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ABSTRACT

Given the hierarchical nature and structure of field schools, enrolled students are particularly susceptible to harassment and assault. In 2018,
the National Academies of Sciences, Engineering, and Medicine (NASEM) released recommendations to help prevent sexual harassment
and assault of women in academia. Although these recommendations are specific to higher education and exclusive to women, some can
be modified and applied to the context of archaeological field schools. We review the NASEM’s recommendations, with particular attention
to those applicable to the field school setting, and provide suggestions for making field schools safer and more inclusive learning envir-
onments for all students. Although we present recommendations for practices that can be implemented at field schools, additional research
is needed to understand how sexual harassment occurs at field schools and how the implementation of these recommendations can make
learning safer.
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Dada la naturaleza jerárquica y la estructura de las escuelas de campo, los estudiantes matriculados son particularmente susceptibles al
acoso y la agresión. En 2018, las Academias Nacionales de Ciencias, Ingeniería y Medicina (NASEM, por sus siglas en inglés) publico
recomendaciones para ayudar a prevenir el acoso sexual y el asalto de mujeres en la academia. Aunque estas recomendaciones son
específicas para la educación superior y exclusivas para las mujeres, algunas pueden modificarse y aplicarse al contexto de las escuelas de
campo arqueológico. Revisamos las recomendaciones de NASEM con especial atención a las aplicables al entorno de las escuelas de
campo y brindamos sugerencias para hacer que las escuelas de campo sean entornos de aprendizaje mas seguros e inclusivos para todos
los estudiantes. Aunque presentamos recomendaciones para prácticas que se pueden implementar en las escuelas de campo, se necesita
investigación adicional para comprender como ocurre el acoso sexual en las escuelas de campo y como la implementación de estas
recomendaciones puede hacer que el aprendizaje sea mas seguro para todos los estudiantes.

Palabras clave: escuelas de campo, acooso sexual y agresión, medios de prevención

Educational scholars have recognized the positive learning
outcomes that students achieve by participating in field-based
research (Cartrette and Melroe-Lehrman 2012; Cooper et al. 2019;
Flaherty et al. 2017; Munge et al. 2018; National Research Council
2014; Sheppard et al. 2010). Through such experiences, students
show increases in their motivation to learn (Jacobson et al. 2015)
and perceptions of their abilities to succeed in their field of study
(Graham et al. 2013). Field-based learning helps students achieve
cognitive and metacognitive gains and competencies that move
them from having a novice to an expert understanding (Mogk and
Goodwin 2012; Richards et al. 2012; Whitmeyer and Mogk 2009).

In the United States, field-based training has long been a primary
educational component for students pursuing a bachelor’s degree
in anthropology specializing in archaeology (Baxter 2009:11;
Brookes 2008; Mytum 2012; Perry 2004; Walker and Saitta 2002).
Undergraduate and graduate archaeological field learning
includes a participatory course—referred to within the discipline

as a field school—where students learn practical field methods.
Field schools are often the first opportunity for aspiring archae-
ologists to apply and practice the concepts and methods they
learn during their coursework. For many students, their field
school is a formative experience confirming their intent to pursue
archaeology as a career. For others, field school may be a
prohibitive requirement, given the costs and time commitment,
or a course that deters students from a career in archaeology
(Heath-Stout and Hannigan 2020).

Although many have noted the positive gains that students
experience from participation in field-based research, recent
studies demonstrate that field experiences and research can come
with negative consequences (Clancy et al. 2014; Meyers et al.
2018; Nelson et al. 2017; VanDerwarker et al. 2018). In archaeology
specifically, a recent study documented high rates of sexual
harassment and assault among those conducting field research.
Of respondents to a recent survey administered to archaeologists
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conducting research in the southeastern United States, 66%
reported sexual harassment and 13% reported sexual assault
(Meyers et al. 2018). Although not exclusive to field school stu-
dents, these numbers—and others—suggest that instances of
sexual harassment and assault are common and that student
trainees are frequently subjected to such treatment (Clancy et al.
2014). Aspiring archaeologists may experience their first occur-
rence of sexual harassment, assault, and violence as undergradu-
ate or graduate students enrolled at field school.

Scholars have suggested policies and procedures that institutions,
organizations, and supervisors can implement to help prevent
sexual harassment and assault in academia, although not exclusive
to the setting of field schools (NASEM 2018). In this article, we
review some of these policies with attention toward those that can
be actualized in a field school setting. Although we make initial
suggestions for how field school directors can support
harassment- and assault-free field schools, these suggestions are
just the first step toward understanding evidence-based best
practices that can prevent sexual harassment and assault.
Foundational research is greatly needed to document how these
policy and procedural changes affect supervisory roles, student
learning, and the overall nature of the field school climate and
culture.

Throughout the article, we use the phrase “safe and inclusive field
school environment” with the assertion that an environment in
which an individual experiences sexual harassment, assault, or
violence is unsafe and excludes a student from learning. A safe
and inclusive learning environment is one in which a student does
not feel at risk of or exposed to harassing, assaulting, or violent
behavior, and they feel able to learn.

THE SETTING: FIELD SCHOOLS
Since the inception of archaeological education, institutions of
higher education have stressed the need for students to acquire
practical skills in field methodologies by requiring students to
complete a field school to receive a bachelor’s degree in
anthropology with a specialization in archaeology (Aitchison 2004;
Baxter 2009; Gifford and Morris 1985). This practice continues to
this day. The educational structure of field schools varies among
university programs and other organizations offering field schools
(Mytum 2012). Generally, field schools consist of four to eight
weeks of sustained field training that may include instruction and
practice in excavation techniques, archaeological survey, field-
based data collection, and data processing. Some field schools
are generalized, while others are specialized, focusing on the
recovery and analysis of a specific data class. It should be noted
that students must pay tuition and course fees to enroll in a field
school and gain the corresponding experiences.

The location of field school instruction also varies, although field
schools are held in areas of archaeological interest. Even within
the United States, field schools may be in remote locales where
students do not have basic amenities of modern-day life, such as
internet connection, cellular phone service, running water, or
access to transportation. Others are in urbanized settings where
living conditions are similar to a modern college-student lifestyle.
At some field schools, living arrangements can be residential, with

students spending the entirety of their training away from their
home and college campus. Others do not require students to live
at the field school. Instead, students reside in their own homes or
dorms throughout the duration of the course.

Field schools are hierarchical, usually led by one or more faculty or
project director. In cases where the field school is associated with
a university program, the field school director may not be full-time
faculty at the institution offering the field school. Field schools
vary in the number of enrolled students. Some have only a handful
of student trainees, while others can have over 20 students. Often,
graduate students aid the field director and have varying levels of
responsibility. Some teach and provide supervisory support,
whereas others manage the field school. Generally, field directors
have the ultimate authority in research and instruction. Field
directors may require students to receive instructions from them
when they encounter anything significant, and they will review
students’ work before allowing them to proceed with excavations.

Despite the long-standing tradition of field schools as an institu-
tion and rite of passage for archaeological education, there has
been little empirical research into field school pedagogy (but see
Baxter 2009; Brookes 2008; Everill 2015; Lightfoot 2009; Mytum,
ed. 2012; Perry 2004). Currently, what has been written neglects to
address how faculty can structure their field schools to help pre-
vent harassing and assaulting behaviors and promote educational
equality for all students.

THE CONTEXT OF SEXUAL
HARASSMENT, ASSAULT, AND
VIOLENCE
Sexual harassment, assault, and violence are a documented,
persistent issue faced by both women and men, historically
marginalized individuals, those who are diverse learners, and
members of the LGBTQ+ community in academia (Berdahl and
Moore 2006; Brown et al. 2017; Garvey et al. 2017; Gay-Antaki and
Liverman 2018; Kalof et al. 2001; NASEM 2018; Rankin 2005;
Settles et al. 2016). Sexual harassment is a form of gender-based
discrimination that is both a legal term (Dobbin and Kelly 2007;
USEEOC 2019) and a term to describe a spectrum of verbal and
nonverbal actions with negative psychological and health conse-
quences to those subjected to these behaviors (NASEM 2018).
Sexual harassment encompasses three types of behaviors that
may or may not co-occur: gender harassment, unwanted sexual
attention, and sexual coercion (Fitzgerald et al. 1995).

Gender harassment comprises a suite of nonsexualized acts that
persecute an individual based on their gender, and it includes
gender-based “put-downs,” inappropriate comments, and
offensive remarks, among other acts (Leskinen et al. 2011).
Unwanted sexual attention occurs when an individual experiences
unreciprocated sexual advances. Sexual coercion includes sexual
attention and the conditioning of employment or educational
opportunities upon sexual cooperation (NASEM 2018). Unwanted
sexual attention and sexual coercion aim to persuade an individ-
ual to cooperate with sexual acts, whereas gender harassment
does not, although gender harassment is the most common form
of harassment (Fitzgerald et al. 1995).
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Sexual violence is any act or attempted act to obtain sexual
contact by means of force, aggression, or coercion, including
rape. Sexual assault is a form of sexual violence that occurs
when an individual touches another person in a sexual nature
without that person’s consent or when a person is physically
forced into a sexual act against their will (Fedina et al. 2018).
Although sexual assault and violence are less frequently reported
compared to sexual harassment, these harmful acts continue to
be an issue in higher education (Cortina et al. 1998; Tenbrunsel
et al. 2019).

Although recent research has been directed toward understand-
ing how women experience sexual harassment (NASEM 2018),
men, non-gender-conforming, and nonbinary individuals also are
subjected to sexual harassment and assault. It is important to note
that individuals of color, those who are diverse learners, and those
who do not fit traditional heteronormative roles encounter ha-
rassing and violent sexualized behavior more frequently than do
majority white individuals conforming to traditional views of gen-
der and sexuality in both academia and nonacademic workplaces
(Berdahl and Moore 2006; Brown et al. 2017; Clancy et al. 2017;
Gay-Antaki and Liverman 2018).

Research has shown the negative consequences that harassment
and assault can have on those who experience such acts, both in
terms of physical and mental health and academic performance
and persistence (Aycock et al. 2019; Banyard et al. 2017; Brown
et al. 2009; Chan et al. 2008; Potter et al. 2018; Settles et al. 2016).
Students who experience sexual harassment, assault, and violence
often struggle to maintain their GPA (Jordan et al. 2014), self-
efficacy in their field of study (Aycock et al. 2019), and an adequate
level of college performance (LeBlanc et al. 2014). The conse-
quences of sexual harassment and assault are again felt when
survivors face negative effects on their future career and educa-
tional potential (McLaughlin et al. 2017). Given the pervasiveness
of sexual harassment, assault, and violence within the discipline
of archaeology (Meyers et al. 2018; VanDerwarker et al. 2018),
we may be losing students subjected to unsafe and unsupportive
field schools prior to entering the field professionally (Muckle
2014).

PREVENTING SEXUAL HARASSMENT
AND ASSAULT: WHAT WE KNOW
FROM OTHER FIELDS
In 2018, the National Academies of Sciences, Engineering, and
Medicine (NASEM) published Sexual Harassment of Women:
Climate, Culture, and Consequences in Academic Sciences,
Engineering, and Medicine. In this report, leading experts from
multiple sectors undertook a review of how sexual harassment and
assault affects women at all levels—including faculty, staff, and
students—in the scientific, technical, engineering, and medical
workforces (NASEM 2018). These experts reviewed current
research on the extent to which women are subjected to sexual
harassment and assault in various settings on college campuses;
the extent to which sexual harassment and assault deleteriously
affect how women experience recruitment, retention, and
advancement in scientific, engineering, and medical careers; and
the identification of practices and policies that support settings in

which sexual harassment is prevented, reduced, and addressed
when it occurs (NASEM 2018:17).

The NASEM defined five factors that create the conditions in
which sexual harassment is likely to occur. It also presented 15
evidence-based recommendations for colleges and universities
that, if implemented, may help to support safe and inclusive
environments in higher education.

The five factors that tend to create conditions where sexual
harassment and assault are more likely to occur are environments
characterized by (1) a perceived tolerance for sexually inappropriate
behavior, (2) a male-dominated work setting and a work setting
where leadership is male dominated, (3) a power structure in
organizations that are hierarchical with a strong dependency
on those at higher levels in the hierarchy, (4) a focus on policy
compliance to protect organizational liability, and (5) leadership that
does not prioritize or intentionally focus on measures to reduce and
eliminate inappropriate sexual behavior (NASEM 2018:3–4).

The NASEM’s recommendations to prevent and reduce sexual
harassment are intended for leaders of institutions of higher
education, departments, research laboratories, professional soci-
eties, and lawmakers (NASEM 2018:5–12). Recommendations
1 through 10 are oriented toward practices that can be imple-
mented at institutions of higher education, whereas recommen-
dations 11 through 15 are related to legislative actions that state
and federal governments and agencies should consider (NASEM
2018:9–12). We provide a paraphrased overview of recommenda-
tions 1 through 10 in Table 1. These recommendations have
implications for how universities, colleges, departments, and field
school directors should structure policies and practices to reduce
and prevent sexual harassment and assault at their field sites. We
stress that although these recommendations have implications for
the ways we structure field schools, we must research both how
directors implement these recommendations and how these
recommendations affect students’ safety as well as their percep-
tion of safety and their ability to learn (Colaninno 2019).

Overall, these recommendations center on creating an organiza-
tional climate and work environment in which sexually inappro-
priate behavior is not tolerated and in which those subjected
to sexual harassment and assault are supported through the
processes of reporting, investigation, and resolution. The report
states that “the most potent predictor of sexual harassment is
organizational climate—the degree to which those in the organ-
ization perceive that sexual harassment is or is not tolerated”
(NASEM 2018:x). It is important to note that the NASEM directed
these recommendations toward institutional leadership. Other
scholars have reported similar recommendations or components
of these recommendations as a means to support safe and
inclusive field environments in anthropology, as well as other
disciplines (Barthelemy et al. 2016; Clancy et al. 2014; Meyers et al.
2018; Nelson et al. 2017; St. John et al. 2016).

The five factors that create the conditions in which harassment is
more likely to occur and the recommendations to reduce, prevent,
and address inappropriate sexual behavior are relevant to the field
school context. We review how these factors can apply to the
context of a field school and suggest ways to actualize the NASEM
recommendations to build and support safe and inclusive field
schools for all students.
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THE FIVE FACTORS FOUND AMONG
FIELD SCHOOLS
Field schools can often be described by the five factors the
NASEM identifies as conditions that allow sexual harassment to
occur. This underscores the need for field school directors to
implement policies intended to build safe and inclusive learning
environments and support and protect students.

A Perceived Tolerance for Sexually
Inappropriate Behavior
Although conversations about sexual harassment and assault in
field-based research settings are becoming more common, many
note that within our profession, there is a “culture of apathy”
toward harassment and assault (Hays-Gilpin et al. 2019). Those
with the authority and power to report inappropriate behavior may
choose to look the other way, tolerate the behavior, or even
participate in the behavior. Currently, we do not have the data to
understand how those practicing archaeology chose to handle
untoward behavior directed at students and colleagues. We know,
however, that sexually inappropriate behavior does happen in
archaeology (Collective Change 2019), and field school directors
may do nothing to change this behavior when it occurs. The field

school is often the first archaeological research experience for
students, but it may also be the first time a student’s concerns and
reports of harassment and assault are intentionally ignored or
unintentionally overlooked. Furthermore, future perpetrators of
harassment may see that sexual harassment and assault are normal
components of archaeological fieldwork, thereby perpetuating
this culture of tolerance. People practicing archaeology may
perceive that fieldwork and the field school are spaces where
inappropriate behavior goes unnoticed.

Males Dominate the Work Setting and
Leadership Is Particularly Male Dominated
Over the last few decades, women have surpassed men as the
recipients of undergraduate and advanced degrees (Leslie et al.
2015). Despite this fact, disparities in gender equity remain with
respect to academic leadership and tenure-track appointments
(Ceci and Williams 2011; Clauset et al. 2015; Moss-Racusin et al.
2012). This holds true for archaeology (Goldstein et al. 2017;
Jalbert 2019). Furthermore, as is the case with many disciplines
with field-oriented research, archaeology holds an underlying
perception—among the public and within the field—that ar-
chaeological fieldwork is conducted, investigated, and reported
by men (Bardolph 2014; Bardolph and VanDerwarker 2016; Moser
2007). Fieldwork is often associated with masculinity and is tied to

Table 1. National Academies of Sciences, Engineering, and Medicine (NASEM) Evidence-Based Recommendations.

NASEM Recommendations and Summary of Explanation

1. Create diverse, inclusive, and respectful environments

Institutions of higher education should strive for greater gender and racial equity and create promotional pathways that reward the creation of
inclusive environments. Training should not be viewed as a means to achieve compliance.

2. Address gender harassment, the most common form of sexual harassment

Institutions of higher education should provide considerable attention to practices and policies that prevent gender harassment.

3. Address the climate and culture of sexual harassment and move beyond legal compliance

Institutional leaders must engage with and listen to those who have been the target of sexual harassment. Institutional leaders must also work
with the campus community to move beyond basic legal compliance.

4. Improve transparency and accountability

Institutions should have clear, accessible policies on sexual harassment that are consistent. They should be transparent with how sexual
harassment incidents are handled, and they should be held accountable when exclusive and unsafe environments develop.

5. Diffuse the hierarchical and dependent relationships between trainees and faculty

Institutions should implement power-diffusing mechanisms, such as mentoring networks and/or committee-based advising, to reduce
hierarchical structures and the risk of sexual harassment.

6. Provide support for those who are the target of sexual harassment and assault

Institutions should support those who report incidents of sexual harassment and assault, and they should provide a means for those victimized to
access support services.

7. Strive for strong leadership that is diverse

Institutional leadership should explicitly develop reduction and prevention of sexual harassment as a goal, and it should support leaders within
the institution in their development of skills to prevent and recognize sexual harassment.

8. Measure progress

Institutions should evaluate and assess if their efforts to build safe and inclusive environments have worked among all populations they serve.

9. Incentivize change

Institutions should develop awards and apply for established awards that recognize safe and inclusive learning environments in higher education.
10. Encourage the involvement of professional societies and other organizations

Professional societies should have a role in helping to create cultural transformations that reduce and prevent sexual harassment, and they should
help to facilitate research and training.

Note: Paraphrased version of recommendations 1 through 10 of 15 from NASEM 2018:5–9.
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masculine values and behaviors (Moser 2007). Although the ratio
of men to women directing field schools appears to be more
balanced compared to years past (Diaz-Andreu and Sørensen
1998), the deep history and the continued perception of male
dominance creates an environment in which males often hold or
are perceived to hold power. Furthermore, the NASEM report
notes that “environments that are no longer male dominated in
gender ratio may still be male dominated in their work practices,
culture, or behavioral expectations” (NASEM 2018:47).

Power Structures Are Hierarchical with a Strong
Dependency on Those at Higher Levels
Field schools and much of archaeological fieldwork is organized in
a hierarchical power structure—another characteristic of a work
environment that can lead to the tolerance of sexual harassment
and assault. For many field schools, field directors have the
ultimate authority in research and instruction. Field school direc-
tors may delegate responsibilities to graduate students, interns,
and others with prior experience, but for the most part, they have
the ultimate authority in the field. The ultimate power that field
school directors possess creates multiple issues related to sexual
harassment and assault.

Field school directors have the ability to set the culture and cli-
mate of the field school. They can intentionally set the tone of the
field school by talking to their students about respectful, profes-
sional field behavior; setting expectations for students, staff, and
their behavior; and communicating how instances of sexual
harassment and assault will be handled. Alternatively, they can
ignore or even participate in inappropriate comments, laugh at
gender-based and sexist jokes, and tolerate an environment in
which certain students may feel uncomfortable or unwelcome.

Field school directors also have the authority to restrict who can
access and learn certain techniques essential to archaeological
field research. For example, only a select handful of trusted
students may be taught how to use expensive equipment or help
process technical data. This structure leads to field school direc-
tors and other supervisors singularly having the ability to provide
learning opportunities to some students but not others.
Furthermore, field directors have the power to make valued
learning opportunities conditional upon student behavior. Clearly,
the hierarchical structure of field schools can create power
imbalances among all those involved—directors, staff, and
students—which can lead to inappropriate behavior being
overlooked, tolerated, or even encouraged.

There Is a Focus on Policy Compliance
Field school directors may primarily focus on implementing their
home institution’s Title IX sexual harassment and assault policies
and training designed for students. Although Title IX sexual
harassment training may be one of the most traditional and
commonly employed mechanisms to prevent sexual harassment,
research suggests that compliance-oriented trainings are inef-
fective (NASEM 2018:150). Research does suggest that students
may learn more about sexual harassment and assault through
these trainings (Moyer and Nath 1998), but they are unproductive
preventative measures (Bingham and Scherer 2001). As a dis-
cipline, we currently do not have data on the number of field

school directors who provide compliance-oriented policy reviews
and training. As such, we currently do not know if directors focus
on implementing sexual harassment and assault policies and
trainings that are not necessarily effective.

Leadership Does Not Prioritize or Intentionally
Focus on Measures to Reduce and Eliminate
Inappropriate Sexual Behavior
Just as we do not know the frequency with which field school
directors implement compliance-oriented policy trainings, we also
do not understand how or if field school directors intentionally
design afield-based learningenvironment that prevents and reduces
the occurrence of inappropriate behavior. This issue may also be
complicated by the fact that the overall field-school design structure
may be strongly suggested or explicitly directed by the academic
department or home institution. Again, further research is needed to
understand if field school directors intentionally try to create a field
school climate and culture in which professional behavior is
expected and in which inappropriate behavior is not tolerated.

IMPLEMENTING
RECOMMENDATIONS
AT FIELD SCHOOLS
We reviewed the NASEM’s recommendations 1 through 10,
focusing on how they can be actualized in the context of a field
school (Table 2). When we reviewed NASEM’s recommendations,
five overarching themes that are applicable to the field school
setting became apparent. These include (1) preparation, (2) cli-
mate and culture, (3) supervisory hierarchies, (4) reporting
mechanisms, and (5) support.

Preparation
Preparing to handle issues of sexual harassment and assault that
may occur in a responsible, fair, and respectful way is a funda-
mental step toward prevention. Although compliance-oriented
trainings are ineffective, bystander intervention training can be an
important tool to help people respond to any experienced
or witnessed inappropriate behavior (Coker et al. 2011, 2015;
Holland et al. 2016). Bystander intervention training allows people
within a community to see the specific role they can play in rec-
ognizing scenarios where harassment and assault are likely to
occur. With this recognition, they are then able to intervene safely
when these scenarios occur (Banyard et al. 2007). At a minimum,
bystander intervention training can introduce students, staff, and
directors to those situations where sexually inappropriate behavior
is more prevalent (Banyard et al. 2007). This form of training
should prepare field school directors, supervising staff, and stu-
dents to respond appropriately to untoward behavior before such
behaviors become problematic to the field school’s learning
environment. Furthermore, by requiring that they, their students,
and staff take bystander intervention training, field directors set
the tone that inappropriate sexual behaviors are not tolerated at
their field schools—another critical aspect of building a safe and
inclusive field school (NASEM 2018; Table 2).
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Table 2. Themes of NASEM Recommendations and Actionable Items.

Theme Associated Modified Recommendations Actionable Item

Preparation • Recommendation 1d: Field directors should cater their
training to specific populations

• Recommendation 1e: Field directors should use training
approaches that develop interruption and intervening
skills

• Participate in evidence-based training catered to supervisors of
undergraduate students

• Participate in training that provides field directors and
supervisors with skills needed to intervene when inappropriate
behavior occurs

• Require evidence-based student training specifically designed
for undergraduate students prior to the field school

Climate and
culture

• Recommendation 1a: Field directors should take
explicit steps to achieve gender and racial equity

• Recommendation 1b: Field directors should foster a
respectful working environment

• Recommendation 2: Field directors should address
gender harassment

• Recommendation 3: Field directors should move
beyond compliance to address climate and culture

• Recommendation 4a: Field directors should develop
and share clear and consistent policies

• Recommendation 4c: Field directors should implement
climate surveys

• Recommendation 4d: Field directors should consider
inappropriate behavior a breach of research ethics

• Recommendation 8: Field directors should measure
progress toward safe environments

• Communicate intention to build a respectful, positive, and civil
working environment among all field school contexts

• Communicate accessible and consistent policies about
appropriate and inappropriate behaviors

• Provide an example of a positive, civil research and living
environment and highlight others with these attributes

• Lead by example by not making or participating in
inappropriate gender, sexual, or racial stories, comments, and/
or jokes, and immediately stop those behaviors when they occur

• Include a diverse group of teaching assistants
• Implement weekly, formative assessment of climate and culture
• Hold weekly critical reflection sessions facilitated by staff and
students

Supervisory
hierarchies

• Recommendation 5: Diffuse hierarchical power
structures in which students are dependent on
supervisors

• Create multiple mechanisms, not solely through field director,
for students and staff to report inappropriate behavior, including
providing contact information of field director’s supervisors
(chair, dean, etc.)

• Provide contact information for faculty network as a means for
students to report inappropriate behavior

• Develop respectful and egalitarian forms of leadership by
conveying value of all participants

• Share all research and living tasks equally
• Facilitate accommodations so all can learn and participate in
learning activities

Reporting
mechanisms

• Recommendation 4b: Field directors should be
transparent

• Report cases of inappropriate behavior to appropriate offices
fairly and in a timely manner

• Inform all participants how sexual harassment and assault will be
handled, and follow procedures

• Be transparent with students and staff regarding past cases of
sexual harassment and assault and how they were handled

Support • Recommendation 6: Field directors should provide
support for targets of harassment

• Encourage students to report any behaviors that seem
inappropriate

• Support students by directing them to the appropriate support
service

• Provide multiple, informal means for targets to report
inappropriate behavior

• Provide mechanisms to remove perpetrator(s) from situations
where they will encounter the target(s) without disrupting
educational opportunities

• Do not allow targets to suffer retaliation for reporting
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Climate and Culture

As stressed in the NASEM (2018) report, the single most important
factor toward preventing sexual harassment and assault in the
workplace is creating a workplace climate and culture that does
not tolerate sexually inappropriate behavior. Several of the
NASEM recommendations center on improving academic climate
and culture for women (Table 2). Providing a field school where all
students and staff are treated with civility and respect should be a
primary goal for field directors. We see multiple ways for field
directors to promote such environments.

First and foremost, civil and respectful work environments do not
occur accidentally. They are intentionally and actively created—
and then modeled and sustained by leadership. Field directors
have the same capacity to create a positive learning environment
intentionally for students. This can start with setting the explicit
expectation that everyone participating in the field school has
equal value to add to the experience and will be treated courte-
ously and respectfully. Field directors should also communicate
exactly which behaviors will not be tolerated and what the reper-
cussions are if these behaviors occur. Such statements should be
communicated directly to students and staff and subsequently
modeled by directors. Furthermore, the repercussions of violating
expectations must apply to all those involved with the field school,
including the director. In cases where students feel that a con-
versation has veered from civility and appropriateness, students
should have a clear way to express their discomfort. Once a stu-
dent expresses discomfort, field school leadership should guide
conversation in another direction in support of that student’s
wishes. Explicitly and intentionally creating a culture of civility and
respect conveys the message that everyone engaged in the field
school has value and will be treated as such.

Beyond communicating the value of a positive working environ-
ment and intentionally modeling positive behavior, field school
directors can also offer students outlets through which to provide
feedback on their experiences at field school. This can be in the
form of weekly formative surveys where students can anonymously
report climate and culture issues, as well as educational content
with which they may be struggling. As such, implementing a
formative assessment has the potential to help directors become
aware of harassment and other behavioral problems while also
helping directors facilitate and enhance student learning.

Periodic critical reflection sessions can also provide students with
opportunities to voice their concerns. Facilitated time for critical
reflections is a teaching tool that enables students to have deeper
understanding of the content they have learned by allowing them
to reflect on and verbalize these skills (Hatcher and Bringle 1997;
Ryan and Ryan 2013). These reflections can also include discus-
sions of which experiences have helped students learn, as well as
what students encountered that may have prevented learning.
Although critical reflections cannot be conducted anonymously,
small group reflections with multiple facilitators may help students
communicate behavioral issues they may have experienced or
witnessed. Like formative assessment, critical reflection sessions
can also be used as a teaching tool to help directors understand
concepts students may be struggling with.

A final recommendation to help create a field school climate and
culture that promotes safety and inclusion, while conveying

intolerance of inappropriate sexual behavior, is to include a
diverse group of people among the leadership and staff of the
field school. Perceptions of similar situations may differ between
two people. With different backgrounds and experiences, one
person may perceive an encounter between two students as
harmless, whereas another person may sense tension or under-
tones of disrespect. Working with a diverse population of students
and staff allows directors to leverage the experiences of others
and call upon a range of perspectives when conflicts arise
(Ellemers and Rink 2016).

Supervisory Hierarchies
The field school learning environment is often structured around
supervisory hierarchies with significant power imbalances—one
person, often the field director, holds the ultimate authority in the
creation of the climate, culture, and learning. With power structures
at field schools concentrated with the field director, diffusing this
power structure may be a means to help create a field school envir-
onment that reduces and prevents sexual harassment and assault.

Doing so requires that directors refocus their leadership organiza-
tion to one that prioritizes egalitarianism—and that universities and
colleges, as well as departments, support field directors in these
efforts (NASEM 2018:135). Egalitarian leadership may come in dif-
ferent forms (Flood et al. 2000; Nelson et al. 2017), but generally
this leadership values all perspectives, especially those of students,
makes those in power intentionally approachable, prioritizes equal
sharing in research and living tasks, and makes accommodations
that allows everyone to participate (Nelson et al. 2017).

An egalitarian form of leadership requires that those in power
create a clear mechanism for those who are not in power to report
abuses of power. It may be possible for our discipline to rethink
the traditional structure of having a single field director. The
advantage of multiple field directors is that they can operate a
field school while providing several pathways—or a network—for
students to find advice and support, as well as specific person in
power to whom students can report issues of inappropriate
behavior. Multiple field directors, in addition to graduate
students, can work collaboratively in assessing field school appli-
cations, assigning fieldwork tasks, and determining final grades.
A multiple-director approach may not require all directors to be
on site at all times, but it requires collective responsibility in
overseeing the climate and culture of the field school and a col-
lective check on the behavior of all staff and supervisors involved.

With recent budget cuts in higher education, diffusing power
structures so that other faculty and graduate students have a voice
in field school leadership, with associated financial compensation,
may be unachievable for many. However, it is important for all of
us in field school directorship positions to advocate for practices
that support safe and inclusive learning environments for students.

Another mechanism for diffusing power is to have field directors
provide contact information of their supervisors, such as a
department chair, dean, or provost. This allows students to report
any cases of inappropriate behavior or abuses of power directly to
those in a position of authority over the field director. The model
of field school instruction has traditionally involved power isolation
and imbalance, but there are forms of directing that can reallocate
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power structures and create an environment in which all those
involved in the field school hold some power in the creation of the
climate and culture.

Reporting Mechanisms
One of the most straightforward ways to prevent sexual harass-
ment at field schools is to develop and disseminate clear, trans-
parent, and consistent anti-harassment policies and then follow
through on those policies. Policies should be widely distributed,
effortlessly accessed, and easily understood by students and staff
(i.e., not written with legal jargon). Policies should also detail the
expected consequences for those in violation, as well as the
process and expected timeline for investigation and resolution
(NASEM 2018:143). All universities and colleges receiving federal
funds are required to have structured policies with regard to
sexually inappropriate behavior on college campuses, and they
will have Title IX coordinators to explain these policies. Field
school directors should ensure that students are aware of estab-
lished university policies, make these policies clear to students,
and work with Title IX coordinators if students or staff violate
sexual harassment policies. All cases of sexually inappropriate
behavior should be reported in a timely manner and to those with
the authority to investigate.

Support
When students and staff do report incidents of sexually inappro-
priate behavior, they should clearly be supported through the
reporting and investigation process. Students, staff, and col-
leagues often fear reporting given the general perception that
those in power within institutions of higher education will do little
to respond effectively (Pappas 2016). Furthermore, those who do
report often fear reprisal and potential damage to their future
educational opportunities and career. Field school directors
should be intentional in demonstrating a commitment to support
those who do report. Additionally, directors should express their
respect for those who report as well as their acknowledgement of
the courage it takes to speak up. Bystanders also play a key role in
reporting, and they should also be viewed as courageous when
they come forward.

It is also important for field school directors to consider reviewing
the steps they are taking to ensure a safe and supportive field
school with their home institution’s Title IX coordinator and other
faculty, staff, and students to verify that they are clear and logical.
Field school policies and procedures toward sexual harassment
and assault should be reviewed and discussed periodically to
keep them current and consistent with best practices—and to
include stakeholder voices in these policies.

Beyond Field Schools
The recommendations we present here are aimed toward redu-
cing and preventing sexual harassment and assault in the setting
of field schools. Many of the recommendations we provide may
also be appropriate for any archaeological fieldwork. Although
not the focus of our current research, these recommendations
should be considered in the context of cultural resource man-
agement. Steps should be taken to investigate how these
recommendations impact the workplaces for professional
archaeologists.

ADDITIONAL RECOMMENDATIONS
TO IMPROVE FIELD SCHOOLS
In addition to the NASEM (2018) report recommendations, we
highlight other measures that may prevent sexual harassment and
assault at field schools.

Substance Use and Field Schools
With respect to field schools where students are living on-site, our
discipline should reconsider the access that faculty, staff, and
students have to alcohol and other illicit substances—as well as
the role that drinking and substance use can play in the culture
and climate of the field school. This seems even more pertinent
considering that many students who enroll in field schools are
under the legal age for alcohol and marijuana use (where recre-
ational marijuana is legal).

Although the NASEM (2018) report gave little attention to the
relationship between sexually inappropriate behavior and drug
use, others have noted the link between the two, particularly when
it comes to alcohol (Bacharach et al. 2007; Carr and VanDeusen
2004; Fedina et al. 2018; Gross et al. 2006; Meyers et al. 2018).
Given the known link between substance use and sexually
inappropriate behavior as well as the frequency with which
sexually inappropriate behavior occurs in the field setting (Clancy
et al. 2014; Nelson et al. 2017; VanDerwarker et al. 2018), the
discipline must call on field directors to implement alcohol-
and drug-free field schools among residential programs (Meyers
et al. 2018; Porter 2010). Even though alcohol consumption and
drug use is often viewed as a field school rite of passage and a
component of the culture of archaeology, it is time we
reconsider what defines a formative archaeological field school
experience.

There are other good reasons to be cognizant of alcohol con-
sumption and drug use in a field school setting. This includes
legal issues involving underage drinking, university drinking pol-
icies, and the presentation of professionalism and respect
to indigenous communities and the local community where
fieldwork is conducted (Porter 2010). Field directors should be
intentional about providing experiences that support comradery
and fellowship among students that do not involve alcohol or drug
use.

Support of Archaeological Professional
Organizations
Research clearly demonstrates the critical role that organization
leadership plays in developing and sustaining cultural change (Lee
2018; Tenbrunsel et al. 2019). Within the field of archaeology, this
leadership extends to archaeological professional organizations.
Professional organizations and their leadership set the tone within
the discipline and create the expectations that their practitioners
will follow (St. John et al. 2016). As such, it is imperative that
archaeological professional organizations emphasize the need for
field school directors to create a climate and culture where sexual
harassment and assault are not tolerated, where predators in the
field are not protected, and where targets of sexually inappropri-
ate behavior are supported. Our professional organizations should
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speak boldly to these issues and support uncompromising mea-
sures to ensure that field schools are safe learning environments.

Archaeological professional organizations have recently taken the
first steps to adopt codes of conduct at conferences and other
sponsored activities (Archaeological Institute of America 2018;
Society for American Archaeology 2019; Society for Historical
Archaeology 2020), and they have explicit statements about safe
and supportive learning environments in their principles of pro-
fessional conduct (American Anthropological Association 2018;
Register of Professional Archaeologists 2020; Society for American
Archaeology 2016; Society for Historical Archaeology 2020).
Furthermore, some regional professional organizations have freely
and openly provided suggested templates for field school and
field research codes of conduct, training modules, and additional
resources to support and sustain safe and inclusive field environ-
ments (Southeastern Archaeological Conference 2019). These
measures should be applauded. Additional measures should be
adopted to strengthen our professional organizations’ commit-
ment to fostering a supportive, harassment- and assault-free
discipline. Our professional organizations should support the
discussion of various evidence-based resources to reduce and
prevent sexual harassment and assault, and these resources
should be easily accessible to all. These measures may include
adopting policies in which sexually inappropriate behavior is
considered research misconduct. Professional organizations can
also use their influence to highlight field schools that promote
safe and inclusive learning. Archaeological professional organi-
zations have made great strides in addressing sexual harassment
and assault. They should continue to address issues related to
harassment and assault, support research in this area, and provide
forums so that the members of the field can continue to discuss
ways to improve and thoughtfully respond to problems when
they arise.

CONCLUSIONS AND FUTURE
DIRECTIONS
Sexual harassment has been a pervasive issue in higher education,
field-based research disciplines, and archaeology for decades
(Clancy et al. 2014; Meyers et al. 2018; NASEM 2018; VanDerwarker
et al. 2018). Despite this fact, the field of archaeology has taken few
systematic steps to ensure that aspiring archaeologists encounter a
safe and supportive environment when they undertake their first
field-based research experience. Archaeologists need to under-
stand and come to terms with the broad history of sexual harass-
ment and assault within our discipline—how it has shaped our field
and how it is maintained and perpetuated. The longer that sexual
harassment and assault continues, the more difficult it will be to
overcome. With each season, this behavior becomes normalized for
a new cohort of students enrolling in and completing a field school.
We present the recommendations of the NASEM report (2018) and
suggest ways these recommendations can be implemented in the
field school setting as a first step for our discipline to build safe and
inclusive environments for students. It is imperative for future
researchers to investigate if and how field school directors imple-
ment these recommendations at their field schools and if these
implementations are perceived to be effective by directors,
graduate students, and undergraduate students.

In addition, although the NASEM report (2018) clearly makes
recommendations to support women in academia, less attention
has been given to research that investigates how best to support
students of color, students who identify as members of the
LGBTQ+ community, students who are diverse learners, and male
students. Research suggests that these populations may encoun-
ter sexual harassment and sexually inappropriate behavior differ-
ently from women (Berdahl and Moore 2006; Blackmore et al.
2016; Brown et al. 2017; Clancy et al. 2017; Gay-Antaki and
Liverman 2018; Heath-Stout 2019). We need to consider and
research a different set of recommendations to support students
who identify with each of these groups.

Archaeology is in a position to make progressive changes to the
field that have the potential to impact the next generation of
archaeologists positively and lead the sciences in intentionally
creating field-based learning environments that are designed to
support all learners. Restructuring the field school to prioritize
student safety and support the inclusion of diverse students must
be the first step toward making these progressive changes.
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