones. 

Students were asked how often they used various resources on campus. Apart from the library, 

most resources were infrequently utilized. Statistically, the use of resources was largely 

uncorrelated with having experienced or witnessed harassment, except for a mild positive 

correlation with the use of the counseling center amongst those who had. 

These questions would be particularly interesting to repeat in a future survey, as the MCE 

Department has heavily encouraged research groups to invite Caltech’s Equity and Title IX Office 

to hold a training in their respective group meetings. We hope that these trainings will increase 

the percentage of respondents who feel confident that they have the tools to respond effectively 

to witnessing hostile, harassing, or intimidating behavior. 

4.4 Advisor relationships (12,50,29) 

The primary purpose of these questions was to assess whether students and postdocs feel 

comfortable raising a range of topics related to their academic progress, both technical and non-

technical, with their advisors. 

We polled individuals on their relationship with their advisor, including whether they are 
comfortable in discussing four specific topics (Q12.1-12.4), whether they have fear of 
repercussions for bringing up any topic (Q50.1) and specifically, harassment and discrimination 
(Q50.2), and, finally, whether they refrained from disclosing/discussing aspects of their identity 
for fear of negative consequences (Q29). 

Overall, the majority of students and postdocs felt “somewhat comfortable” or “extremely 
comfortable” bringing up topics with their advisors: 66% felt comfortable asking for more hands-
on guidance; 69% discussing changes in research direction/focus; 56% with the discussion of 
their mental health; and 60% with overall well-being. Postdocs were the most comfortable 
discussing all of these topics with their advisors.  
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Similarly, men and international individuals also felt more comfortable with all four of the 
discussion topics compared to those identifying as women or residents of the U.S. Because the 
MCE postdoc community all identify as men and primarily identify as international, postdoc status 
is more pivotal in determining comfort with the advisor as opposed to gender identity or nationality. 
Queer students/postdocs are less comfortable discussing mental health and overall well-being 
with their advisors than discussing research issues (50% as compared to 80%). These results 
were largely reproduced in a query about fear of repercussions for raising topics of concern with 
the advisor, with 94% of our postdocs agreeing (somewhat or strongly) that they could raise any 
topic, as compared with 74% of graduate students.  

Similarly, these numbers were slightly lower for those identifying as women (70% agreed) or 
queer (60% agreed). In the follow-up question regarding raising the specific topic of discrimination 
and harassment7, 50% of respondents said that they “strongly disagree” or “somewhat disagree” 
that they would be stigmatized by raising this topic (Figure 4). Postdocs (69%), men (58%), and 
international students/postdocs (56%) were more likely to disagree with this statement. Most 
concerning is that only 19% of women (compared to 58% of men) and 20% of queer respondents 
(compared to 54% of straight respondents) disagreed with this statement. Importantly, 60% of the 
MCE women and queer students/postdocs are concerned with being stigmatized for bringing up 
issues of discrimination or harassment.  

Figure 4. Concern about stigmatization for bringing up issues, as reported by Q50 part 2. Disagree 
includes responses “disagree strongly” and “somewhat disagree.” Agree includes responses 
“agree strongly” and “somewhat agree.” 

7 This question has also been discussed in section 4.1. We note that the wording of this question was 
ambiguous as to whether respondents were being asked specifically about the advisor relationship in 
relation to being stigmatized. Future surveys utilizing this question should rectify this ambiguity. 
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The AAU survey had several questions about relationships with advisors. Similar to the current 
survey, graduate women reported lower rates concerning comfort level in seeking advice from 
faculty or staff about something personal (22% of women reported extremely or very comfortable 
versus 29% for men). When asked the level of concern that faculty or staff have about their well-
being, 23% of women and 39% of men reported extremely or very concerned. These results are 
statistically significant.  

4.5 Work-life balance (10,11.1-11.5,14) 

While pursuing a Ph.D. degree and completing postdoctoral studies are universally acknowledged 

as intense activities requiring devotion and stamina, maintaining a healthy work-life balance is 

essential for creativity and productivity in research, and to protect the health and well-being of 

students and their families. The survey sought to understand how students and postdocs in the 

department viewed their work-life balance in this context. We asked participants to report on how 

many hours they work in a typical week (Q10), their perceptions around their work-life balance 

(Q11.1-11.5), and whether they participate in selected activities related to diversity and inclusion 

(Q14).  

Their responses are indeed indicative of a dedicated and hard-working cohort, with about 71% of 

students who reported working 40-59 hours per week, with 24% working more than 60 hours per 

week. There were minor differences in working hours by identity, but postdocs reported working 

more hours than graduate students (35% working more than 60 hours per week). As presented 

in Figure 5, 57% of respondents agreed (somewhat or strongly) that they have a healthy work-life 

balance, while 43% disagreed or were neutral. Following these results, individuals were also 

asked if they thought they were working at a sustainable pace where they would not burn out, 

with just 54% agreeing that they were.  Not surprisingly, these responses correlated with the 

number of hours worked, with just 38% of those working more than 50 hours per week reporting 

having a healthy work-life balance. Working 40-49 hours per week correlates most closely with a 

positive work-life balance, which is also shown in Figure 5. Splitting the responses by year of 

study shows no notable variations except that 46% of G1 students disagreed (somewhat or 

strongly) that they have a healthy work-life balance. 
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Figure 5. Perception of having a healthy work-life balance, as reported by Q11. Disaggregating 

the data based on self-reported work hours per week seems to indicate a favorable work-life 

balance for those working 41-49 hrs/wk, while those working 50+ hrs/wk showed a marked 

dissatisfaction with their work-life balance. 

Figure 6. Indication of peer pressure to work beyond personal comfort, as reported by Q11. 

Disaggregating the data for men and women indicates peer pressure affecting women more than 

men. 
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Are students being pressured to work more than that which would allow them to have a healthy 

work-life balance? Participants were asked if they felt pressured by their advisor or peers to work 

more than which they were comfortable. Whereas 77% of students disagreed (somewhat or 

strongly) with the statement that their advisor pressures them to work more, only half (51%) of 

the respondents agreed that their advisor gave clear expectations about how much they should 

work. Regarding peer pressure, 57% disagreed with the statement that their peers pressure them 

to work more than they are comfortable with, and there were differences among women, with 

Figure 6 showing 59% of them affirming peer pressure to work more, compared to just 12% of 

men. 

Students were asked how frequently they participated in various activities related to community 

service and participation in lectures, training, discussion, art, or performances related to diversity, 

racial/ethnic issues, gender/gender identity issues, disability issues, and politics and religion. The 

results show that students are modestly engaged in these issues, with a majority participating in 

such events at most once or twice a quarter. While there were some differences amongst topics 

and respondents from different demographic groups, no overarching message is apparent in this 

data. 

5. Summary and recommendations

The MCE Department, spurred on by the leadership of SOPS, has taken an essential step in 

looking at the experiences of our graduate students and postdocs around the issues of diversity 

and inclusion. The results of our survey show that the majority of our students and postdocs agree 

that they have a healthy work-life balance; that they are comfortable bringing up issues related to 

research or their own well-being with their advisors; that they view the department as non-racist, 

non-sexist, non-homophobic, accepting of religious differences and accepting of disability 

accommodation. However, a strong organization allows the minority voices to be heard and uses 

those voices to improve the environment for the community.  

The disaggregated data show clear areas for concern. When asked if they had experienced 

discriminatory behavior and/or harassment, women and queer students/postdocs were more 

likely to respond “yes” or “I think so” than men and straight students/postdocs. Women responded 

less positively than men to questions related to climate, such as feeling as though their ideas 

were valued when they speak up in meetings or classes. Notably, women are also more likely to 

be concerned with being stigmatized for bringing up issues of discrimination or harassment. 

Although the responses of queer students and postdocs are more positive than for women 

regarding climate, they are also more likely to be concerned about being stigmatized for bringing 

up issues than straight students/postdocs.  

Because of the relatively small number of survey respondents, the differences between groups 

were often not statistically significant. However, the 2019 AAU showed that graduate women 

experience and witness statistically higher levels of sexual harassment than men.  
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Statistically significant differences are also found for non-heterosexual men and women 

compared to their heterosexual peers, Hispanic/Latina women compared with non-Hispanic 

women, and students with a disability compared to students without a disability. At 80%, more 

TGQN students report experiencing sexual harassment than any other group on campus.  

While the primary purpose of this committee was to collect and analyze data on DEI, we feel that 

the results warrant action at both the departmental and individual levels.  We begin by outlining 

some broad goals: 

1. It is crucial that faculty appreciate and acknowledge those who have experienced

harassing or discriminatory behavior may have serious and lasting negative

consequences that impact their view of Caltech, their level of interaction with their advisor,

ability to focus on their work, and overall well-being. Faculty members should take every

step to ensure that their own behavior is not the source of complaints.

2. The MCE Department must continue to build an inclusive and diverse community, which

includes some of the steps that we are currently taking (the MCE statement on DEI and

the recent efforts to introduce bystander training and unconscious bias training within the

department). We note that the Task Force on Sustainable Strategy for Enhancing Existing

Diversity in MCE chaired by Chiara Daraio will be making recommendations on

recruitment and retention. We support these efforts, including plans to diversify the

graduate student and postdoctoral scholar community.

3. Individuals who have experienced harassing or discriminatory behavior report negative

consequences that may limit their ability to engage fully in Caltech’s academic, research,

and social environments. To mitigate the harmful effects, the department and Caltech

should ensure that resources are available and best practices followed to support these

community members.8 In addition, MCE and Caltech should convey the message that

reporting of these incidents is appropriate and honorable; no one should feel stigmatized.

The community should be aware of the reporting process, including informal reporting;

students/postdocs should feel confident that they have the tools to support their peers and

intercede when necessary. The MCE faculty should all be knowledgeable and aware of

how to respond to incidents that they may see or reports that they receive.

4. Faculty should provide guidance to their advisees that promotes trust and encourages

honest communication. Some students and postdocs, however, may never be fully

comfortable with discussing personal information with their advisor, especially because of

the difference in power. Moreover, students benefit from having research/personal

interactions with more than one faculty member. The MCE department should ensure that

every student has at least one Caltech faculty member beyond their PI with whom they

interact.

8 See examples in Sexual Harassment of Women: Climate, Culture, and Consequences in Academic 
Sciences, Engineering, and Medicine, P.A. Johnson, S.E. Widnall and F.F. Benya, editors; National 
Academies of Sciences, Engineerings and Medicine (2018). 
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5. The MCE department should promote processes that support the well-being of community

members. Graduate school and postgraduate work can be stressful, which in turn can

initiate or exacerbate health issues, particularly mental health disorders. Apart from the

trauma of stigmatization, fear of stigma is a major factor preventing individuals from

seeking medical attention and/or counseling for these problems. Therefore, we need to

work towards destigmatizing mental health issues and make clear that those who are

suffering from any health issues are protected by the MCE Commitment to Diversity,
Equity, and Inclusion.

How do we achieve these goals? The committee recommends the following concrete actions: 

1. MCE should adopt the Commitment to Diversity, Equity, and Inclusion presented in section

3, and emphasize it along with our DEI efforts on the MCE website. Recommended

elements for the website are discussed in section 3 of this report. The website should also

state explicitly and unequivocally that harassing and discriminatory behavior are not

acceptable and relate our commitment to continue to work to reduce the incidence of these

behaviors.

2. MCE should develop a tradition of distributing surveys and reports on DEI that continually

measure and analyze the DEI climate. In subsequent surveys, many questions may

change as we learn more about survey design, advance some DEI efforts, and receive

feedback from the community. Still, future surveys will always have the option to use this

report as a point of comparison. We should continue to coordinate future surveys with the

CCID to ensure that our survey is constructive and can be used to compare our community

to the campus as a whole.  The survey, report (and a subsequent town hall meeting to

discuss the results) should be repeated every two or three years. This both gives MCE the

tools to identify issues of present concern in the department and also signals a strong

commitment toward self-reflection and improvement. The present committee can serve as

a template for this. In addition, we propose that focus groups be added to this process to

expand community involvement. These groups would be assigned based on issues raised

in surveys, and be composed of faculty, students, postdocs, and staff. These focus groups

would consult outside experts and information, solicit community feedback, and make

suggestions of best practices in the form of a written document to the department

administration. Focus groups could report on their findings in subsequent town hall

meetings. Some ideas for first topics are:

a. How do we normalize the discussion of mental health in the workplace?

b. How do we promote student-faculty engagement beyond the normal advisor-

advisee relationships?

We intend to solicit participation in focus groups of this style after the town hall. 

3. MCE should hold a town-hall style meeting to discuss this report. Since an in-person

meeting is not possible for the foreseeable future, the event should be held via

videoconferencing. The town hall should follow within a few weeks of the release of this

report and should feature a clear agenda, and an interactive format conducive to making

achievable progress in a short time (suggested length is 90 minutes).
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A tentative agenda is: 

a. (10 min) Background and survey design (committee chair)

b. (20 min) Review of data and key takeaways (committee members)

c. (10 min) Review of committee recommendations (committee chair)

d. (30 min) Six breakout sessions to discuss key takeaways and brainstorm about

potential focus groups (committee members lead breakout sessions)

e. (10 min) Resources and broader initiatives (potentially led by Title IX Office)

f. (10 min) Summary and call for volunteers (committee chair)
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Appendix A: Methodology 

The MCE Climate Survey was conducted by the Caltech Center for Inclusion and Diversity's 
Qualtrics account using a panel distribution. In order to avoid ballot stuffing and multiple entries, 
each participant was assigned a unique URL to access the survey. Once students and postdocs 
completed the survey, responses were collected and stored within the Qualtrics server. These 
data were analyzed, aggregated, and reported by Dr. Hanna Song, Senior Director for Inclusion 
and Diversity. Individual unit-level data were not shared with any member of the MCE Climate 
Committee. All data will remain confidential, and any future requests for data analysis should be 
routed to the MCE Climate Committee. 
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Block: Demographics (16 Questions) 
Standard: Work-Life Balance/Working Conditions (4 Questions) 
Standard: Block 2 (3 Questions) 
Standard: Engagement/Partcipation (2 Questions) 
Standard: Caltech as an institution (3 Questions) 
Standard: Discrimination/Harrassment (9 Questions) 
Standard: Witnessing Others (6 Questions) 
Standard: Block 6 (3 Questions) 
Standard: Thank you/End Block (1 Question) 
Page Break 
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Appendix B: Survey 

MCE Climate Survey - Revised 

Survey Flow 
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Start of Block: Demographics 

Q1 Thank you for participating in the 2020 MCE Climate Committee Survey. The following 

questions are designed to reflect student and postdoctoral scholar experiences during normal 

working conditions in the MCE Department.    

For the purposes of this survey, please try to answer based on your experiences and 
perspectives within the department prior to the campus COVID-19 shutdown.     

Q2 Which role best describes your affiliation with Caltech: 

o Graduate Student  (2)

o Postdoctoral Scholar  (3)

Display This Question: 

If Q2 = 3 

Q3 How many academic years have you been at Caltech? (Please round to the nearest tenths 

value): 

________________________________________________________________ 

Display This Question: 

If Q2 = 2 

B-
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Q45 Are you a: 

o G1  (1)

o G2  (2)

o G3  (3)

o G4  (4)

o G5  (5)

o G6+  (6)

Q4 What best describes your race/ethnicity: (Check all that apply) 

▢ Hispanic/Latin(x) or Spanish Origin of any race  (7)  

▢ White  (1)  

▢ Black or African American  (2)  

▢ American Indian or Alaskan Native  (3)  

▢ Asian  (4)  

▢ Native Hawaiian or Pacific Islander  (5)  

▢ Other  (6) ________________________________________________ 

B-
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Q39 Are you an international student/postdoc? 

o Yes  (1)

o No  (2)

Q41 Where do you currently live? 

o Off-Campus, Non-Caltech Affiliated Housing  (1)

o On-Campus  (6)

o Off-Campus, Caltech Owned Housing  (7)

Q42 What is your marital status? 

o Single, never married  (1)

o Married or Domestic Partnership  (2)

o Widowed  (3)

o Divorced  (4)

o Separated  (5)

Q43 Are you a parent? 

o Yes  (1)

o No  (2)

B-
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Q5 What best describes your gender identity: 

o Man  (1)

o Woman  (2)

o Transgender  (3)

o Prefer to self-describe:  (4) ________________________________________________

o Prefer not to state  (5)

Q6 What best describes your sexual orientation: 

o Heterosexual/Straight  (1)

o Homosexual/Gay/Lesbian  (2)

o Bisexual/Pansexaul  (3)

o Asexual/Aromantic  (4)

o Prefer to self-describe:  (5) ________________________________________________

o Prefer not to state  (6)

B-
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Q7 What is your preferred religious affiliation (if any): 

o Agnostic  (1)

o Atheist  (2)

o Buddhist  (3)

o Catholic  (4)

o Church of Christ  (5)

o Hindu  (6)

o Jewish  (7)

o Muslim  (8)

o Protestant  (9)

o Other Christian  (10)

o Unknown  (13)

o Spiritual  (14)

o Other Religion  (11) ________________________________________________

o Not Affiliated  (12)

Q8 Are you the first in your family to go to college and/or complete a 4-year college degree? 

(neither parent has a 4-year college degree) 

o Yes  (1)

o No  (2)

B-
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Q40 Have you ever received or were eligible to receive a federal Pell Grant?   

The Federal Pell Grant is usually awarded to undergraduates who have a high degree of unmet 
financial need. Students whose families have a total income of up to $50,000 may 
be eligible for the need-based funding, though most Pell grant money goes to students with a 
total family income below $20,000. 

o Yes  (1)

o No  (2)

o Not sure  (4)

o N/A  (3)

Q53 My research advisor(s) and I share the same gender identity. 

o Yes  (1)

o No  (2)

o Not sure  (4)

Q54 My research advisor(s) and I share the same racial/ethnicity identity. 

o Yes  (1)

o No  (2)

o Not sure  (3)

End of Block: Demographics 

Start of Block: Work-Life Balance/Working Conditions 

B-7
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Q47 Please try to answer based on your experiences and perspectives within the 
department prior to the campus COVID-19 shutdown (i.e. during the normal Caltech 
working year). 

Q10 On average, how many hours per week do you work? 

o Less than 40 hours  (1)

o 40 hours  (2)

o 41-49 hours  (3)

o 50-59 hours  (4)

o 60-69 hours  (5)

o 70 or more hours  (6)

B-
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Q11 Please mark your agreement on the following statements: 

Strongly 

disagree (1) 

Somewhat 

disagree (2) 

Neither 

agree nor 

disagree (3) 

Somewhat 

agree (4) 

Strongly 

agree (5) 

I have a healthy 

work-life 

balance. (1)  
o o o o o 

There are clear 

expectations 

from my adviser 

for how much I 

should work. (2) 

o o o o o 

I feel pressured 

by my adviser to 

work more than I 

am comfortable 

with. (3)  

o o o o o 

I feel pressured 

by my peers to 

work more than I 

am comfortable 

with. (4)  

o o o o o 

I feel that I am 

working at a 

sustainable pace 

where I will not 

burn out. (6)  

o o o o o 

I have to 

repeatedly prove 

myself to get the 

same level of 

respect and 

recognition as 

my peers at 

Caltech. (7)  

o o o o o 

When I speak up 

in 

meetings/classes 

at Caltech, my 

opinion, even if 

controversial, is 

valued. (8)  

o o o o o 

In 

meetings/classes 

at Caltech, other 
o o o o o 

B-
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people get credit 

for ideas I 

originally offered. 

(9)  

I am frequently 

interrupted when 

talking in 

meetings or in 

class at Caltech. 

(10)  

o o o o o 

I know at least 3 

faculty members 

who would write 

me a letter of 

recommendation. 

(11)  

o o o o o 

I have 

relationships with 

other faculty 

beyond my PI. 

(12)  

o o o o o 

B-1
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Q12 In general, how comfortable are you bringing up the following topics with your adviser? 

Extremely 

uncomfortable 

(1) 

Somewhat 

uncomfortable 

(2) 

Neutral (3) 

Somewhat 

comfortable 

(4) 

Extremely 

comfortable 

(5) 

Asking for an 

increase or 

decrease in 

the amount of 

hands on 

guidance. (8)  

o o o o o 

Discussing a 

change of 

research 

direction/focus. 

(9)  

o o o o o 

Discussing 

concerns with 

my mental 

health 

(including 

requesting 

time off to 

manage these 

concerns). (10) 

o o o o o 

Discussing my 

overall well-

being. (11)  
o o o o o 

End of Block: Work-Life Balance/Working Conditions  
Start of Block: Block 2 

B-1
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Q13 Please indicate the extent to which you agree or disagree with the following statements 

about MCE as a department. 

Strongly 

disagree (1) 

Somewhat 

disagree (2) 

Neither agree 

nor disagree 

(3) 

Somewhat 

agree (4) 

Strongly 

agree (5) 

Has a 

commitment 

to diversity. 

(1)  

o o o o o 

I am aware of 

the reporting 

procedures 

for incidents 

of harassment 

or 

discrimination. 

(2)  

o o o o o 

I think faculty 

take initiative 

to ask about 

my general 

welfare. (18)  

o o o o o 

I think faculty I 

know are 

genuinely 

concerned 

about my 

welfare. (5)  

o o o o o 

I have faculty 

who I 

perceive as 

role models. 

(10)  

o o o o o 

I have 

opportunities 

for academic 

success that 

are similar to 

those of my 

classmates. 

(11)  

o o o o o 

My research 

advisor(s) 

show(s) that 

diversity is 

o o o o o 

B-1
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important 

through their 

actions. (17) 

Q55 Please indicate the extent to which you agree or disagree with the following statements 

about MCE as a department. 

Strongly 

disagree (1) 

Somewhat 

disagree (2) 

Neither 

agree nor 

disagree (3) 

Somewhat 

agree (4) 

Strongly 

agree (5) 

Students/Postdocs 

of my sexual 

orientation are 

disrespected in 

MCE. (1)  

o o o o o 

Students/Postdocs 

of my religious 

identity are 

disrespected in 

MCE. (2)  

o o o o o 

Students/Postdocs 

of my racial/ethnic 

group are 

disrespected in 

MCE. (3)  

o o o o o 

Students/Postdocs 

of my gender 

identity expression 

are disrespected 

in MCE. (4)  

o o o o o 

Students/Postdocs 

of my 

socioeconomic 

status are 

disrespected in 

MCE. (5)  

o o o o o 

B-1
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Q17 Based on your experiences and observations, please rate the climate in the department for 

students using the following dimensions: 

1 (1) 2 (2) 3 (3) 4 (4) 5 (5) 

Discriminatory o o o o o 
Non-

Discriminatory 

Sexist o o o o o 
Non-Sexist 

Racist o o o o o 
Non-Racist 

Homophobic o o o o o 
Non-

Homophobic 

Religiously 

Intolerant o o o o o 
Religiously 

Accepting 

Intolerant of 

Disability 

Accommodation 
o o o o o 

Tolerant of 

Disability 

Accommodation 

End of Block: Block 2 

Start of Block: Engagement/Partcipation 

B-1
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Q14 How often do you participate in the following in a given academic year: 

Never (1) 

Sometimes 

(once or 

twice a 

quarter) (2) 

About half 

the time (3-5 

times a 

quarter) (3) 

Frequently 

(Weekly) (4) 

Always 

(Daily) (5) 

Community 

Service 

Activities 

(including 

tutoring) (1) 

o o o o o 

Discussions or 

activities 

concerning 

political issues 

(2)  

o o o o o 

Attend 

presentations, 

performances, 

or art exhibits 

related to 

diversity (3)  

o o o o o 

Participate in 

discussions, 

training, or 

activities on 

racial/ethnic 

issues (4)  

o o o o o 

Participate in 

discussions, 

training, or 

activities on 

gender issues 

and/or gender 

identity issues 

(5)  

o o o o o 

Participate in 

discussions, 

training, or 

activities on 

socioeconomic 

status issues 

(6)  

o o o o o 

Participate in 

discussion, 

training, or 

activities on 

o o o o o 

B-1
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religious 

diversity 

issues (7) 

Participate in 

discussions, 

training, or 

activities on 

disability 

issues (8)  

o o o o o 

Participate in 

discussions, 

training, or 

activities on 

immigration 

issues (9)  

o o o o o 

Q44 How often have you used these specific campus resources? 

Never (1) 
Rarely 

(Once/Year) (2) 

Sometimes 

(Once/Quarter) 

(3) 

Very Often 

(Once/Week) (4) 

Graduate Dean's 

Office (1)  o o o o 

Career Center 

(2)  o o o o 

Health Center 

(on-campus) (3) o o o o 

Counseling 

Center (4) o o o o 

Center for 

Diversity (5) o o o o 

Library (6) o o o o 

Title IX Office (7) o o o o 
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End of Block: Engagement/Partcipation 

Start of Block: Caltech as an institution 

Q15 Please state your agreement with the following statements about Caltech as an institution: 

Strongly 

disagree (1) 

Somewhat 

disagree (2) 

Neither agree 

nor disagree 

(3) 

Somewhat 

agree (4) 

Strongly 

agree (5) 

Caltech 

values issues 

of diversity, 

inclusion, and 

belonging. (1) 

o o o o o 

Caltech 

makes clear 

that offensive 

languages, 

jokes, and 

behavior are 

unacceptable. 

(2)  

o o o o o 

Caltech 

shows that 

diversity is 

important 

through its 

actions. (3) 

o o o o o 

Caltech takes 

appropriate 

action in 

responding to 

incidents of 

harassment or 

discrimination. 

(4)  

o o o o o 
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Q18 How confident are you that you have the tools to respond effectively if you witness hostile, 

harassing, or intimidating behaviors? 

o Very Unconfident  (1)

o Somewhat Unconfident  (2)

o Neutral  (3)

o Somewhat Confident  (4)

o Very Confident  (5)

Q19 To what extent do you try personally to create a welcoming environment for others in your 

office/classes/lab? 

o Not at all  (1)

o A Little  (2)

o Somewhat  (3)

o A Great Deal  (4)

End of Block: Caltech as an institution 

Start of Block: Discrimination/Harrassment 

Q20 For this survey, we define discrimination and harassment as follows: 

Discrimination is the unfavorable treatment of a person based on that person’s race, ethnicity, 

national origin, socioeconomic status, age, perceived or actual physical or mental disability, 

pregnancy, sex, sexual orientation, gender identity, marital status, creed, religion, or political 

beliefs. 

Harassment is a form of discrimination consisting of physical or verbal conduct that denigrates 

or shows hostility toward an individual because of their race, ethnicity, national origin, 

socioeconomic status, age, perceived or actual physical or mental disability, pregnancy, sex, 

sexual orientation, gender identity, marital status, creed, religion, or political beliefs. Harassment 

occurs when the conduct is sufficiently severe and/or pervasive that it alters the terms or 

conditions of employment or substantially limits the ability of a student to participate in or benefit 

from the college’s educational and/or social programs. 
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Q21 Using the definitions above, have you experienced discrimination or harassment during 

your time at Caltech? 

o No  (1)

o Yes  (2)

o I think so  (3)

Skip To: End of Block If Q21 = 1 

Q32 Did you report the incident(s)? 

o Yes  (1)

o No  (2)

Display This Question: 

If Q32 = 1 
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Q33 Who did you report the incident to? Check all that apply. 

▢ Faculty member or instructor  (1) 

▢ Option/Department chair  (2) 

▢ Staff member or administrator  (3) 

▢ My PI/Research adviser  (4) 

▢ Teaching assistant  (5) 

▢ Lab manager  (6) 

▢ Title IX Office  (7) 

▢ Caltech Security Campus Police Department  (8) 

▢ Graduate Student Dean  (9) 

▢ University health services  (10) 

▢ Other  (11) ________________________________________________ 

Display This Question: 

If Q32 = 1 

Q48 Was the issue resolved? 

o No  (1)

o Yes  (2)

o Not sure  (3)

B-
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Display This Question: 

If Q32 = 1 

Q34 How satisfied were you with how the report(s) was/were handled? 

o Extremely dissatisfied  (1)

o Somewhat dissatisfied  (2)

o Neutral  (3)

o Somewhat satisfied  (4)

o Extremely satisfied  (5)

Display This Question: 

If Q32 = 2 

Q35 Why did you not report the incident(s)? 

o Not a big deal  (1)

o Indifferent, hostile culture  (2)

o Fear of retribution  (3)

o Did not know who to report  (4)

o Did not know how to report  (6)

o Nothing would happen  (5)

B-
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Q36 Have you ever thought about doing any of the following because of your experiences of 

discrimination/harassment at Caltech? Check all that apply. 

▢ Transferring to another school/ applying for a position at another university  (1) 

▢ Dropping out/ quitting your position  (2) 

▢ Not recommending Caltech to a prospective student//faculty member//staff 

member  (3)  

▢ Taking a leave of absence  (4) 

Q38 Did (this/any of these) experience(s) affect you in any of the following ways? Check all that 

apply. 

▢ Interfered with academic or professional performance  (1) 

▢ Limited your ability to participate in an academic program  (2) 

▢  Created an intimidating, hostile or offensive social, academic or work 

environment  (3)  

▢ Personal/ Emotional distress  (6) 

▢ Other  (4) ________________________________________________ 

▢ None of the above  (5)  

End of Block: Discrimination/Harrassment 

Start of Block: Witnessing Others 
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Q22 Have you ever witnessed or experienced the following during your time here at Caltech? 

Check all that apply. 

▢ Someone at Caltech made sexist remarks or jokes about women in your 

presence.  (1)  

▢ Someone at Caltech made sexist remarks or jokes about men in your presence. 

(2) 

▢ Someone at Caltech made inappropriate comments about your or someone 

else’s body, appearance, or attractiveness in your presence.  (3)  

▢ Someone at Caltech suggested or implied in your presence that women don’t 

have to meet the same intellectual standards that men do to get into Caltech.  (4)  

▢ Someone at Caltech told offensive jokes about LGBTQ+ people.  (5) 

▢ Someone at Caltech said crude or gross sexual things to you, or tried to get you 

to talk about sexual matters when you didn’t want to.  (8)  

▢ Someone at Caltech emailed, texted, posted on social media or instant 

messaged offensive sexual jokes, stories, or pictures to you.  (9)  

▢ Someone at Caltech told you about their sexual experiences when you did not 

want to hear them.  (10)  

▢ Someone  at Caltech repeatedly asked you on dates, to go out, or to hook up 

even after you’ve said no.  (11)  

▢ Someone at Caltech seemed to be bribing you with some reward if you agreed to 

engage in a romantic or sexual relationship with that person?  (12)  

Skip To: End of Block If Condition: Have you ever witnessed or ... Is Equal to 0. Skip To: End of Block. 
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Q24 Indicate the source(s) of discrimination/harassment that you witnessed or experienced a 

member of the following groups? Check all that apply.  

▢ Undergraduate Student  (1) 

▢ Graduate Student  (6) 

▢ Postdoc  (7) 

▢ Faculty  (2) 

▢ Staff  (3) 

▢ Administration  (4) 

▢ Other  (5) ________________________________________________ 
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Q26 Did any of these incidents of discrimination or harassment occur in the following location? 

Check all that apply.  

▢ In a classroom  (1) 

▢ In lab  (10) 

▢ In a departmental office or conference room  (2) 

▢ In an individual faculty or staff member’s office  (3) 

▢ In on-campus housing/residences  (4) 

▢ At a house or residence off-campus  (5) 

▢ At a program/event affiliated with or sponsored by Caltech  (6) 

▢ At a dining hall, recreational space, or athletic facility  (7) 

▢ Via the internet or social media  (8) 

▢ Off-Campus  (11) 

▢ Other location:  (9) ________________________________________________ 

Q49 Did any of these incidents of discrimination or harassment occur in the presence of a 

faculty member? 

o No  (1)

o Yes  (2)
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Q27 How did you FEEL after witnessing harassment. Check all that apply. 

▢ I did not care/ It did not bother me  (1) 

▢ I felt embarrassed  (2) 

▢ I felt somehow responsible  (3) 

▢ I ignored it  (4) 

▢ I felt afraid  (5) 

▢ I felt angry  (6) 

▢ I felt depressed  (7) 

▢ I felt like retaliating  (8) 

▢ I had trouble focusing on school work//work tasks  (9) 

▢ I felt like getting away from campus  (10) 

▢ Other (please specify):  (11) 

________________________________________________ 
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Q28 What did you DO after witnessing harassment? Check all that apply. 

▢ I didn’t know what to do  (1) 

▢ I did report and the situation was taken seriously  (2) 

▢ I did report it but I did not feel the complaint was taken seriously  (3) 

▢ I didn’t report it for fear that my complaint would not be taken seriously  (4) 

▢ I am used to it, so I did nothing  (5) 

▢ I left the situation immediately  (6) 

▢ I confronted the harasser immediately  (7) 

▢ I confronted the harasser later  (8) 

▢ I avoided the harasser  (9) 

▢ I didn’t know who to go to  (10) 

▢ I told a friend  (11) 

▢ I told a family member  (12) 

▢ I told someone in HR/Dean’s Office/Graduate Office/TiX/CCD  (13) 

▢ I told a faculty member  (14) 

End of Block: Witnessing Others 

Start of Block: Block 6 
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Q29 What identities have you avoided disclosing or concealing to your PI due to fear of negative 

consequences, harassment or discrimination? Check all that apply. 

▢ Sexual Orientation  (1) 

▢ Gender Identity  (2) 

▢ Racial/Ethnic Identity  (3) 

▢ Religious Identity  (4) 

▢ Political Viewpoint  (5) 

▢ Physical Disability  (6) 

▢ Mental Health History  (7) 

▢ Socioeconomic Status  (8) 

▢ Martial/Family Status  (9) 

B-
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Q31 What identities have you avoided disclosing or concealing to a PEER due to fear of 

negative consequences, harassment or discrimination?( Check all that apply)  

▢ Sexual Orientation  (1) 

▢ Gender Identity  (2) 

▢ Racial/Ethnic Identity  (3) 

▢ Religious Identity  (4) 

▢ Political Viewpoint  (5) 

▢ Physical Disability  (6) 

▢ Mental Health History  (7) 

▢ Socioeconomic Status  (8) 

▢ Martial/Family Status  (9) 
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Q50 Please respond to the following statements: 

Disagree 

Strongly (1) 

Somewhat 

Disagree (2) 

Neither 

disagree nor 

agree (3) 

Somewhat 

Agree (4) 

Strongly 

Agree (7) 

I can talk to 

my PI about 

anything that 

concerns me 

without fear of 

repercussions. 

(1)  

o o o o o 

I am worried 

about being 

stigmatized for 

bringing up 

issues of 

discrimination 

or 

harassment. 

(2)  

o o o o o 

End of Block: Block 6 

Start of Block: Thank you/End Block 

Q56 To thank you for your participation, please take a screenshot of this page and send it Lynn 

Seymour (lynn@caltech.edu) after which you will receive a $10 Amazon gift card.  Please 

inform Lynn of the email address associated with your Amazon account. 

End of Block: Thank you/End Block 

B-
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Q2 - Which role best describes your affiliation with Caltech:

Graduate Student

Postdoctoral
Scholar

0 10 20 30 40 50 60 70 80 90

# Field Minimum Maximum Mean Std Deviation Variance Count

1 Which role best describes your affiliation with Caltech: 2.00 3.00 2.17 0.37 0.14 101

Showing rows 1 - 3 of 3

# Field Choice Count

2 Graduate Student 83.17% 84

3 Postdoctoral Scholar 16.83% 17

101

-1
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Q45 - Are you a:

G1

G2

G3

G4

G5

G6+

0 2 4 6 8 10 12 14 16 18

# Field Minimum Maximum Mean Std Deviation Variance Count

1 Are you a: 1.00 6.00 3.27 1.57 2.46 82

Showing rows 1 - 7 of 7

# Field
Choice
Count

1 G1 15.85% 13

2 G2 21.95% 18

3 G3 18.29% 15

4 G4 14.63% 12

5 G5 21.95% 18

6 G6+ 7.32% 6

82

-



Q4 - What best describes your race/ethnicity: (Check all that apply)

White

Black or African
American

American Indian or
Alaskan Native

Asian

Native Hawaiian or
Pacific Islander

Other

Hispanic/Latin(x)
or Spanish Origin

of any race

0 5 10 15 20 25 30 35 40 45 50 55

Showing rows 1 - 8 of 8

# Field
Choice
Count

1 White 40.18% 45

2 Black or African American 0.89% 1

3 American Indian or Alaskan Native 0.00% 0

4 Asian 45.54% 51

5 Native Hawaiian or Pacific Islander 0.00% 0

6 Other 0.89% 1

7 Hispanic/Latin(x) or Spanish Origin of any race 12.50% 14

112

Q4_6_TEXT - Other

Other

Middle Eastern

-



Q39 - Are you an international student/postdoc?

Yes

No

0 5 10 15 20 25 30 35 40 45 50 55 60

# Field Minimum Maximum Mean Std Deviation Variance Count

1 Are you an international student/postdoc? 1.00 2.00 1.45 0.50 0.25 100

Showing rows 1 - 3 of 3

# Field Choice Count

1 Yes 55.00% 55

2 No 45.00% 45

100

-



Q41 - Where do you currently live?

Off-Campus,
Non-Caltech

Affiliated Housing

On-Campus

Off-Campus, Caltech
Owned Housing

0 5 10 15 20 25 30 35 40 45 50 55 60

# Field Minimum Maximum Mean Std Deviation Variance Count

1 Where do you currently live? 1.00 7.00 3.46 2.74 7.51 100

Showing rows 1 - 4 of 4

# Field Choice Count

1 Off-Campus, Non-Caltech Affiliated Housing 55.00% 55

6 On-Campus 24.00% 24

7 Off-Campus, Caltech Owned Housing 21.00% 21

100

-



Q42 - What is your marital status?

Single, never married

Married or Domestic
Partnership

Widowed

Divorced

Separated

0 10 20 30 40 50 60 70 80 90

# Field Minimum Maximum Mean Std Deviation Variance Count

1 What is your marital status? 1.00 4.00 1.19 0.46 0.21 100

Showing rows 1 - 6 of 6

# Field Choice Count

1 Single, never married 83.00% 83

2 Married or Domestic Partnership 16.00% 16

3 Widowed 0.00% 0

4 Divorced 1.00% 1

5 Separated 0.00% 0

100

-



Q43 - Are you a parent?

Yes

No

0 10 20 30 40 50 60 70 80 90 100

# Field Minimum Maximum Mean Std Deviation Variance Count

1 Are you a parent? 1.00 2.00 1.95 0.22 0.05 101

Showing rows 1 - 3 of 3

# Field Choice Count

1 Yes 4.95% 5

2 No 95.05% 96

101
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Q5 - What best describes your gender identity:

Man

Woman

Transgender

Prefer to
self-describe:

Prefer not to
state

0 10 20 30 40 50 60 70 80

# Field Minimum Maximum Mean Std Deviation Variance Count

1 What best describes your gender identity: - Selected Choice 1.00 5.00 1.29 0.62 0.38 101

Showing rows 1 - 6 of 6

# Field Choice Count

1 Man 76.24% 77

2 Woman 21.78% 22

3 Transgender 0.00% 0

4 Prefer to self-describe: 0.99% 1

5 Prefer not to state 0.99% 1

101

Q5_4_TEXT - Prefer to self-describe:

Prefer to self-describe:

Trans woman

-



Q6 - What best describes your sexual orientation:

Heterosexual/Straight

mosexual/Gay/Lesbia
n

Bisexual/Pansexaul

Asexual/Aromantic

Prefer to
self-describe:

Prefer not to state

0 10 20 30 40 50 60 70 80 90

# Field Minimum Maximum Mean Std Deviation Variance Count

1 What best describes your sexual orientation: - Selected Choice 1.00 6.00 1.33 1.00 0.99 101

Showing rows 1 - 7 of 7

# Field Choice Count

1 Heterosexual/Straight 87.13% 88

2 Homosexual/Gay/Lesbian 2.97% 3

3 Bisexual/Pansexaul 5.94% 6

4 Asexual/Aromantic 0.99% 1

5 Prefer to self-describe: 0.00% 0

6 Prefer not to state 2.97% 3

101

Q6_5_TEXT - Prefer to self-describe:

Prefer to self-describe:

-



Q7 - What is your preferred religious affiliation (if any):

Agnostic

Atheist

Buddhist

Catholic

Church of Christ

Hindu

Jewish

Muslim

Protestant

Other Christian

Other Religion

Not Affiliated

Unknown

Spiritual

0 5 10 15 20 25 30 35

# Field Minimum Maximum Mean
Std

Deviation
Variance Count

1
What is your preferred religious affiliation (if any): - Selected

Choice
1.00 14.00 6.92 4.60 21.19 100

# Field Choice Count

1 Agnostic 18.00% 18

2 Atheist 14.00% 14

3 Buddhist 1.00% 1

-1



Showing rows 1 - 15 of 15

# Field Choice Count

4 Catholic 10.00% 10

5 Church of Christ 1.00% 1

6 Hindu 4.00% 4

7 Jewish 5.00% 5

8 Muslim 0.00% 0

9 Protestant 7.00% 7

10 Other Christian 3.00% 3

11 Other Religion 2.00% 2

12 Not Affiliated 32.00% 32

13 Unknown 2.00% 2

14 Spiritual 1.00% 1

100

Q7_11_TEXT - Other Religion

Other Religion

Perfer not to answer

It’s hard to describe

-1



Q8 - Are you the first in your family to go to college and/or complete a 4-year college

degree? (neither parent has a 4-year college degree)

Yes

No

0 10 20 30 40 50 60 70 80 90

# Field Minimum Maximum Mean
Std

Deviation
Variance Count

1
Are you the first in your family to go to college and/or complete a 4-

year college degree? (neither parent has a 4-year college degree)
1.00 2.00 1.82 0.38 0.15 101

Showing rows 1 - 3 of 3

# Field Choice Count

1 Yes 17.82% 18

2 No 82.18% 83

101

-1



Q40 - Have you ever received or were eligible to receive a federal Pell Grant? The

Federal Pell Grant is usually awarded to undergraduates who have a high degree of

unmet financial need. Students whose families have a total income of up to $50,000 may

be eligible for the need-based funding, though most Pell grant money goes to students

with a total family income below $20,000.

Yes

No

Not sure

0 10 20 30 40 50 60 70 80

# Field Minimum Maximum Mean
Std

Deviation
Variance Count

1

Have you ever received or were eligible to receive a federal Pell
Grant? The Federal Pell Grant is usually awarded to undergraduates
who have a high degree of unmet financial need. Students whose

families have a total income of up to $50,000 may be eligible for the
need-based funding, though most Pell grant money goes to students

with a total family income below $20,000.

1.00 4.00 1.98 0.54 0.29 90

Showing rows 1 - 4 of 4

# Field
Choice
Count

1 Yes 11.11% 10

2 No 84.44% 76

4 Not sure 4.44% 4

90

-1



Q53 - My research advisor(s) and I share the same gender identity.

Yes

No

Not sure

0 5 10 15 20 25 30 35 40 45 50 55 60

# Field Minimum Maximum Mean Std Deviation Variance Count

1 My research advisor(s) and I share the same gender identity. 1.00 4.00 1.43 0.55 0.31 100

Showing rows 1 - 4 of 4

# Field Choice Count

1 Yes 59.00% 59

2 No 40.00% 40

4 Not sure 1.00% 1

100

-1



Q54 - My research advisor(s) and I share the same racial/ethnicity identity.

Yes

No

Not sure

0 5 10 15 20 25 30 35 40 45 50 55 60 65 70

# Field Minimum Maximum Mean
Std

Deviation
Variance Count

1
My research advisor(s) and I share the same racial/ethnicity

identity.
1.00 3.00 1.69 0.52 0.27 101

Showing rows 1 - 4 of 4

# Field Choice Count

1 Yes 33.66% 34

2 No 63.37% 64

3 Not sure 2.97% 3

101

-1



Q10 - On average, how many hours per week do you work?

Less than 40 hours

40 hours

41-49 hours

50-59 hours

60-69 hours

70 or more hours

0 5 10 15 20 25 30 35

# Field Minimum Maximum Mean Std Deviation Variance Count

1 On average, how many hours per week do you work? 1.00 6.00 3.54 1.27 1.61 101

Showing rows 1 - 7 of 7

# Field Choice Count

1 Less than 40 hours 4.95% 5

2 40 hours 13.86% 14

3 41-49 hours 34.65% 35

4 50-59 hours 22.77% 23

5 60-69 hours 15.84% 16

6 70 or more hours 7.92% 8

101

-1



Q11 - Please mark your agreement on the following statements:

I have a healthy
work-life balance.

There are clear
xpectations from my
dviser for how much

I should work.

I feel pressured by
my adviser to work

more than I am
comfortable with.

I feel pressured by
y peers to work more
an I am comfortable

with.

I feel that I am
working at a

sustainable pace
where I will not burn

out.

I have to repeatedly
prove myself to get

the same level of
respect and

recognition as my
peers at Caltech.

When I speak up in
meetings/classes at

Caltech, my opinion,
even if

controversial, is
valued.

In meetings/classes
at Caltech, other

people get credit for
ideas I originally

offered.

I am frequently
interrupted when

talking in meetings
or in class at

Caltech.

Strongly disagree

Somewhat disagree

Neither agree nor disagree

Somewhat agree

Strongly agree

-17



I know at least 3
aculty members who

would write me a
letter of

recommendation.

I have relationships
with other faculty

beyond my PI.

0 5 10 15 20 25 30 35 40 45 50 55

# Field Minimum Maximum Mean
Std

Deviation
Variance Count

1 I have a healthy work-life balance. 1.00 5.00 3.45 1.18 1.40 101

2
There are clear expectations from my adviser for how much I should

work.
1.00 5.00 3.41 1.19 1.41 101

3
I feel pressured by my adviser to work more than I am comfortable

with.
1.00 4.00 1.75 0.94 0.88 101

4
I feel pressured by my peers to work more than I am comfortable

with.
1.00 5.00 2.39 1.20 1.44 100

5
I feel that I am working at a sustainable pace where I will not burn

out.
1.00 5.00 3.45 1.25 1.57 101

6
I have to repeatedly prove myself to get the same level of respect

and recognition as my peers at Caltech.
1.00 5.00 2.69 1.30 1.70 101

7
When I speak up in meetings/classes at Caltech, my opinion, even if

controversial, is valued.
1.00 5.00 3.86 0.88 0.77 101

8
In meetings/classes at Caltech, other people get credit for ideas I

originally offered.
1.00 5.00 2.06 1.13 1.28 101

9
I am frequently interrupted when talking in meetings or in class at

Caltech.
1.00 5.00 1.81 0.92 0.85 101

10
I know at least 3 faculty members who would write me a letter of

recommendation.
1.00 5.00 3.26 1.36 1.85 101

11 I have relationships with other faculty beyond my PI. 1.00 5.00 3.48 1.29 1.66 101

# Field
Strongly
disagree

Somewhat
disagree

Neither agree
nor disagree

Somewhat
agree

Strongly
agree

Total

1 I have a healthy work-life balance. 4.95% 5 22.77% 23 14.85% 15 37.62% 38 19.80% 20 101

-1



Showing rows 1 - 11 of 11

# Field
Strongly
disagree

Somewhat
disagree

Neither agree
nor disagree

Somewhat
agree

Strongly
agree

Total

2
There are clear expectations from my adviser
for how much I should work.

5.94% 6 19.80% 20 22.77% 23 30.69% 31 20.79% 21 101

3
I feel pressured by my adviser to work more
than I am comfortable with.

53.47% 54 23.76% 24 16.83% 17 5.94% 6 0.00% 0 101

4
I feel pressured by my peers to work more than
I am comfortable with.

30.00% 30 27.00% 27 21.00% 21 18.00% 18 4.00% 4 100

5
I feel that I am working at a sustainable pace
where I will not burn out.

6.93% 7 20.79% 21 17.82% 18 29.70% 30 24.75% 25 101

6
I have to repeatedly prove myself to get the
same level of respect and recognition as my
peers at Caltech.

24.75% 25 19.80% 20 27.72% 28 16.83% 17 10.89% 11 101

7
When I speak up in meetings/classes at
Caltech, my opinion, even if controversial, is
valued.

0.99% 1 5.94% 6 22.77% 23 46.53% 47 23.76% 24 101

8
In meetings/classes at Caltech, other people get
credit for ideas I originally offered.

40.59% 41 29.70% 30 16.83% 17 8.91% 9 3.96% 4 101

9
I am frequently interrupted when talking in
meetings or in class at Caltech.

45.54% 46 34.65% 35 13.86% 14 4.95% 5 0.99% 1 101

10
I know at least 3 faculty members who would
write me a letter of recommendation.

11.88% 12 24.75% 25 11.88% 12 28.71% 29 22.77% 23 101

11
I have relationships with other faculty beyond
my PI.

8.91% 9 18.81% 19 12.87% 13 34.65% 35 24.75% 25 101

-1



Q12 - In general, how comfortable are you bringing up the following topics with your

adviser?

Asking for an
increase or decrease

in the amount of
hands on guidance.

Discussing a change
of research

direction/focus.

Discussing concerns
with my mental

health (including
requesting time off

to manage these
concerns).

Discussing my
overall well-being.

0 5 10 15 20 25 30 35 40

Extremely uncomfortable

Somewhat uncomfortable

Neutral

Somewhat comfortable

Extremely comfortable

# Field Minimum Maximum Mean
Std

Deviation
Variance Count

1
Asking for an increase or decrease in the amount of hands on

guidance.
1.00 5.00 3.70 1.19 1.42 101

2 Discussing a change of research direction/focus. 1.00 5.00 3.74 1.23 1.52 101

3
Discussing concerns with my mental health (including requesting time

off to manage these concerns).
1.00 5.00 3.46 1.30 1.69 101

4 Discussing my overall well-being. 1.00 5.00 3.68 1.20 1.44 101

# Field
Extremely

uncomfortable
Somewhat

uncomfortable
Neutral

Somewhat
comfortable

Extremely
comfortable

Total

-



Showing rows 1 - 4 of 4

# Field
Extremely

uncomfortable
Somewhat

uncomfortable
Neutral

Somewhat
comfortable

Extremely
comfortable

Total

1
Asking for an increase or decrease in the
amount of hands on guidance.

5.94% 6 13.86% 14 12.87% 13 38.61% 39 28.71% 29 101

2 Discussing a change of research direction/focus. 7.92% 8 10.89% 11 11.88% 12 37.62% 38 31.68% 32 101

3
Discussing concerns with my mental health
(including requesting time off to manage these
concerns).

9.90% 10 16.83% 17 16.83% 17 30.69% 31 25.74% 26 101

4 Discussing my overall well-being. 5.94% 6 11.88% 12 21.78% 22 28.71% 29 31.68% 32 101

-



Q13 - Please indicate the extent to which you agree or disagree with the following

statements about MCE as a department.

Has a commitment to
diversity.

I am aware of the
reporting procedures

for incidents of
harassment or
discrimination.

I think faculty take
initiative to ask

about my general
welfare.

I think faculty I
know are genuinely

concerned about my
welfare.

I have faculty who I
perceive as role

models.

I have opportunities
or academic success

that are similar to
those of my
classmates.

My research
advisor(s) show(s)

that diversity is
important through

their actions.

0 5 10 15 20 25 30 35 40 45

Strongly disagree

Somewhat disagree

Neither agree nor disagree

Somewhat agree

Strongly agree

# Field Minimum Maximum Mean
Std

Deviation
Variance Count

1 Has a commitment to diversity. 1.00 5.00 3.62 1.12 1.26 101

-



# Field Minimum Maximum Mean
Std

Deviation
Variance Count

2
I am aware of the reporting procedures for incidents of harassment or

discrimination.
1.00 5.00 3.27 1.25 1.56 101

3 I think faculty take initiative to ask about my general welfare. 1.00 5.00 3.56 1.12 1.25 100

4 I think faculty I know are genuinely concerned about my welfare. 1.00 5.00 3.94 1.06 1.13 101

5 I have faculty who I perceive as role models. 1.00 5.00 3.93 1.12 1.25 101

6
I have opportunities for academic success that are similar to those of

my classmates.
1.00 5.00 4.15 0.96 0.92 101

7
My research advisor(s) show(s) that diversity is important through

their actions.
1.00 5.00 3.90 1.14 1.30 101

Showing rows 1 - 7 of 7

# Field
Strongly
disagree

Somewhat
disagree

Neither agree
nor disagree

Somewhat
agree

Strongly
agree

Total

1 Has a commitment to diversity. 4.95% 5 14.85% 15 14.85% 15 43.56% 44 21.78% 22 101

2
I am aware of the reporting procedures for
incidents of harassment or discrimination.

11.88% 12 17.82% 18 16.83% 17 38.61% 39 14.85% 15 101

3
I think faculty take initiative to ask about my
general welfare.

3.00% 3 18.00% 18 22.00% 22 34.00% 34 23.00% 23 100

4
I think faculty I know are genuinely concerned
about my welfare.

1.98% 2 10.89% 11 14.85% 15 35.64% 36 36.63% 37 101

5 I have faculty who I perceive as role models. 3.96% 4 8.91% 9 15.84% 16 32.67% 33 38.61% 39 101

6
I have opportunities for academic success that
are similar to those of my classmates.

1.98% 2 4.95% 5 12.87% 13 36.63% 37 43.56% 44 101

7
My research advisor(s) show(s) that diversity is
important through their actions.

3.96% 4 9.90% 10 16.83% 17 30.69% 31 38.61% 39 101



Q55 - Please indicate the extent to which you agree or disagree with the following

statements about MCE as a department.

tudents/Postdocs of
my sexual

orientation are
disrespected in MCE.

tudents/Postdocs of
my religious
identity are

disrespected in MCE.

tudents/Postdocs of
my racial/ethnic

group are
disrespected in MCE.

tudents/Postdocs of
my gender identity

expression are
disrespected in MCE.

tudents/Postdocs of
my socioeconomic

status are
disrespected in MCE.

0 10 20 30 40 50 60 70 80

Strongly disagree

Somewhat disagree

Neither agree nor disagree

Somewhat agree

Strongly agree

# Field Minimum Maximum Mean
Std

Deviation
Variance Count

1
Students/Postdocs of my sexual orientation are disrespected in

MCE.
1.00 3.00 1.30 0.56 0.31 100

2 Students/Postdocs of my religious identity are disrespected in MCE. 1.00 4.00 1.42 0.80 0.64 100

3
Students/Postdocs of my racial/ethnic group are disrespected in

MCE.
1.00 4.00 1.49 0.84 0.71 100

4
Students/Postdocs of my gender identity expression are

disrespected in MCE.
1.00 5.00 1.53 0.98 0.97 100

-



# Field Minimum Maximum Mean
Std

Deviation
Variance Count

5
Students/Postdocs of my socioeconomic status are disrespected in

MCE.
1.00 5.00 1.42 0.83 0.68 100

Showing rows 1 - 5 of 5

# Field
Strongly
disagree

Somewhat
disagree

Neither agree
nor disagree

Somewhat
agree

Strongly
agree

Total

1
Students/Postdocs of my sexual orientation
are disrespected in MCE.

75.00% 75 20.00% 20 5.00% 5 0.00% 0 0.00% 0 100

2
Students/Postdocs of my religious identity are
disrespected in MCE.

74.00% 74 14.00% 14 8.00% 8 4.00% 4 0.00% 0 100

3
Students/Postdocs of my racial/ethnic group
are disrespected in MCE.

69.00% 69 18.00% 18 8.00% 8 5.00% 5 0.00% 0 100

4
Students/Postdocs of my gender identity
expression are disrespected in MCE.

72.00% 72 13.00% 13 6.00% 6 8.00% 8 1.00% 1 100

5
Students/Postdocs of my socioeconomic
status are disrespected in MCE.

74.00% 74 15.00% 15 7.00% 7 3.00% 3 1.00% 1 100

-



Q17 - Based on your experiences and observations, please rate the climate in the

department for students using the following dimensions:

Discriminatory:Non-Di
scriminatory

Sexist:Non-Sexist

Racist:Non-Racist

phobic:Non-Homoph
obic

Religiously
Intolerant:Religiousl

y Accepting

Intolerant of
Disability

ommodation:Toleran
t of Disability

Accommodation

0 5 10 15 20 25 30 35 40 45 50 55 60 65

1

2

3

4

5

# Field Minimum Maximum Mean
Std

Deviation
Variance Count

1 Discriminatory:Non-Discriminatory 1.00 5.00 4.21 0.96 0.92 101

2 Sexist:Non-Sexist 1.00 5.00 3.79 1.28 1.65 101

3 Racist:Non-Racist 1.00 5.00 4.12 1.04 1.09 100



# Field Minimum Maximum Mean
Std

Deviation
Variance Count

4 Homophobic:Non-Homophobic 2.00 5.00 4.23 0.96 0.93 101

5 Religiously Intolerant:Religiously Accepting 1.00 5.00 4.42 0.85 0.72 101

6
Intolerant of Disability Accommodation:Tolerant of Disability

Accommodation
1.00 5.00 4.27 0.97 0.95 101

Showing rows 1 - 6 of 6

# Field 1 2 3 4 5 Total

1 Discriminatory:Non-Discriminatory 0.99% 1 5.94% 6 13.86% 14 29.70% 30 49.50% 50 101

2 Sexist:Non-Sexist 7.92% 8 10.89% 11 14.85% 15 26.73% 27 39.60% 40 101

3 Racist:Non-Racist 1.00% 1 9.00% 9 16.00% 16 25.00% 25 49.00% 49 100

4 Homophobic:Non-Homophobic 0.00% 0 6.93% 7 16.83% 17 22.77% 23 53.47% 54 101

5 Religiously Intolerant:Religiously Accepting 0.99% 1 1.98% 2 11.88% 12 24.75% 25 60.40% 61 101

6
Intolerant of Disability Accommodation:Tolerant
of Disability Accommodation

0.99% 1 6.93% 7 10.89% 11 26.73% 27 54.46% 55 101

- 7



Q14 - How often do you participate in the following in a given academic year:

-



Community Service
Activities (including

tutoring)

Discussions or
activities concerning

political issues

Attend presentations,
performances, or art

exhibits related to
diversity

Participate in
discussions,

training, or
activities on

racial/ethnic issues

Participate in
discussions,

training, or
activities on gender

ssues and/or gender
identity issues

Participate in
discussions,

training, or
activities on

ocioeconomic status
issues

Participate in
discussion, training,

or activities on
religious diversity

issues

Participate in
discussions,

training, or
activities on

disability issues

Participate in
discussions,

training, or
activities on

immigration issues

0 10 20 30 40 50 60 70 80

Never

Sometimes (once or twice a quarter)

About half the time (3-5 times a quarter)

Frequently (Weekly)

Always (Daily)

-



## FieldField MinimumMinimum MaximumMaximum MeanMean
Std

Deviation
Std

Deviation
VarianceVariance CountCount

1 Community Service Activities (including tutoring) 1.00 5.00 1.75 1.01 1.03 100

2 Discussions or activities concerning political issues 1.00 5.00 2.16 1.16 1.33 100

3 Attend presentations, performances, or art exhibits related to diversity 1.00 5.00 1.91 0.84 0.70 100

4 Participate in discussions, training, or activities on racial/ethnic issues 1.00 4.00 1.80 0.80 0.64 100

5
Participate in discussions, training, or activities on gender issues

and/or gender identity issues
1.00 4.00 1.85 0.88 0.77 100

6
Participate in discussions, training, or activities on socioeconomic

status issues
1.00 5.00 1.54 0.83 0.69 100

7
Participate in discussion, training, or activities on religious diversity

issues
1.00 3.00 1.37 0.63 0.39 100

8 Participate in discussions, training, or activities on disability issues 1.00 3.00 1.31 0.54 0.29 100

9 Participate in discussions, training, or activities on immigration issues 1.00 4.00 1.77 0.81 0.66 100

# Field Never
Sometimes

(once or twice a
quarter)

About half the
time (3-5 times a

quarter)

Frequently
(Weekly)

Always
(Daily)

Total

1
Community Service Activities (including
tutoring)

54.00% 54 29.00% 29 6.00% 6 10.00% 10 1.00% 1 100

2
Discussions or activities concerning
political issues

35.00% 35 35.00% 35 13.00% 13 13.00% 13 4.00% 4 100

3
Attend presentations, performances, or
art exhibits related to diversity

35.00% 35 43.00% 43 19.00% 19 2.00% 2 1.00% 1 100

4
Participate in discussions, training, or
activities on racial/ethnic issues

41.00% 41 41.00% 41 15.00% 15 3.00% 3 0.00% 0 100

5
Participate in discussions, training, or
activities on gender issues and/or gender
identity issues

42.00% 42 36.00% 36 17.00% 17 5.00% 5 0.00% 0 100

6
Participate in discussions, training, or
activities on socioeconomic status issues

63.00% 63 24.00% 24 10.00% 10 2.00% 2 1.00% 1 100

7
Participate in discussion, training, or
activities on religious diversity issues

71.00% 71 21.00% 21 8.00% 8 0.00% 0 0.00% 0 100

8
Participate in discussions, training, or
activities on disability issues

73.00% 73 23.00% 23 4.00% 4 0.00% 0 0.00% 0 100

9
Participate in discussions, training, or
activities on immigration issues

44.00% 44 38.00% 38 15.00% 15 3.00% 3 0.00% 0 100

-



Showing rows 1 - 9 of 9

-



Q44 - How often have you used these specific campus resources?

Graduate Dean's
Office

Career Center

Health Center
(on-campus)

Counseling Center

Center for Diversity

Library

Title IX Office

0 10 20 30 40 50 60 70 80 90

Never

Rarely (Once/Year)

Sometimes (Once/Quarter)

Very Often (Once/Week)

Showing rows 1 - 7 of 7

# Field Never Rarely (Once/Year) Sometimes (Once/Quarter) Very Often (Once/Week) Total

1 Graduate Dean's Office 67.00% 67 24.00% 24 9.00% 9 0.00% 0 100

2 Career Center 72.00% 72 21.00% 21 6.00% 6 1.00% 1 100

3 Health Center (on-campus) 26.00% 26 35.00% 35 38.00% 38 1.00% 1 100

4 Counseling Center 71.00% 71 18.00% 18 9.00% 9 2.00% 2 100

5 Center for Diversity 71.00% 71 9.00% 9 16.00% 16 4.00% 4 100

6 Library 13.00% 13 7.00% 7 43.00% 43 37.00% 37 100

7 Title IX Office 89.90% 89 6.06% 6 4.04% 4 0.00% 0 99

-



Q15 - Please state your agreement with the following statements about Caltech as an

institution:

altech values issues
of diversity,

inclusion, and
belonging.

Caltech makes clear
that offensive

anguages, jokes, and
behavior are

unacceptable.

Caltech shows that
diversity is

mportant through its
actions.

Caltech takes
appropriate action in

responding to
incidents of

harassment or
discrimination.

0 5 10 15 20 25 30 35

Strongly disagree

Somewhat disagree

Neither agree nor disagree

Somewhat agree

Strongly agree

# Field Minimum Maximum Mean
Std

Deviation
Variance Count

1 Caltech values issues of diversity, inclusion, and belonging. 1.00 5.00 3.68 1.25 1.55 99

2
Caltech makes clear that offensive languages, jokes, and behavior

are unacceptable.
1.00 5.00 3.66 1.27 1.62 100

3 Caltech shows that diversity is important through its actions. 1.00 5.00 3.53 1.32 1.75 100

4
Caltech takes appropriate action in responding to incidents of

harassment or discrimination.
1.00 5.00 3.44 1.23 1.51 100

# Field
Strongly
disagree

Somewhat
disagree

Neither agree
nor disagree

Somewhat
agree

Strongly
agree

Total

-



Showing rows 1 - 4 of 4

# Field
Strongly
disagree

Somewhat
disagree

Neither agree
nor disagree

Somewhat
agree

Strongly
agree

Total

1
Caltech values issues of diversity, inclusion, and
belonging.

7.07% 7 12.12% 12 20.20% 20 27.27% 27 33.33% 33 99

2
Caltech makes clear that offensive languages,
jokes, and behavior are unacceptable.

9.00% 9 11.00% 11 17.00% 17 31.00% 31 32.00% 32 100

3
Caltech shows that diversity is important
through its actions.

10.00% 10 15.00% 15 17.00% 17 28.00% 28 30.00% 30 100

4
Caltech takes appropriate action in responding
to incidents of harassment or discrimination.

8.00% 8 15.00% 15 26.00% 26 27.00% 27 24.00% 24 100

-



Q18 - How confident are you that you have the tools to respond effectively if you witness

hostile, harassing, or intimidating behaviors?

Very Unconfident Somewhat Unconfident Neutral Somewhat Confident Very Confident
0

5

10

15

20

25

30

35

40

45

50

55

# Field Minimum Maximum Mean
Std

Deviation
Variance Count

1
How confident are you that you have the tools to respond effectively

if you witness hostile, harassing, or intimidating behaviors?
1.00 5.00 3.63 1.05 1.09 100

Showing rows 1 - 6 of 6

# Field Choice Count

1 Very Unconfident 2.00% 2

2 Somewhat Unconfident 19.00% 19

3 Neutral 11.00% 11

4 Somewhat Confident 50.00% 50

5 Very Confident 18.00% 18

100

-



Q19 - To what extent do you try personally to create a welcoming environment for others

in your office/classes/lab?

Not at all A Little Somewhat A Great Deal
0

5

10

15

20

25

30

35

40

45

50

# Field Minimum Maximum Mean
Std

Deviation
Variance Count

1
To what extent do you try personally to create a welcoming

environment for others in your office/classes/lab?
1.00 4.00 3.33 0.76 0.58 100

Showing rows 1 - 5 of 5

# Field Choice Count

1 Not at all 2.00% 2

2 A Little 12.00% 12

3 Somewhat 37.00% 37

4 A Great Deal 49.00% 49

100

-



Q21 - Using the definitions above, have you experienced discrimination or harassment

during your time at Caltech?

No Yes I think so
0

10

20

30

40

50

60

70

80

90

# Field Minimum Maximum Mean
Std

Deviation
Variance Count

1
Using the definitions above, have you experienced discrimination or

harassment during your time at Caltech?
1.00 3.00 1.23 0.56 0.32 100

Showing rows 1 - 4 of 4

# Field Choice Count

1 No 84.00% 84

2 Yes 9.00% 9

3 I think so 7.00% 7

100

- 7



Q32 - Did you report the incident(s)?

Yes No
0

2

4

6

8

10

12

14

# Field Minimum Maximum Mean Std Deviation Variance Count

1 Did you report the incident(s)? 1.00 2.00 1.81 0.39 0.15 16

Showing rows 1 - 3 of 3

# Field
Choice
Count

1 Yes 18.75% 3

2 No 81.25% 13

16

-



Q33 - Who did you report the incident to? Check all that apply.

Faculty member or
instructor

Option/Department
chair

Staff member or
administrator

My PI/Research
adviser

Teaching assistant

Lab manager

Title IX Office

Caltech Security
Campus Police

Department

Graduate Student
Dean

University health
services

Other

0 0.2 0.4 0.6 0.8 1 1.2 1.4 1.6 1.8 2 2.2

# Field
Choice
Count

1 Faculty member or instructor 20.00% 1

2 Option/Department chair 0.00% 0

3 Staff member or administrator 40.00% 2

4 My PI/Research adviser 20.00% 1

5 Teaching assistant 0.00% 0

6 Lab manager 0.00% 0

7 Title IX Office 20.00% 1

8 Caltech Security Campus Police Department 0.00% 0

9 Graduate Student Dean 0.00% 0

-



Showing rows 1 - 12 of 12

# Field
Choice
Count

10 University health services 0.00% 0

11 Other 0.00% 0

5

Q33_11_TEXT - Other

Other

-



Q48 - Was the issue resolved?

No Yes Not sure
0

0.2

0.4

0.6

0.8

1

1.2

1.4

1.6

1.8

2

2.2

# Field Minimum Maximum Mean Std Deviation Variance Count

1 Was the issue resolved? 1.00 2.00 1.33 0.47 0.22 3

Showing rows 1 - 4 of 4

# Field
Choice
Count

1 No 66.67% 2

2 Yes 33.33% 1

3 Not sure 0.00% 0

3

- 1



Q34 - How satisfied were you with how the report(s) was/were handled?

Extremely dissatisfied Somewhat dissatisfied Neutral Somewhat satisfied Extremely satisfied
0

0.5

1

1.5

2

2.5

3

# Field Minimum Maximum Mean Std Deviation Variance Count

1 How satisfied were you with how the report(s) was/were handled? 2.00 2.00 2.00 0.00 0.00 3

Showing rows 1 - 6 of 6

# Field
Choice
Count

1 Extremely dissatisfied 0.00% 0

2 Somewhat dissatisfied 100.00% 3

3 Neutral 0.00% 0

4 Somewhat satisfied 0.00% 0

5 Extremely satisfied 0.00% 0

3

-



Q35 - Why did you not report the incident(s)?

Not a big deal

Indifferent, hostile
culture

Fear of retribution

Did not know who to
report

thing would happen

Did not know how to
report

0 0.5 1 1.5 2 2.5 3 3.5 4 4.5 5 5.5

# Field Minimum Maximum Mean Std Deviation Variance Count

1 Why did you not report the incident(s)? 1.00 5.00 2.38 1.55 2.39 13

Showing rows 1 - 7 of 7

# Field
Choice
Count

1 Not a big deal 38.46% 5

2 Indifferent, hostile culture 30.77% 4

3 Fear of retribution 7.69% 1

4 Did not know who to report 0.00% 0

5 Nothing would happen 23.08% 3

6 Did not know how to report 0.00% 0

13

-



Q36 - Have you ever thought about doing any of the following because of your

experiences of discrimination/harassment at Caltech? Check all that apply.

Transferring to
another school/

applying for a
position at another

university

Dropping out/
quitting your

position

Not recommending
Caltech to a
prospective

student//faculty
ember//staff member

Taking a leave of
absence

0 0.5 1 1.5 2 2.5 3 3.5 4 4.5 5 5.5 6 6.5

Showing rows 1 - 5 of 5

# Field
Choice
Count

1 Transferring to another school/ applying for a position at another university 0.00% 0

2 Dropping out/ quitting your position 10.00% 1

3 Not recommending Caltech to a prospective student//faculty member//staff member 60.00% 6

4 Taking a leave of absence 30.00% 3

10

-



Q38 - Did (this/any of these) experience(s) affect you in any of the following ways?

Check all that apply.

Interfered with
academic or
professional
performance

Limited your ability
to participate in an
academic program

Created an
intimidating, hostile
or offensive social,

academic or work
environment

Other

Personal/ Emotional
distress

0 1 2 3 4 5 6 7 8 9 10 11 12

Showing rows 1 - 6 of 6

# Field
Choice
Count

1 Interfered with academic or professional performance 24.00% 6

2 Limited your ability to participate in an academic program 4.00% 1

3 Created an intimidating, hostile or offensive social, academic or work environment 28.00% 7

4 Other 0.00% 0

6 Personal/ Emotional distress 44.00% 11

25

Q38_4_TEXT - Other

Other

-



Q22 - Have you ever witnessed or experienced the following during your time here at

Caltech? Check all that apply.

Someone at Caltech
made sexist remarks

r jokes about women
in your presence.

Someone at Caltech
made sexist remarks
or jokes about men

in your presence.

Someone at Caltech
made inappropriate

omments about your
or someone else’s

body, appearance, or
attractiveness in
your presence.

Someone at Caltech
suggested or implied

in your presence
that women don’t
have to meet the
same intellectual

standards that men
do to get into

Caltech.

Someone at Caltech
told offensive jokes

out LGBTQ+ people.

Someone at Caltech
said crude or gross

sexual things to
you, or tried to get
you to talk about

sexual matters when
you didn’t want to.

Someone at Caltech
emailed, texted,

posted on social
media or instant

messaged offensive
sexual jokes,

stories, or pictures
to you.

Someone at Caltech
told you about their
sexual experiences
when you did not

want to hear them.

Someone at Caltech
epeatedly asked you
on dates, to go out,
or to hook up even

after you’ve said
no.

Someone at Caltech
seemed to be bribing
ou with some reward

if you agreed to
engage in a romantic

or sexual
relationship with

that person?

0 5 10 15 20 25 30 35 40 45 50

-



Showing rows 1 - 11 of 11

## FieldField Choice CountChoice Count

1 Someone at Caltech made sexist remarks or jokes about women in your presence. 24.37% 48

2 Someone at Caltech made sexist remarks or jokes about men in your presence. 11.17% 22

3 Someone at Caltech made inappropriate comments about your or someone else’s body, appearance, or attractiveness in your presence. 19.29% 38

4
Someone at Caltech suggested or implied in your presence that women don’t have to meet the same intellectual standards that men do
to get into Caltech.

16.75% 33

5 Someone at Caltech told offensive jokes about LGBTQ+ people. 14.21% 28

8 Someone at Caltech said crude or gross sexual things to you, or tried to get you to talk about sexual matters when you didn’t want to. 8.63% 17

9 Someone at Caltech emailed, texted, posted on social media or instant messaged offensive sexual jokes, stories, or pictures to you. 1.52% 3

10 Someone at Caltech told you about their sexual experiences when you did not want to hear them. 4.06% 8

11 Someone at Caltech repeatedly asked you on dates, to go out, or to hook up even after you’ve said no. 0.00% 0

12
Someone at Caltech seemed to be bribing you with some reward if you agreed to engage in a romantic or sexual relationship with that
person?

0.00% 0

197

- 7



Q24 - Indicate the source(s) of discrimination/harassment that you witnessed or

experienced a member of the following groups? Check all that apply.

Undergraduate
Student

Faculty

Staff

Administration

Other

Graduate Student

Postdoc

0 5 10 15 20 25 30 35 40 45 50 55

Showing rows 1 - 8 of 8

# Field
Choice
Count

1 Undergraduate Student 6.76% 5

2 Faculty 4.05% 3

3 Staff 1.35% 1

4 Administration 0.00% 0

5 Other 1.35% 1

6 Graduate Student 70.27% 52

7 Postdoc 16.22% 12

74

Q24_5_TEXT - Other

Other

Housing office

-



Q26 - Did any of these incidents of discrimination or harassment occur in the following

location? Check all that apply.

In a classroom

In a departmental
office or conference

room

In an individual
faculty or staff

member’s office

In on-campus
housing/residences

At a house or
esidence off-campus

At a program/event
affiliated with or

ponsored by Caltech

At a dining hall,
recreational space,

or athletic facility

Via the internet or
social media

Other location:

In lab

Off-Campus

0 2 4 6 8 10 12 14 16 18 20 22 24

# Field Choice Count

1 In a classroom 1.59% 2

2 In a departmental office or conference room 15.08% 19

3 In an individual faculty or staff member’s office 0.00% 0

4 In on-campus housing/residences 11.11% 14

5 At a house or residence off-campus 10.32% 13

6 At a program/event affiliated with or sponsored by Caltech 7.94% 10

-



Showing rows 1 - 12 of 12

# Field Choice Count

7 At a dining hall, recreational space, or athletic facility 17.46% 22

8 Via the internet or social media 5.56% 7

9 Other location: 3.97% 5

10 In lab 11.11% 14

11 Off-Campus 15.87% 20

126

Q26_9_TEXT - Other location:

Other location:

Common areas

at a conference

texts

Department hallway

In a campus common space (hallway, lobby/lounge)

-



Q49 - Did any of these incidents of discrimination or harassment occur in the presence of

a faculty member?

No Yes
0

5

10

15

20

25

30

35

40

45

50

# Field Minimum Maximum Mean
Std

Deviation
Variance Count

1
Did any of these incidents of discrimination or harassment occur in

the presence of a faculty member?
1.00 2.00 1.09 0.29 0.08 54

Showing rows 1 - 3 of 3

# Field
Choice
Count

1 No 90.74% 49

2 Yes 9.26% 5

54

-



Q27 - How did you FEEL after witnessing harassment. Check all that apply.

I did not care/ It did
not bother me

I felt embarrassed

I felt somehow
responsible

I ignored it

I felt afraid

I felt angry

I felt depressed

I felt like
retaliating

had trouble focusing
n school work//work

tasks

I felt like getting
away from campus

Other (please
specify):

0 2 4 6 8 10 12 14 16 18 20 22 24 26

# Field
Choice
Count

1 I did not care/ It did not bother me 6.09% 7

2 I felt embarrassed 21.74% 25

3 I felt somehow responsible 7.83% 9

4 I ignored it 16.52% 19

5 I felt afraid 0.00% 0

6 I felt angry 21.74% 25

7 I felt depressed 6.96% 8

8 I felt like retaliating 5.22% 6

-



Showing rows 1 - 12 of 12

# Field
Choice
Count

9 I had trouble focusing on school work//work tasks 4.35% 5

10 I felt like getting away from campus 2.61% 3

11 Other (please specify): 6.96% 8
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Q27_11_TEXT - Other (please specify):

Other (please specify):

Most comments I've heard came from pain/emotional distress. I tried understanding their position and approached the situation appropriately. I'll write
that I confronted the harasser in the next point, but really I just spoke with a friend about how what he/she said was incorrect.

I felt uncomfortable and unsure what to do

I felt awkward, mad, and sad.

response varies based on case

irritated

Agreed not to engage in same talk without stopping the conversation

It was a joke, so I don't think it was harassment

Disappointed in that person

-



Q28 - What did you DO after witnessing harassment? Check all that apply.

I didn’t know what
to do

I did report and the
situation was taken

seriously

I did report it but
I did not feel the

complaint was taken
seriously

I didn’t report it
for fear that my

complaint would not
be taken seriously

I am used to it, so
I did nothing

I left the situation
immediately

I confronted the
harasser immediately

I confronted the
harasser later

I avoided the
harasser

 didn’t know who to
go to

I told a friend

I told a family
member

I told someone in
HR/Dean’s

Office/Graduate
Office/TiX/CCD

I told a faculty
member

0 2 4 6 8 10 12 14 16 18 20

# Field Choice Count

1 I didn’t know what to do 14.42% 15

-



Showing rows 1 - 15 of 15

# Field Choice Count

2 I did report and the situation was taken seriously 0.96% 1

3 I did report it but I did not feel the complaint was taken seriously 0.96% 1

4 I didn’t report it for fear that my complaint would not be taken seriously 2.88% 3

5 I am used to it, so I did nothing 18.27% 19

6 I left the situation immediately 6.73% 7

7 I confronted the harasser immediately 10.58% 11

8 I confronted the harasser later 5.77% 6

9 I avoided the harasser 12.50% 13

10 I didn’t know who to go to 4.81% 5

11 I told a friend 14.42% 15

12 I told a family member 2.88% 3

13 I told someone in HR/Dean’s Office/Graduate Office/TiX/CCD 2.88% 3

14 I told a faculty member 1.92% 2

104

-



Q29 - What identities have you avoided disclosing or concealing to your PI due to fear of

negative consequences, harassment or discrimination? Check all that apply.

Sexual Orientation

Gender Identity

Racial/Ethnic
Identity

Religious Identity

Political Viewpoint

Physical Disability

Mental Health History

ocioeconomic Status

Martial/Family Status

0 1 2 3 4 5 6 7 8 9 10 11

Showing rows 1 - 10 of 10

# Field
Choice
Count

1 Sexual Orientation 10.34% 3

2 Gender Identity 0.00% 0

3 Racial/Ethnic Identity 6.90% 2

4 Religious Identity 10.34% 3

5 Political Viewpoint 34.48% 10

6 Physical Disability 3.45% 1

7 Mental Health History 27.59% 8

8 Socioeconomic Status 3.45% 1

9 Martial/Family Status 3.45% 1

29

-



Q31 - What identities have you avoided disclosing or concealing to a PEER due to fear of

negative consequences, harassment or discrimination?( Check all that apply)

Sexual Orientation

Gender Identity

Racial/Ethnic
Identity

Religious Identity

Political Viewpoint

Physical Disability

Mental Health History

ocioeconomic Status

Martial/Family Status

0 2 4 6 8 10 12 14 16 18

Showing rows 1 - 10 of 10

# Field
Choice
Count

1 Sexual Orientation 10.20% 5

2 Gender Identity 2.04% 1

3 Racial/Ethnic Identity 6.12% 3

4 Religious Identity 14.29% 7

5 Political Viewpoint 34.69% 17

6 Physical Disability 2.04% 1

7 Mental Health History 22.45% 11

8 Socioeconomic Status 8.16% 4

9 Martial/Family Status 0.00% 0

49

- 7



Q50 - Please respond to the following statements:

End of Report

I can talk to my PI
about anything that

concerns me without
fear of

repercussions.

I am worried about
being stigmatized for
bringing up issues of

discrimination or
harassment.

0 5 10 15 20 25 30 35 40

Disagree Strongly

Somewhat Disagree

Neither disagree nor agree

Somewhat Agree

Strongly Agree

# Field Minimum Maximum Mean
Std

Deviation
Variance Count

1
I can talk to my PI about anything that concerns me without fear of

repercussions.
1.00 7.00 4.80 1.98 3.92 99

2
I am worried about being stigmatized for bringing up issues of

discrimination or harassment.
1.00 7.00 2.78 1.76 3.08 99

Showing rows 1 - 2 of 2

# Field
Disagree
Strongly

Somewhat
Disagree

Neither
disagree nor

agree

Somewhat
Agree

Strongly
Agree

Total

1
I can talk to my PI about anything that
concerns me without fear of repercussions.

6.06% 6 7.07% 7 9.09% 9 37.37% 37 40.40% 40 99

2
I am worried about being stigmatized for
bringing up issues of discrimination or
harassment.

31.31% 31 19.19% 19 17.17% 17 23.23% 23 9.09% 9 99

-




