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[6-24-13] AAA Annual Report  
 
Purpose and Importance of the Annual Report 
 
The AAA by-laws require an Annual Report to be prepared and submitted by each Committee, 
Commission, and Task Force. These reports are critically important to the successful operation 
of the Association. They provide a review of the activities that took place during the period 
covered, indicate any plans for the coming year, and comment on issues or problems that require 
Executive Board attention. 
 
Every fifth year a standing Committee requires re-authorization by the Executive Board.  
Additional questions are asked on the Annual Report for those Committees undergoing re-
authorization. 
 
The Annual Reports are read by every EB member, specially reviewed by the Association 
Operations Committee (AOC) of the Executive Board, and discussed by the full EB at the spring 
meeting.  These reports help inform the EB of the activities and efforts being made by 
Committees, Commissions, and Task Forces on behalf of the membership and ensure that they 
match Association objectives.  Based on these reports the EB may make changes in the 
committee structure, membership, charge, and resource allocation.  The AAA staff also read the 
reports and use them for planning Association budgets and activities.  The information contained 
in the reports is drawn upon in developing the AAA's published Annual Report and the Strategic 
Implementation Plans.  Committee Annual Reports are posted on the AAA web site. 
 
Timeline for the Annual Report 
 
The Annual Report Template will be provided to each Committee, Commission, and Task Force 
chair by their staff liaison on November 1 of each year.  Groups that meet at the Annual Meeting 
may wish to use some of their meeting time to collectively discuss and prepare the answers for 
the report.  Annual Reports normally cover the period from January 1 to December 31.  The 
usual practice is for the chair who was in office during that time period to be responsible for 
preparing and submitting the Annual Report.  The due date for Annual Reports is January 31 of 
the following year.  
 
Structure of the Annual Report 
 
The Annual Report is divided into four parts.  Part I asks questions that guide the group chair in 
reporting on the year’s accomplishments and any plans for future activities.  Part II is concerned 
with actions listed in the Strategic Implementation Plan for the reporting year and is to be 
completed only by units mentioned in the SIP.  Part III provides the opportunity for the group to 
directly bring any issues of concern to the attention of the Executive Board.  Part IV is completed 
only by those Committees undergoing the five-year re-authorization process and consists of 
additional questions necessary for determining that re-authorization. Committee chairs will be 
alerted in advance that they should fill out Part IV. 
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Directions for Completing and Submitting the Annual Report 
 
A template will be provided by the staff liaison. Some of the information is filled in first by the 
staff member, with the remaining questions to be completed by the group chair and/or other 
group members and submitted via the online portal on the AAA website.  The staff liaison will 
provide instructions for uploading to the portal. Parts I, II, III and IV (where needed) are 
submitted separately on the portal.  The person submitting the report can provide answers to the 
questions for each part directly online or cut-and-paste them from the prepared template.  If you 
have questions regarding completing or submitting the report, please contact your staff liaison or 
Kim Baker (kbaker@aaanet.org). 
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Annual Report Template 
 

Part I 
 
Committee, Commission, or Task Force Name: Committee on Gender Equity in Anthropology 
 
Annual Report Period: 1/1/14-12/31/14 
 
Name and email address of Chair, or other person responsible for preparing the report: 
Jennifer Wies, Jennifer.wies@eku.edu 
 
Staff liaison name and email address: Suzanne Mattingly, smattingly@aaanet.org  
 
Objectives and Responsibilities as stated in group charge:  

Objectives: Monitor the status of gender equity in the discipline and the American 
Anthropological Association. Advise the Executive Board on the status of gender equity in the 
discipline and the Association to educate members. 

Responsibilities: 

• To monitor all forms of gender discrimination within the discipline 
• To pursue greater gender equity in the discipline by means of:  

a. monitoring, including gathering information that illuminates issues that affect 
gender equity in anthropology as well as efforts to obtain existing comparable 
survey data, 

b. advocating, including bringing findings before the Association's members, in the 
form of resolutions, when appropriate and 

c. educating, including distributing brochures, meeting with department chairs, 
meeting with business representatives, setting up an interactive presence on the 
internet/web and writing periodic updates for the AN. 

• To identify forms of sexual harassment and bullying in all settings where anthropologists 
work and learn including the varieties of biases that complicate issues regarding 
race/ethnicity, gender stereotyping and preferences, class, and disabilities. 

• To interact on an ongoing basis with the Association's long range planning process on 
issues of gender parity. 

Membership and Appointment: 

• 7 members, including the Chair 
• Committee members are elected at-large with designated seats for:  

o Practicing/professional anthropologist 
o A graduate student anthropologist 
o 5 undesignated seats 
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• President and President-elect/Vice President sit as Ex-officio 
• Chair is elected by the Committee from within the Committee 

 
Question 1:  Please report on the activities your group undertook during the year.  Indicate how 
these activities correspond to the group’s charge (objectives and responsibilities, provided 
above). If there has been any shortfall in accomplishing those objectives, please explain.   
 
CoGEA Award 

CoGEA showcases the efforts of AAA members to ameliorate gender inequities through 
the CoGEA Award, formerly the Squeaky Wheel Award.  The CoGEA Award recognizes 
individuals who have demonstrated the courage to bring to light and investigate practices in 
anthropology that are potentially gender-discriminatory, have acted to raise awareness of 
women's contributions to anthropology or identify barriers to full participation by women in 
anthropology, or have helped to bring about significant shifts in intellectual paradigms through 
their anthropological research on women's lives.  

A call for nominations for the CoGEA Award is posted on the American Anthropological 
Association website.  In addition, the CoGEA Chair sent an email to all section presidents, 
committee chairs, former award winners, and previous CoGEA committee members requesting 
support in distributing the nomination call.  This communication was sent out on two separate 
occasions.  These efforts proved successful based on the quality of the nominations received.   

In 2014, CoGEA presented the Award to Professor Barbara Voorhies (UCSB).  A 
subcommittee reviewed the nominees in May of 2014, and their recommendation was 
unanimously approved by the committee.  All four nominations we received for the Award this 
year reflected a hearteningly strong field.  The nomination materials for Barbara Voorhies 
represented her legacy as a pioneering senior-career scholar in bioanthropology & archaeology, 
with her paradigm-shifting first book publications appearing in 1975. The letter for Voorhies 
stood out to us as a remarkable compendium of testimonials from 15 of Voorhies’ prior graduate 
students, all of whom went on to become working professionals in the field.  Barbara Voorhies’ 
career has been equally influential in shifting paradigms of research and practice in anthropology 
towards the recognition of women and of gender roles, biases, and inequalities.   She has 
mentored scores of graduate students who have gone on to become important voices in the 
discipline in their own right, though again this fact comes out most potently in the nomination 
letter for Voorhies. We have thus decided that, based on the strength of the nomination letters 
prepared by her prior graduate students and the long-lasting influence of her pioneering work 
itself, we award the 2014 CoGEA Award to Dr. Barbara Voorhies.  Voorhies’ pioneering books 
had on subsequent generations of feminist scholarship in anthropology by quoting one of the 15 
co-signees on the Voorhies nomination letter, Dr. Monica Udvardy of the University of 
Kentucky, who writes:  

“I cherished the book, Female of the Species, which she [Voorhies] co-authored with Kay 
Martin, and which was published in 1975.  Together with the 1974 publication of 
Woman, Culture and Society, edited by Michelle Rosaldo and Louise Lamphere, and 
Rayna Reiter's [Rapp’s] Toward an Anthropology of Women (1975), these were the only 
feminist anthropology texts available when I began graduate school (i.e., written from a 
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clearly feminist political perspective)!  The three books did more for the emerging 
consciousness of those of us who were feminist anthropologist scholars-in-training than 
any other writings.”  
In 2011, the current committee chair began a practice of inviting all past recipients of the 

award to the ceremony.  This initiative has been successful and we plan to continue to foster this 
type of community event in the future.  It was also in 2011 that the current chair reinvigorated 
the award by arranging for the award to be presented during the CoGEA invited session.   Prior 
to this, the award was issued without a presentation (though in the far past, the award 
presentation was a stand-alone session).  In a follow-up letter after the CoGEA Award 
presentation, the nominees expressed regret that the Award was not more visible in the printed 
program or in the awards materials distributed and showcased at the meetings.  Members of 
CoGEA have expressed similar concerns, and we hope that these additional voices will 
contribute to a re-evaluation of the place of the CoGEA Award in annual meetings.   
 
CoGEA Invited Sessions 
 CoGEA is provided with1.75 Invited Sessions per annual meeting.  The committee has 
strived to contribute a session to the scientific program as well as provide a forum for a 
roundtable or workshop-based discussion to address important issues related to gender equity in 
anthropology.  In the 2014 program, CoGEA sponsored the following two sessions: 
   
Session Title: The Feminization of Contingency: Sex, Race, and Class in the Academy 
Sponsored By: AAA Executive Program Committee and AAA Committee on Gender Equity 
Saturday, December 6, 2014: 2:30 PM-4:15 PM 
Organizers:  Rebecca B Galemba (Josef Korbel School of International Studies at the University 
of Denver) and Laura Miller (University of Missouri-St. Louis)  
Roundtable Presenters:  Laura Miller (University of Missouri-St. Louis), Susan Harper (North 
Lake Community College), Susi L Keefe (St. Olaf College), Iori Hamada (The University of 
Melbourne), Johanna M Lessinger (John Jay College CUNY) and Anne McLeer   
 

While a concern of the AAUP for many decades, adjunct-ification and its effects on 
higher education have recently taken center stage as a hot issue in academia, the media, and even 
the US Senate. The AAUP (2005) estimates that 2/3 of academic employment now occurs off the 
tenure track. Adjunct-ification encompasses a variety of contingent positions including adjuncts, 
lecturers, renewable professors, visiting assistant professors, and a host of new terminologies to 
signal new labor configurations. Even though some positions off the tenure track may 
incorporate better pay and conditions, contingency as the new norm in academic labor signals 
important problems for stability, student-outcomes, academic freedom, and mobility. Adjunct-
ification also poses troubling concerns for tenure-track faculty and the university as a whole.  

Recent research links the rise in contingency with sharpening trends that further exclude 
women, LBGTQ individuals, ethnic/racial minorities, and those from working class backgrounds 
from the tenure track. Women earn more than 50% of PhDs, but are 10-15% more likely than 
men to occupy contingent positions (AAUP 2005; Finley 2009). Finley (2009) calls this a “glass 
wall” versus a glass ceiling since many women never gain the opportunity to even step on the 
academic ladder. Additionally, Mary Ann Mason (2011) argues that women with children are 
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disproportionately represented in contingent roles, whereas men with children are highly 
concentrated in the upper echelons of academia (even more than their single and childless 
counterparts). To achieve a holistic understanding of gender equity, Mason (2011) urges scholars 
to examine now only the career gap, but also the gap in desired family formation between men 
and women. Finley (2009) argues that the “feminization of contingency” over time further 
devalues women’s work and confines them to low pay, low-status work, insecurity, and 
immobility. Moreover, the proportion of African-Americans in non-tenure track positions is 50% 
higher than whites (McMillan Cottom 2014). Commentators highlight how adjunct-ification 
generates a two-tier system that exposes vast class differences between high status tenure track 
faculty and their “second-tier” counterparts. This has been particularly striking in the media 
storms that erupted over the death of Margaret Mary Vojtko and over revelations of adjuncts on 
food stamps. Yet there has been less attention to the fact that individuals from working class 
backgrounds have long been excluded from the tenure track and how rising adjunct-ification 
further entrenches this exclusion. However, there has been little discussion, research, and 
analysis of how these trends are unfolding in anthropology, a discipline historically committed to 
combatting sexism, racism, and class inequality. This roundtable brings together contingent 
faculty from different backgrounds and experiences (including non-US) cross-disciplinary 
tenured advocates, and union advocates to engage these issues within anthropology, across the 
university context, and in the public sphere.  
 
Session Title: GETTING ANTHROPOLOGY CLOSER TO ZERO: COLLABORATING TO 
REDUCE SEXUAL HARASSMENT IN ANTHROPOLOGY  
Sponsored By: AAA Executive Program Committee and AAA Committee on Gender Equity 
Session Type: Roundtable  
Scheduled Date:  Wednesday, December 3, 2014       
Scheduled Time: 4:00 PM-5:45 PM   
Organizers:  Pamela K Stone (Hampshire College) and John J Crandall (University of Nevada)  
Chairs:  Pamela K Stone (Hampshire College)  
Roundtable Presenters:  Mary K Anglin (University of Kentucky), Jennifer R Wies (Eastern 
Kentucky University), Kathryn B Clancy (University of Illinois, Urbana-Champaign) and John J 
Crandall (University of Nevada)   
 
 The incidence of sexual harassment in anthropology departments has been a concern of 
the Association's Committee on the Status of Women (now COGEA) since at least 1995. Yet, 
survey findings reported by COGEA and in recent independent surveys since 2005 report that 
sexual harassment remains a reality for women in anthropology at every stage of career 
development. Whether a student, practicing anthropologist or scholar at an academic institution, 
female anthropologists remain concerned about the risk of unwanted sexual advances, assault 
stalking and other forms of sexual harassment and both males and females in a recent survey of 
students report discomfort, concerns and examples of harassment that stand as clear violations of 
the AAA’s code of ethics. These surveys have highlighted many of the structural barriers that 
make it difficult to monitor or respond to harassment, particularly in field schools and other 
contexts where anonymity or hierarchies make reporting risky, whether for one’s career or 
safety. 
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 In this roundtable, members of both the committee on gender equity in anthropology and 
the ethics committees discuss these recent survey findings as well as consider longstanding 
efforts to bring anthropology “closer to zero” regarding rates of reported sexual harassment in all 
professional contexts. In particular, we consider how collaborations between our committees, or 
changes to the code of ethics might set a clearer standard for the discipline. Building on past 
discussions from the 2013 meetings, we discuss ways that the AAA can respond to better 
monitor, prevent and educate around issues of sexual harassment and in this way bring us “closer 
to Zero.” 
 
 
Sexual Harassment and Sexual Violence in Anthropology  
 

FINAL REPORT 
Addressing Sexual Violence and Sexual Harassment in Anthropology 

An Initiative Commissioned by the American Anthropological Association and the Committee 
on Gender Equity in Anthropology  

 
Jennifer R. Wies, PhD (Eastern Kentucky University),  

PI and CoGEA Committee Chair (2010-2012, 2013-2014) 
Hillary J. Haldane, PhD (Quinnipiac University) 
Kristin Hoff, PsyD (Virginia Military Institute) 

M. Gabriela Torres, PhD (Wheaton College) 
Rita Wright, PhD (New York University) 

 
Background 
 In early 2014, the American Anthropological Association Executive Board requested that 
the Committee on Gender Equity in Anthropology (CoGEA) develop a survey and educational 
plan related to sexual violence and sexual harassment in anthropology.  Recent attention to the 
rates of sexual harassment in fieldwork settings provided an impetus for concern among the 
American Anthropological Association leadership. 
 CoGEA approved the development of a small working group to advance this charge.  On 
April 14, 2014, a proposal was submitted to the CoGEA liaison, Ramona Perez, for the 
Executive Board to consider for approval.  Notification of approval was received on July 1, 
2014. Jennifer Wies, CoGEA chair, agreed to serve as Principal Investigator and invited experts 
to join the team. Once convened, the team immediately began to address the action items 
outlined in the proposal.  An initial conference call was conducted with all the team members 
and the CoGEA liaison, and the team proceeded based on the initial feedback from that 
conference call. 
 
Proposed Survey Study 
 The team consists of experts across the subdisciplines of anthropology.  The group spent 
six weeks of intensive work developing an instrument to capture sexual violence and sexual 
harassment experiences in anthropology experienced at a person’s home workstation as well as 
at a person’s fieldwork or other alternative work location. The full survey included a set of 
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questions about sexual harassment and workplace climate, unwanted sexual contact experiences, 
a bystander potential assessment, knowledge of intervention and prevention resources, and a 
demographic survey.   

Permissions were obtained from Dr. Mary Koss (Regents Professor, University of 
Arizona) of the Sexual Experiences Survey Collective to utilize the validated SES instrument in 
an amended format.  The Institutional Review Board coordinator at Eastern Kentucky University 
reviewed a draft of the IRB proposal and provided initial feedback to expedite the review 
process.  
 The teams submitted a complete draft of the proposed study to the American 
Anthropological Association leadership on July 20, 2014 for review.  The documents included an 
IRB proposal and a full draft of the survey, with the continued intention of launching the survey 
in September to the full membership.  
 Initial areas of discussion included 1) demographic questions related to gender identity 
and expression and 2) length of time to complete the survey.  These discussions resulted in 
consensus to include demographic prompts related to gender identity and expression and 
satisfactory resolution about the survey length and completion times.  Initial approval for the 
launch of the project was obtained, and the American Anthropological Association leadership 
issued a Memoranda of Support for the project on July 30, 2014.   
 Project implementation was halted on August 1, 2014.  New, previously uncirculated 
concerns about the role of the AAA in this type of project emerged and the team was asked not 
to proceed with the project.  Additional information provided in October stated that the 
American Anthropological Association would prefer to distribute a climate survey that would 
differentiate between departmental/office work climate and work in the field.  It was also shared 
that the American Anthropological Association leadership did not see this project as a 
mechanism for educating the membership about sexual violence and/or sexual harassment, but 
rather to provide the data that can spur (re)action from the members.   
 The working group then developed a series of 12 questions to ascertain the climate in the 
discipline.  These questions are amended from an open-source and extensively utilized AAUW 
instrument and the work previously completed by the group.  The team notes that the six 
questions, which are repeated to ascertain context, address several of the items that are 
commonly used to “screen” for issues that can be further explored.  The questions are not 
designed to determine incidence or prevalence of any particular behaviors or actions, rather they 
are items that can be used to generate “big picture” information and can certainly be used to 
track changes in climate perspective over time.  This instrument was submitted to the Executive 
Board on November 10, 2014 with the recommendation that CoGEA or another American 
Anthropological Association administrative arm be responsible for timed dissemination of the 
survey to gather results.  At the time of submission of this final report, feedback had not been 
received.   
 
Conclusion 
            The team invested a significant amount of professional, personal, and institutional 
resources to develop a research plan that reflects the very best practices in the field of gender-
based violence, and sexual violence specifically.  The team’s plan, timeline, and activities were 
shared with members of the American Anthropological Association leadership at every step.  
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However, at the final stage of the project development prior to the onset of the implementation 
phase, the team was asked to time-out the process.  A second survey was developed and 
submitted, though no action has been taken.  This working group encourages the American 
Anthropological Association leadership to work with CoGEA to develop an implementation 
plan. 
 
Committee on Gender Equity in Anthropology  
Sexual Harassment Response Soft Proposal  
 
CoGEA is responding to a request by the AAA Executive Committee to propose a 
comprehensive response to the informal survey findings reported in 2013 and 2009 that indicate 
a high a prevalence of unwanted sexual behaviors and assaults directed at women in 
anthropology in the context of fieldwork experiences.  According to an official statement issued 
by the AAA in April of this 2013, the association does not have “adjudicatory authority” but the 
association does have clear expectations for behavior in our ethics code that should preclude 
sexual harassment behaviors.  
 
The current working framework for organizing this response is outlined here: 
 
1. Monitor (2014) 

a. Distribute a survey study of sexual harassment prevalence, incidence, and response to 
all AAA members in September of 2014.  These data would serve as baseline data to 
determine the extent of sexual harassment among the AAA membership. 

2. Educate (2015) 
a. Analyze the 2014 survey data  
b. Prepare a detailed report similar to Work Climate, Gender, and the Status of 

Practicing Anthropologists 
http://www.aaanet.org/resources/departments/upload/ES_COSWA-2009REPORT-
2.pdf  

3. Advocate (2015-2016) 
a. Deploy a bystander intervention based educational training deliverable in multiple 

formats targeted towards key stakeholders: 
i. An internet-based format- general membership 

ii. Workshop- targeted towards supervisors (department chairs, organizational 
leaders in the business/nonprofit /etc. sectors) 

iii. Workshop- targeted towards undergraduate and graduate students 
b. Provide more detailed information on the AAA website (not hosted under the CoGEA 

website, rather, information readily available to all members in a convenient location) 
4. Monitor  

a. Readminister survey study in 2017 for a 3-year follow-up 
b. Prepare report to accompany follow-up data collection 
c. Continue advocacy efforts as appropriate  
d. Readminister survey study in 2022 for a 5-year follow-up 
e. Prepare report to accompany follow-up data collection 
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f. Continue advocacy efforts as appropriate  
 
As the current CoGEA chair, I developed this model based on my previous experience working 
in violence response and prevention and Title IX compliance in non-profit organizations and 
higher education institutions.  In addition, I have consulted with several experts in the field of 
gender-based violence to discuss the schema above.  The way I see the action items, we can 
begin with #1 and collect data, but I would recommend that we only do so if we have a strong 
plan for addressing the data.  The alternative would be to begin with #2 and develop a report that 
describes the nature of sexual harassment in a Title IX dominated adjudication world and move 
directly to the launch of educational and advocacy efforts in the Fall of 2014.  This may be a 
better model in that data is often collected to substantiate the extent or nature of a problem.  This 
approach may place the membership in a defensive posture and seem reactive rather than 
pursuant to a proactive approach to education and prevention.  Beginning with data collection 
also adds cost to a response process, which may not be tenable or desirable. 
 
American Anthropological Association 
Climate Survey 
 
ADD GENERAL INTRO HERE 
 
For the first set of questions, please answer based on your experiences at your current 
organization, university, college, or institution in the course of your regular duties.     
 
In the past 12 months, in your anthropology educational or professional experiences, have you 
experienced… 
 
1. Having someone make unwelcome sexual comments, jokes or gestures to or about you 
Did not happen  
Happened once  
Happened more than once 
 
2. Being called gay or lesbian in a negative way 
Did not happen  
Happened once  
Happened more than once 
 
3. Being shown sexy or sexual pictures that you did not want to see 
Did not happen  
Happened once  
Happened more than once 
 
4. Being touched in an unwelcome sexual way 
Did not happen  
Happened once  
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Happened more than once 
 
5. Having someone flash or expose themselves to you 
Did not happen  
Happened once  
Happened more than once 
 
6. Being forced to do something sexual 
Did not happen  
Happened once  
Happened more than once 
 
In the second set of questions, please respond based on your experiences in fieldwork settings, 
during fieldschool, off-site laboratory, study abroad, conferences/workshops, or other 
organization or institutional work outside of your primary work station.   
 
In the past 12 months, in your anthropology educational or professional experiences, have you 
experienced… 
 
1. Having someone make unwelcome sexual comments, jokes or gestures to or about you 
Did not happen  
Happened once  
Happened more than once 
 
2. Being called gay or lesbian in a negative way 
Did not happen  
Happened once  
Happened more than once 
 
3. Being shown sexy or sexual pictures that you did not want to see 
Did not happen  
Happened once  
Happened more than once 
 
4. Being touched in an unwelcome sexual way 
Did not happen  
Happened once  
Happened more than once 
 
5. Having someone flash or expose themselves to you 
Did not happen  
Happened once  
Happened more than once 
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6. Being forced to do something sexual 
Did not happen  
Happened once  
Happened more than once 
 
Question 2: Please indicate your group’s plans for activities in the coming year. If they represent 
significant modification or elaboration of the stated objectives and responsibilities, please 
explain. 
 

CoGEA plans to organize/co-organize at least one session at the American 
Anthropological Association meetings consistent with the committee objectives and 
responsibilities.  For the 2015 meetings, CoGEA is considering organizing a workshop and a 
session to contribute to the scientific program.  This activity relates to LRP Objective: 5.2, 
educating American Anthropological Association members of issues related to gender equity.    

In 2011, CoGEA incorporated the award presentation into the CoGEA Invited Session, 
with great success.  We expanded up on this in 2012 by dedicating more time to the award 
presentation, including remarks from the recipient.  We will continue to reach out to former 
award recipients and bring awareness of gender inequities and the advocacy work that is being 
pursued to the American Anthropological Association membership.  This activity relates to LRP 
Objective: 5.0, advocating for greater gender equity in the discipline of anthropology. 
 

Part II 
This question refers to any specific tasks or activities in the current Strategic Implementation 
Plan.  They are briefly reported separately so that they can be reviewed by the appropriate staff.  
If your unit was not assigned any activities in the current SIP, please skip Part II. 
 
Question 3: Please briefly report on how you have fulfilled, or plan to fulfill, those specific tasks 
or activities, whether new or ongoing, that appear in the current Strategic Implementation Plan.  
Please refer to each one by their item number. 
 

Not applicable. 
 

Part III 
 
Question 4: Please comment on any issues or recommendations you would like to bring to the 
special attention of the Executive Board. These might be problems in fulfilling group objectives 
and responsibilities or in fulfilling tasks listed in the SIP, the need for additional resources, 
recommended changes to the group charge (objectives, responsibilities, products/outcomes), and 
recommended changes to the committee structure or membership. Any problems or 
recommendations listed here will be discussed by the Association Operations Committee and 
then considered at the EB meeting for possible action. 
 

The committee was renamed from the Committee on the Status of Women in 
Anthropology to the Committee on Gender Equity in Anthropology in 2010.  In light of the new 
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subtle forms of discrimination, CoGEA is in the process of determining how to better serve the 
AAA by shifting our focus to examine all forms of gender equity and formally integrate the 
needs of men and transgender individuals, as well as women, into our efforts.  CoGEA is 
positioned to collaborate with other committees and sections to address the American 
Anthropological Association LRP Objective 5.  We wish to work more deliberately with relevant 
constituents to devise directions and outcomes for our shared work and provide greater definition 
to the committee’s relatively recent charge change that focuses on “gender equity.”  This seems a 
strategic imperative, as the Committee’s charge now overlaps with multiple AAA sections, 
calling for a coordinated approach to women’s and gender issues.  However, the committee has 
requested clarification from the EB about this new and expanded charge to maximize 
collaboration and synergy with other committees and with the sections.   
  In addition, CoGEA has been asked on two different occasions to develop materials 
addressing sexual violence and sexual harassment in the discipline of anthropology in order to 
contribute to safe working and learning environments.  In 2010, the committee was granted 
approval to pursue the development of a web-based tool to educate the membership about 
different forms of sexual harassment in various workplace settings.  This proposal was submitted 
in 2011 to the Executive Board.  The proposal was subsequently discussed by the Executive 
Board, which decided not to proceed with the project.  The committee urges the American 
Anthropological Association leadership to consider moving forward with efforts to respond to 
the concerns over sexual harassment and sexual violence in the discipline of anthropology.   
 

Part IV 
 
These questions are to be answered only by Committees undergoing the five-year re-
authorization process.  In order to assist the Executive Board with deciding on re-authorization, 
the chair is asked to reflect on the group’s activities, accomplishments, shortcomings, and new 
directions over the past 5 years based on this year’s and prior years’ Annual Reports, and to 
compare them against the Association objectives as enumerated in the Long Range Plan, 
accessible at http://www.aaanet.org/about/Governance/Long_range_plan.cfm  
 
 Question 5: Please identify one or more of the 12 objectives of the AAA Long Range Plan 
(LRP) that your group’s activities have fulfilled over the last five years.  In many cases those 
objectives are identified in the various Strategic Implementation Plans. There is no need to 
provide specific details on individual activities; summary statements should suffice. The purpose 
of this question is to evaluate whether the group continues to meet stated Association objectives. 
 
2.The AAA will foster the discussion and dissemination of research on social and policy issues 
in the society at large, and respond in a timely fashion when events call for the application of 
relevant anthropological knowledge, expertise, and interpretation. 
 
 CoGEA commits significant effort to developing timely and pertinent sessions at the annual 
meetings.  These sessions contribute to both the scientific program by highlighting contemporary 
research trends related to gender equity and discussion-based sessions reflecting current issues in 
the field of anthropology.  For example, in 2011, CoGEA organized a session at the American 
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Anthropological Association meetings in Montreal entitled “Gender in Anthropology: Tidemarks 
and Legacies,” organized by Jennifer R. Wies (Eastern Kentucky University) and Hanna Garth 
(UCLA) and chaired by Stacie M. King (Indiana University).   The selection of papers drew 
upon the theme “Traces, Tidemarks, and Legacies.” The session directly spoke to the influence 
of tidemark feminist theorists and practitioners on our conceptualization of gender within 
anthropology. Throughout the 2012 calendar year, current and previous CoGEA members 
participated in the development of a special issue of VOICES: A Publication of the Association 
for Feminist Anthropology to bring these session papers to print in the Fall 2012 issue.   
 
3.The AAA will promote quality and effectiveness in the teaching of anthropology and 
anthropological research at all levels. 
 
  Through CoGEA Invited Sessions, the committee contributes to effort to promote 
quality and effectiveness in teaching anthropology in multiple institutions.  For example, our 
2009 double-session was entitled “Mentoring Women “at home” and “in the field”: Thinking 
Critically about Mentorship, “Capacity-Building,” and Working with Field Assistants.”  Many 
universities now have mentorship programs in which new faculty choose or are assigned mentors 
who are supposed to advise them about strategies for achieving tenure. In some of these 
programs, women, and particularly women of color, are seen as having particular mentorship 
needs (which are not always met)—such as learning strategies for achieving professional success 
while also starting a family, or for managing pressures to devote disproportionate time to 
committee work so that a university can fulfill diversity requirements. This session addressed the 
following questions: Do women have particular needs for mentorship—due to the ongoing 
primary responsibility for dependents, or to subtly different gendered or racialized expectations 
for academic or professional progress? Alternatively, are women being constructed as persons 
who have more to learn about making it in the professional jungle of anthropology? The 
mentoring relationship—nurturing, yet hierarchical—also raises issues of power, sometimes 
made more fraught when the mentor is male and the mentee female, a likely scenario in 
environments where the preponderance of senior positions are occupied by men. Is mentoring is 
a feminist issue, a feminized issue, or both?  This session generated papers that (1) discuss 
training and/or collaborating with female field assistants, (2) reflect on their own experiences of 
mentoring or being mentored, or (3) critically examine the concepts of mentoring and/or 
capacity-building.  Session participants included academic faculty, students, and practitioners.   

In 2014, “The Feminization of Contingency: Sex, Race, and Class in the Academy” 
session focused on teaching anthropology by continuing a larger conversation about the 
structures of adjunct labor in educational institutions.  This session included representatives from 
diverse educational institutions and input from labor organizers.  The difficulty in securing 
funding for travel to the American Anthropological Association meetings for members of the 
panel underscored the necessity of this conversation in anthropology.   
 
5.The AAA will foster inclusion in the discipline of persons from socially underrepresented 
categories; advocate improved understanding of diversity, sameness, and difference in society; 
and promote the equitable treatment of all anthropologists. 
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  CoGEA’s charge fits squarely into LRP goal 5.  However, the committee has 
experienced challenges in implementing projects related to promoting equitable treatment of all 
anthropologists.   
  CoGEA has been asked on two different occasions to develop materials addressing 
sexual violence and sexual harassment in the discipline of anthropology in order to contribute to 
safe working and learning environments.  In 2010, the committee was granted approval to pursue 
the development of a web-based tool to educate the membership about different forms of sexual 
harassment in various workplace settings.  This proposal was submitted in 2011 to the Executive 
Board.  The proposal was subsequently discussed by the Executive Board, which decided not to 
proceed with the project. 
  In 2014, CoGEA was charged again to develop a membership survey to determine the 
extent and nature of sexual harassment and sexual violence in disciplinary workplaces and 
educational settings.  CoGEA charged a working group with the development of a survey and 
educational materials, however, this project was also terminated.   
 
Question 6: Please briefly discuss any projects or activities over the last five years that cannot be 
directly tied to LRP objectives or your committee’s charge but are of value to the Association.  
The purpose of this question is to assess how the group is adapting to the changing needs of the 
discipline and the Association, and whether the group charge or the LRP should be modified. 
 

In 2012, we hosted a roundtable discussion entitled, “Without Boundaries?  Gender 
Equity in Anthropology.”  We brought relevant constituents together to devise directions and 
outcomes for our shared work and provide greater definition to the committee’s charge that 
focuses on “gender equity.”  Participants discussed institutional inequities towards women and 
women with families; the treatment of transgendered colleagues in graduate school and beyond; 
the ways that organizations and institutions construct and enforce unequal treatment through 
extant gender categories; and data collection strategies for promoting the discussion and 
advocacy of gender equity in anthropology.  The roundtable discussion served to inform 
CoGEA’s future activities including using its insights to identify the most salient gaps in gender 
equity best practices over the next year.  It was in this session that the issues of sexual 
harassment and sexual violence continued to emerge. 

Alongside these issues, the committee was renamed from the Committee on the Status of 
Women in Anthropology in 2010.  In light of the new subtle forms of discrimination, CoGEA is 
in the process of determining how to better serve the AAA by shifting its focus to examine all 
forms of gender equity and formally integrate the needs of men and transgender individuals, as 
well as women, into our efforts.  CoGEA is positioned to collaborate with other committees and 
sections to address the American Anthropological Association LRP Objective 5.  We wish to 
work more deliberately with relevant constituents to devise directions and outcomes for our 
shared work and provide greater definition to the committee’s relatively recent charge change 
that focuses on “gender equity.”  This seems a strategic imperative, as the Committee’s charge 
now overlaps with multiple AAA sections, calling for a coordinated approach to women’s and 
gender issues.  However, the committee has requested clarification from the EB about this new 
and expanded charge to maximize collaboration and synergy with other committees and with the 
sections.   
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Question 7: In reviewing the Annual Reports of the last five years, do you see continuing or 
emerging problems regarding the group’s ability to meet its responsibilities?  Do you have 
recommendations to the Executive Board for changes or any reservations about re-authorization 
of the group with its current structure, composition, and charge?  
 
  As discussed in Part IV, Question 5, CoGEA has been asked on two different occasions 
to develop materials addressing sexual violence and sexual harassment in the discipline of 
anthropology in order to contribute to safe working and learning environments.  However, both 
of the proposals were later dismissed by the American Anthropological Association leadership.  
The committee is committed to addressing these issues, however, these efforts would require 
support from the Association.   
 
Question 8: Do you have a sense of the group’s future agenda and trajectory of activities for the 
next five years?  The purpose of this question is to help the Executive Board and AAA staff 
coordinate Association objectives and budgetary planning to ensure adequate resources are 
available in the future.  Responses to this question will also be considered by the EB in 
reviewing the Long Range Plan and the short-term Strategic Implementation Plans.  
 
 At the onset of the 2014 reporting year, the committee would have included the initiatives 
outlined in the 2014 sexual harassment and sexual violence initiative proposal.   
 CoGEA will continue to work to bring important research and practice issues forth 
through Invited Sessions at the annual meetings.  There is also increasing energy to formally re-
invigorate the CoGEA Award presentation, which the committee welcomes.  Prior to the 2011 
presentation, there was a period when the award was issued without any presentation.  At that 
time, the committee incorporated a presentation to be included at the beginning of the CoGEA 
invited session.        
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Details on CoGEA Gender Equity Interactive Tool (submitted in 2011) 
 
Taking COSWA/CoGEA’s extensive research reports and collected career histories, this project 
seek to transform them into interactive tools that enable women, men, and transgender 
individuals to identify gender inequity and be exposed to best practices in gender equity. Based 
on scenario-based learning, users of the tool would be able to select from a range of scenarios 
that demonstrate overt to subtle forms of gender inequity in anthropological industrial, academic, 
and student contexts. Users would walk through the various scenarios and gain insight to three 
potential perspectives: (1) of those who experience the inequity, (2) of those who perpetuate the 
inequity, and (3) of those whose roles require the management of anthropological work 
environments. The user would be able to select at specific decision points a path to resolve the 
equity issue raised in the scenario. The experience would conclude with resources the user can 
access for deeper understanding of the situations and approaches to resolving them. Users would 
have the opportunity to add new scenario outcomes based on their own successful strategies.  
 
 Industry Context Academic Context Student  

Context 
Overt Scenario V1: Protagonist who 

experience inequity 
 
V2: Antagonist who 
perpetuates inequity 
 
V3: Manager who 
must respond to 
inequity 

V1: Protagonist who 
experience inequity 
 
V2: Antagonist who 
perpetuates inequity 
 
V3: Manager who 
must respond to 
inequity 

V1: Protagonist who 
experience inequity 
 
V2: Antagonist who 
perpetuates inequity 
 
V3: Manager who 
must respond to 
inequity 

Ambivalent 
Scenario 

V1: Protagonist who 
experience inequity 
 
V2: Antagonist who 
perpetuates inequity 
 
V3: Manager who 
must respond to 
inequity 

V1: Protagonist who 
experience inequity 
 
V2: Antagonist who 
perpetuates inequity 
 
V3: Manager who 
must respond to 
inequity 

V1: Protagonist who 
experience inequity 
 
V2: Antagonist who 
perpetuates inequity 
 
V3: Manager who 
must respond to 
inequity 

Subtle Scenario V1: Protagonist who 
experience inequity 
 
V2: Antagonist who 
perpetuates inequity 
 
V3: Manager who 
must respond to 

V1: Protagonist who 
experience inequity 
 
V2: Antagonist who 
perpetuates inequity 
 
V3: Manager who 
must respond to 

V1: Protagonist who 
experience inequity 
 
V2: Antagonist who 
perpetuates inequity 
 
V3: Manager who 
must respond to 
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inequity inequity inequity 
Figure 1: Matrix of scenarios, contexts, and viewpoints 
 
Resources 
Preliminary estimates by graphic designers indicate that a professional contract to develop the 
interactive tool would cost approximately $8,000.  Alternative strategies for developing and 
implementing the tool are under consideration by committee members.  We estimate that this 
project could take approximately 18 months for development upon securing funds.     
 
 
 
 


