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Executive Summary 

The purpose of this report is to summarize and reflect on the Cultural Assessment Conversation 
series held by the Council of Writing Program Administrators (CWPA) in 2024-2025. These 
conversations explored different facets of the 2023 Cultural Assessment Report, which was 
prepared following the cultural audit of CWPA from 2021-2023. Each conversation explored a 
different theme, with facilitators inviting participants to offer feedback on those themes and on 
their relationship with the organization. CWPA officers and Executive Board members view 
these conversations as pivotal to rebuilding trust among organizational membership and 
expanding that membership by working toward a more inclusive and welcoming organization. 
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The report is divided into sections to provide readers with information necessary to see what 
CWPA has been doing since 2021 to address issues raised during the boycott and to show the 
organization’s plans for moving forward. Here are brief summaries of the report sections: 

● Background: provides an overview of what CWPA offers members as a professional 
organization along with a brief account of the composition of the WPA Outcomes 
Statement Revision Task Force and events leading up to and following the 2021 boycott. 

● Statement of the Problem: highlights organizational efforts to address long-standing 
concerns about the demographic makeup of CWPA and the complications of attempting 
to build a more welcoming and inclusive organization in light of membership declines. 

● Proposed Solutions: offers potential initiatives and actions for CWPA to address the 
problems described in the prior section, ranging from immediate actions to more long-
term goals.  

● Realistic Limitations: acknowledges the limitations of resources, both fiscal and 
human, given that CWPA is a volunteer-run organization. 

● Conclusion: emphasizes the ongoing importance of CWPA’s mission as the 
professional organization for writing program administrators, with this report 
representing both an ending of a reflective period and a beginning of a wayfinding period 
for everyone in CWPA. 

● Responses from Other Corners of CWPA: shares responses from the Consultant-
Evaluator Service, the current WPA: Writing Program Administration editors, WPA-
Graduate Organization (WPA-GO) leadership, the current CWPA officers, and the 
incoming Vice President. These responses offer a broader range of voices beyond the 
Executive Board members who collaboratively wrote this report. 

● Appendices: provides links to documentation, including the 2023 Cultural Assessment 
Report from One Eight Create; a timeline of events from 2021-2025; documents 
associated with the Cultural Assessment Conversations, including scripts used to 
conduct those conversations; and mini-reports and summaries of events from the year. 

 

 
This image shows six smaller images framed like square photographs, which are set against a bright blue and pink 
backdrop. The smaller  images show the following from left to right: a collage of stickers that CWPA distributed at 
a conference, a picture of quotes about hopes for CWPA ("Change CWPA for the better is visible at center), a 
Google doc with six participants writing together, a word cloud with the words "Welcoming" and "Inclusive" 
legible, a screenshot of six people on zoom, and a sticker of a cup of coffee running with the words "Council of 
Writing" legible at the top. 
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Background 

Established in 1977, the Council of Writing Program Administrators (CWPA) is the foremost 
organization for those interested in any form of writing administration  including, but not 
limited to, first-year writing, writing centers, writing-across-the-curriculum (or disciplines), 
service learning, and undergraduate and graduate writing programs. The organization provides 
position statements, a scholarly journal, workshops and conferences, and professional support 
for its members, who are generally administrators, faculty and staff, tutors, and graduate 
students.  

Some of our activities include the Consultant-Evaluator Service, research grants to individuals 
in the field of writing program administration, publication of WPA: Writing Program 
Administration, faculty mentoring, sponsorship of sessions at the Conference on College 
Composition and Communication and Modern Language Association, and the creation of 
resolutions and position statements that impact writing program administration. 

In 2020, CWPA leadership established the Outcomes Statement Revision Task Force to revise 
CWPA’s Outcomes Statement for First-Year Composition (originally adopted in 2000 and 
revised first in 2008 and then in 2014) from an antiracism perspective. The Outcomes 
Statement is intended to be a living document, periodically revised to reflect new pedagogical 
practices and scholarly knowledge.1 The people on the Task Force to create the Outcomes 
Statement 4.0 included the following: 

● Beth Brunk-Chavez, co-chair 
● Asao B. Inoue, co-chair 
● Melvin Beavers 
● Neisha-Anne Green 
● Iris Ruiz 
● Tanita Saenkhum 
● Vershawn A. Young 

When the Task Force, which consisted of mostly people of color, presented a draft of the newly 
revised outcomes to CWPA leadership, the members experienced resistance from the 
predominantly-white Executive Board. As the CWPA Executive Board at that time described in a  
statement written a few weeks later:  

When invited to ask the Task Force questions about the revised Outcomes Statement, 
Executive Board members adhered to many Whitely discursive norms that reflected our 
comfort in CWPA as a White-dominated professional space and failed to anticipate and 
acknowledge how those norms would affect the Task Force members. By jumping into 
critical questions about how WPAs would use the new statement without acknowledging 

 
1 For more on the initial creation of the Outcomes Statement and its subsequent iterations, see The 
Outcomes Book: Debate and Consensus after the WPA Outcomes Statement (2005), edited by 
Susanmarie Harrington, Keith Rhodes, Ruth Overman Fischer, and Rita Malencyzk, as well as The WPA 
Outcomes Statement: A Decade Later (2012), edited by Nicholas N. Behm, Gregory R. Glau, Deborah H. 
Holdstein, Duane Roen, and Edward M. White. 
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the expertise and labor of the Task Force members, we enacted those Whitely norms. By 
allowing those critical questions to dominate our exchange, by focusing on the critiques 
the Task Force advanced of prior Statements, and by appealing to policy and precedent 
when it came time to move forward in the feedback and distribution process, the 
Executive Board fell into classic White supremacist power-hoarding/delaying tropes 
when faced with radical, and necessary, changes. 

Led by Asao B. Inoue, some members of the Task Force and within the overall organization 
called for a boycott of the 2021 conference and the organization itself. In the 2021 CWPA 
Executive Board joint statement, which was a response to the call to boycott, the then-Board 
acknowledged that their conduct toward the Task Force was part of a larger pattern: “the 
Executive Board’s conduct toward the Task Force reflects how BIPOC scholars have been treated 
in the CWPA organization and at CWPA events throughout the organization's history, which 
scholars of color have published on and have spoken about publicly, informally, and on social 
media.”  

In response to the boycott and the acknowledgement of this  larger historical pattern, CWPA 
contracted with One Eight Create (OEC) in 2021 to assess the organizational culture regarding 
community, diversity, equity, inclusion, and growth. The assessment began with a survey, which 
allowed CWPA members to answer questions about feelings of belonging, expression of 
opinions, and CWPA values related to respect, availability of resources, diversity, fairness, and 
inclusion. After analyzing the survey data and information from focus groups and interviews, 
OEC identified four pivotal themes or topics that needed to be addressed: 

● Belonging and trust 
● Inclusion and validation 
● Diversity identities and experiences 
● Equity implementation 

OEC summarized its findings in the 2023 Cultural Assessment Report (Appendix A). From 
August 2024 to May 2025, CWPA held a series of conversations to share findings from the 
cultural assessment and to receive feedback on each of the four themes. The conversations were 
free and open to the public, and every registrant received a link to a timeline that summarized 
events in CWPA from 2021 through the present (Appendix B). The conversations all followed 
the same script (Appendix C) and during each conversation, participants responded to the 
theme in both writing and discussion. After each conversation, a report was generated to capture 
participant information and themes that emerged through the conversation (all survey 
responses were inductively analyzed for themes by members of the Executive Board; to see all 
reports, see Appendix D). These conversations helped the CWPA Executive Board better 
understand what the organization needs to do to foster the values and implement strategies 
encompassed within the four themes offered by the 2023 Cultural Assessment Report. In 
addition to these online conversations, CWPA offered an in-person event at CCCC 2025 to 
discuss the 2023 Report and the conversation series, as well as a wrap-up conversation online 
(information on these sessions is included in Appendix D). 
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The members of the 2024-2025 Executive Board offer this document to reflect on a year of 
conversations and to share our developing thinking about where the organization needs to go in 
the immediate and long-term future. We have asked other corners of the CWPA community to 
respond to this report to align, connect, and move together toward becoming a more welcoming 
and inclusive professional organization. 

Statement of the Problem 

The organizational turbulence as described in the background, which had been present for 
years, intensified as a result of the public boycott of CWPA for participating in white supremacy 
culture. CWPA leaders and board members had long recognized that the organization struggled 
to increase diversity among its membership and leadership, but the boycott, along with the 
sociopolitical impacts of the COVID-19 pandemic and nationwide protests for racial justice that 
began in the summer of 2020, made addressing aspects of the organization that contribute to 
participation in white supremacy culture a vital focus for CWPA leadership. 
 
Historically, the demographics of CWPA membership have leaned predominantly toward white, 
middle-class women. One of the problems the organization has come to face in the past couple 
of decades is how to become a more inclusive organization–how to invite new members from 
different sociocultural, ethnic, racial, and institutional backgrounds to join CWPA. Given the 
organization’s homogeneous membership, inviting those who may feel excluded based on those 
backgrounds has been a significant challenge. In effect, CWPA has long aimed to diversify its 
membership, but the lack of diversity in its membership has itself often stalled those efforts. 
 
Additionally, in the aftermath of the boycott and the pandemic, membership in the organization 
declined from approximately 350 in May 2021 to approximately 225 members in May 2025. As 
a result, CWPA has had less funding through membership dues to explore different solutions, a 
limitation that we address later in this report. Also, since CWPA depends on volunteer labor 
from its members, lower membership has meant the organization has fewer individuals to 
contribute to the labor necessary to maintain and improve the organization. 
 
In short, CWPA is committed to being welcoming and inclusive, and we recognize that this 
commitment requires resources, both human and financial, as well as a continuing recognition 
of organizational wrong-footedness. Shifting the organization in a more inclusive direction 
requires continued advocacy from organization leaders, public accountability for organizational 
missteps, and patience, since such transformations do not occur swiftly.  
 
While we recognize the challenges to revitalizing CWPA and reiterating our mission to support 
writing program administrators–to renew our vows, to echo this report’s title–we assert that 
such labor will ultimately lead to a flourishing future for the organization. To build a more 
inclusive organization, we also have to build and maintain hope that former members may 
return, that new members will join, and that the organization will subsequently become better 
equipped to support writing program administrators facing the significant challenges to our 
programs and higher education in general in the 21st century. 
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Proposed Solutions 
Immediate Objectives 

While CWPA already has a range of initiatives that support its membership, feedback during the 
cultural conversations indicates that information about these initiatives is not always readily 
available or easily found. We acknowledge that we need additional support in managing and 
promoting existing resources.  

Website Management 

To facilitate accessibility for all members of the CWPA community, survey respondents 
requested easier website access to existing materials, to advertising for workshops or other 
professional development, to conferences, and to other events. Additionally, the face and 
navigation of the website have not been updated for several years, which calls for revision and 
updating. To make this work possible, we recommend designating a website administrator from 
among the membership. Additionally, we would like to see the website as not only a place to 
manage our resources, but also as a space where we can do the following: 

A. Increase the visibility of existing initiatives. This might include creating an archive of 
past workshops, professional development sessions, Executive Board work, conferences, 
conference panels, and communication from the president.  

B. Increase access to existing materials such as position statements, white papers, and the 
Outcomes Statement. 

C. Increase opportunities for communication between members.  

Ongoing Professional Development 

Those attending the Cultural Assessment Conversations reported that they appreciated the 
opportunity for discussion, indicating interest in regular discussion and professional 
development opportunities for a wide range of institutions and kinds of administrative work. We 
recommend continuing this year’s emphasis on listening to our membership and encouraging 
the involvement of more voices and members of CWPA, especially those from minority-serving 
institutions (MSIs) and two-year colleges, in ongoing professional development. To 
accommodate participants from as many kinds of institutions as possible and to ensure that 
participants with limited funds can attend professional development, CWPA will continue to 
offer free events, especially ones relevant for folks serving at MSIs and two-year colleges, and we 
are also exploring mid-range and higher cost events for those who are interested in more 
intensive workshops, while paying facilitators for their time and expertise. 

Investing in the Field 

Given the current political climate and the precarious nature of many writing programs and 
many WPA positions, many survey respondents requested the creation and/or revision of 
additional resources such as position statements on DEI, tenure and promotion, and other 
statements that would help WPAs in their day-to-day labor. Foremost among the necessary 
statements is an updated Outcomes Statement for First-Year Composition, which is currently 
being revised. 
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Additionally, one of our great joys in this year of reflection was renewing our connection with 
WPA-GO after WPA-GO voted to break formal ties with CWPA in 2021. We have formalized our 
support of WPA-GO by creating a structure for GO’s annual budget, establishing voting rights 
for GO on the CWPA Executive Board, and creating a WPA-GO liaison role, all of which are 
detailed on the mutually agreed upon Memorandum of Understanding. Collaboration with 
WPA-GO is essential to growing CWPA and creating an inclusive organization. We recommend 
continuing work with WPA-GO to strengthen these renewed ties, including supporting their 
initiatives, collaborating on new initiatives, and creating reciprocal mentoring relationships.  
 
Future and Ongoing Goals 

Many of the suggestions during our online conversations centered on solutions that required 
additional resources. Therefore, it is pivotal for CWPA to prioritize fundraising as central to the 
next chapter. This goal needs to be ongoing and sustainable to support the organization’s health. 
Because resources are central to so many other initiatives, CWPA needs to reimagine the 
financial health of the organization and identify ways to design both long and short-term 
campaigns to build annual security and reserve into the organization’s financial portfolio.  

Developing a Strategic Plan 

CWPA should begin the next chapter with an Executive Board retreat for intensive strategic 
planning for what programming will be implemented as we reconsider our organizational 
identity. We have spent the past year intensely engaging with the data from the cultural 
assessment report and member feedback on that report, and the goals articulated in this section 
come from our making meaning of the report and that feedback. As an organization, we are 
ready to move forward from facilitating conversations around the findings to making meaning 
from them, by moving forward and developing detailed programming. The first step in that 
programming is to appoint a subcommittee to design, compose, and propose a strategic plan 
and budget. The plan would require dedicated fundraising and strategic implementation and 
management. 

Expanding Financial Resources 

Initiating a capital campaign is a way of preparing to navigate our current fiscal year, while 
saving and planning for our financial security and reserve in the future. We would like to engage 
in financial consultation for effective means of fundraising on multiple levels: 1) increasing 
individual and  institutional memberships, as well as creating a university/PhD program 
mentorship initiative that in exchange for membership, CWPA will provide professional 
development for enrolled graduate students;  2) selling CWPA swag; 3) a biennial banquet at the 
in-person conference of sponsored tables; and 4) grant writing. These are some ways to begin to 
generate funds from outside membership dues and enhance access to financial resources 
available to CWPA to support desired programming from our current and prospective 
membership. 
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Enhancing Membership Accessibility  

The second greatest concern for those surveyed was to bring in new members from diverse 
identities and institutions and to make membership accessible for all potential members. 
Respondents were concerned about ways to create community for members to prevent isolation 
and attrition.  
 
CWPA currently offers tiered membership based on income and status as a faculty member. 
However, in our next chapter, in addition to the tiered membership fees, membership will 
include options to join clustered communities within the organization. These clusters will be 
organized and supported by members of CWPA and EB and will be determined based on 
institutional affiliations: HBCUs, HSIs, tribal colleges, liberal arts colleges, R1s, R2s, etc. CWPA 
will also facilitate affiliate groups for pre-tenure, tenured, non-tenure track, and Writing Center 
specialists. These clusters will function as affiliate communities within the larger body of CWPA, 
creating the kind of community that many feel is currently lacking within our organization.  
 
While we have plans to offer new kinds of membership clusters (above), we would also like to 
build off of the already existing good work of well established regional affiliates. Although the 
CWPA already provides some start-up funds for the creation of new affiliates, we will be 
investigating additional ways to support, develop, and expand opportunities for new and 
existing affiliates.  

Ensuring Diversity of Institutional Representation in the Executive Board  

A third concern expressed by respondents was ensuring the institutional diversity of leadership. 
Many members suggested that the organization historically favors faculty members from 
research-intensive institutions. In the next chapter, the Executive Board will revisit the 
organizational bylaws and revise them to include elected board members from designated and 
diverse institutional types (e.g., HBCUs, HSIs, tribal, community college, liberal arts, private, 
public, R1, R2, etc.). Creating this kind of diversity on the Executive Board will ensure that 
multiple voices are represented when decisions are made that are impactful across our 
discipline.  

Realistic Limitations 
Funding  

The proposed solutions require expanding our financial resources. We will need to devote a 
tremendous amount of human resources to fundraising initiatives to fund subsequent initiatives 
and see them come to fruition. Understanding this commitment means we must spread the 
labor among our members and take caution against burnout, so that we have the energy to take 
on all of the worthy causes that we have proposed. One possible course of action is to create a 
fundraising committee, with representation from CWPA leadership and membership.  
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Resources: Time and People  

As a volunteer-based nonprofit organization, CWPA relies on the commitment of time from its 
members, which we acknowledge as a constraint to many of our proposed solutions. WPAs are 
routinely overcommitted as it is, which makes our goals for expanding member involvement in 
the organization ambitious. Moreover, CWPA doesn’t want to put the onus of diversity efforts on 
its BIPOC members, who are disproportionately called to do diversity work. Many members of 
CWPA may not be aware that everyone involved in the organization are volunteers, and perhaps 
this message should be broadcast more widely.  
 
However, without more volunteers, we have to be realistic about what we can accomplish and 
how quickly we can accomplish our goals. Therefore, to accomplish the proposed solutions 
above, it is essential that we work to encourage members to become more actively involved in 
our recruitment and fundraising efforts.  

Conclusion 

This document is both an ending and a beginning. It is an ending of the work started in the 
summer of 2021 that resulted in the 2023 Cultural Assessment Report, as well as our yearlong 
synthesis of that document in 2024-2025. It is a beginning of us turning the page together, and 
determining a route forward to rearticulate our core mission and rethink how we can work 
together to achieve it. Incoming leadership is committed to taking this work forward, using this 
whitepaper as a guide to strategic planning for the future. 
 
We are aligned in this belief: our mission matters. Writing programs are facing 
unprecedented austerity, political pressure, and censorship. Navigating AI is another pressing 
exigence that puts WPAs into impossible positions–trying to make sure students are equipped 
with the abilities they will need to navigate the changing landscape of literacy while also 
preserving  academic integrity and fostering critical thinking. In the midst of all of this, and 
because of all of this, WPAs remain susceptible to burnout. 
 

Given these challenges, an organization committed to connecting and equipping WPAs, using 
playful metaphors and real-time solutions that help WPAs navigate the complex and often 
inequitable systems of academia, work from shared values, and get credit for their work is more 
important than ever. We are that organization–not just the Executive Board, but also WPA-
GO, the journal, and the Consultant-Evaluator service. As an Executive Board, we commit 
ourselves and our future iterations to this mission. We hope that by working together toward 
that mission, CWPA can offer meaningful and inclusive community, much-needed refreshment, 
and crucial resources designed to assist WPAs in the years ahead. 
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Image Description: This image shows six smaller images framed like square photographs, which are set against a 
bright blue and pink backdrop. The smaller  images show the following from left to right: a sticker of a white cat 
with the words "CWPA CCCC 2025" above it, a picture of the CWPA table at a conference covered in handouts, a 
picture of half of the executive board smiling at a conference, a picture of quotes about hopes for CWPA ("Build 
Community" is legible at center), a graphic of a checklist with the headline "4 Ways to Connect with CWPA at 
CCCC," and a post-it with handwriting on it.  

Responses from Other Corners of CWPA 

CWPA Consultant-Evaluator Service 

As Co-Directors of the CWPA Consultant-Evaluator (C-E) Service, we are heartened and 
encouraged by the CWPA’s efforts to strengthen itself in multiple ways, to provide meaningful, 
accessible content and services to its membership, and to ensure that the organization’s 
membership and leadership team represent the diversity of cultures, genders, ethnicities, 
institutions, and sexualities that writing program administrators inhabit.  When the CWPA audit 
began in 2021, the C-E Service was fully invested in the process and asked to be included in the 
review.  We invited One Eight Create to give particular scrutiny to our procedures for adding 
new members to the Service and our recently-revised Self-Study Guidelines.  Their critique of 
these documents and their suggestions for improvement were instrumental to our efforts to 
make the C-E Service panel more inclusive and to emphasize our commitment to diversity, 
equity, and inclusion in our reviews of writing programs.  We applaud the CWPA’s detailed plan 
for improving representation over the next several years, and we look forward to working with 
the Executive Board to bring their mission and goals to fruition. 

Michael Pemberton and Jonikka Charlton 
Co-Directors, CWPA Consultant-Evaluator Service 

WPA Journal  

We first want to acknowledge that one of us, Patti Poblete, was involved in the compiling of this 
report relative to her previous work as a voting member of the CWPA Executive Board. All three 
of us are now ex officio, non-voting members by virtue of our co-editor roles, but the response 
we provide here specifically reflects our perspectives and experiences as editors of WPA: 
Writing Program Administration. 
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Second, we offer our deepest thanks to the Executive Board and to the numerous CWPA 
members and former members who participated in the conversations that informed the 
organization’s cultural assessment and the composition of this report. 

As editors of the organization’s journal, we reject white linguistic supremacy, and we recognize 
the importance of and offer our support for the proposed solutions articulated in the report. We 
perceive several avenues by which the journal might facilitate these actions, including several 
that, keeping in mind CWPA’s limited financial resources, should not require substantial 
resource commitments. Reflecting our commitment “to promote anti-racist journal editorial 
practices and to expand the genres and voices of WPA scholarship” (Morse, Poblete, Sharer, and 
Moreland, 2023, p. 7), we are happy to provide a scholarly platform to publish and circulate new 
and revised position statements (see “Immediate Objectives” above). Additionally, as the work 
of the current Task Force to Revise the Outcomes Statement (see “Appendix B: CWPA 2021-
2025: Timeline”) continues, we welcome the opportunity to publish and circulate updates on 
their progress and the revised Outcomes Statement once it is complete and approved. For both 
position statements and the revised Outcomes Statement, the journal could include 
contextualizing information and suggestions for supporting implementation, such as ways to 
help WPAs use the outcomes and position statements to frame discussions or curriculum 
revisions at their campuses. 

Our decision to include this report in the journal is another way in which we can support the 
recommendations therein. While this report, various position statements, and the revised 
Outcomes Statement are or will all be available on the CWPA website, making such resources 
available in a scholarly journal, the contents of which can be searched and located through 
academic databases, both adds weight to them and makes them more broadly accessible, 
emphasizing the organization’s commitment to “Renewing our Vows.” These publications, in 
turn, might prompt some of those who left the organization, or who have opted not to join in the 
first place due to the problems elaborated in the “Statement of the Problem” section above, to 
recognize value in (re)joining, thus boosting membership and financial resources, which can be 
reinvested in further DEI work. 

The three of us also believe that some of the changes we have recently implemented in the 
journal align well with the “Future and Ongoing Goals” articulated above. For example, the 
inclusion of guiding questions drawn from the “Anti-racist scholarly reviewing practices: A 
heuristic for editors, reviewers, and authors” document has helped us direct reviewers to focus 
on the ways in which submissions advance inclusivity through the topics and sources authors 
engage. Furthermore, the “Everything is Praxis” section that we kicked off in the spring 2023 
(46.2) issue of the journal contributes to “Enhancing Membership Accessibility” by providing a 
venue to share short, locally contextualized strategies from colleagues at a variety of types of 
institutions. Similarly, the “WPAing in a Time of Backlash: Stories & Strategies Symposium” 
that will appear in the fall 2025 issue (49.1) involves short pieces composed by a diverse group 
of scholars from a variety of institutions. At the same time, the symposium’s theme highlights 
the commitment the journal and the organization have to promoting—in theory and practice—
inclusive administrative and instructional practices. 

While the incoming editorial team (our term ends with the spring 2026 issue) will likely have 
other excellent ideas, we envision these review and publication practices continuing and 
expanding to grow engagement with a broader swath of CWPA members. Some possibilities 
include a recurring “news and updates” section with content from affiliates and WPA-GO; 
additional practice-focused symposia on pressing topics; and/or an occasional special section of 
the journal focused on issues such as contingent faculty and graduate student interests. 
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We look forward to supporting the DEI efforts of the organization moving forward. 

Reference 

Morse, Tracy Ann, Poblete, Patti, Sharer, Wendy, & Moreland, Kelly. (2023) From the editors: 
Changes in action. WPA: Writing Program Administration, 46(2): 7-11 

WPA Graduate Organization 

The Leadership Council (LC) for the Writing Program Administration-Graduate Organization 
(WPA-GO) is excited and optimistic about a renewed relationship with CWPA and appreciates 
the opportunity to respond to this report. We recognize the efforts from the Executive Board to 
address concerns brought initially by the taskforce and later by One Eight Create. For the last 
four years WPA-GO has operated with no funding revenue and has maintained a commitment to 
meaningful inclusion, evidenced by the makeup of our LC, which is diverse in many senses 
including race, ethnicity, gender, disability status, and institution. We believe we attract 
graduate students from a range of positionalities because we are direct about our commitments. 
If WPA-GO is to serve as an entry point for graduate students interested in rhetoric and 
composition generally, and writing program administration specifically, we take seriously the 
kind of pipeline we create through our relationship with CWPA. As we continue re-building this 
relationship, we want to name the tension between valuing the expertise we have to offer from 
our wealth of experiences, while acknowledging that we need (generative, empowering, and 
consistent) mentorship from those established in the field. As scholars navigating a relatively 
precarious position in higher education, while stewarding an organization that provides 
networking support for graduate students and free annual workshops and events featuring 
leading scholars, we implore CWPA to continue considering what they have to learn from WPA-
GO and what they can offer to our collaboration. We would look forward to future opportunities 
for our leadership groups to get to know each other and establish more meaningful 
relationships, towards building trust and reciprocity. Again, we appreciate the thoughtful work 
by the Executive Board to compile this report and we are excited about the shared future for our 
organizations. 

 

Taylor Dickson (Incoming Chair) 

Roland Dumavor, PhD (Outgoing Chair) 

Jagadish Paudel, PhD (Past Chair) 

Mustapha Bannerman 

Rofiat Bello 

Cody Bursch, PhD  

Nariman Hawily 

Kelsey Hawkins 

Phatik Poudyal 

Alexa Quezada 
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CWPA Ex-Officio Officers 

Secretary Amanda Presswood 

I want to start this response by stating my own positionality. I have been an ex-officio member 
of the Council of Writing Program Administrator’s executive board in numerous capacities for 
about seven years now. I currently serve as secretary for the organization. 
 
I want to acknowledge the work that the executive board members did not only on this white 
paper but in hosting all of the cultural conversations. Because CWPA is ultimately a volunteer 
organization I think it is essential that we acknowledge the labor that went into these 
discussions and the white paper that emerged from these discussions.  
 
I was a member of the executive board as a graduate student at the time of the boycott. I believe 
that while it was a painful time for the organization, it also gave the organization time to pause 
and to reevaluate. I think CWPA has done a lot of work over these last four years to listen to its 
members, to evaluate its priorities, and to be more inclusive. I am also glad to see that the 
writers of the white paper acknowledge that while that work has been productive it is not yet 
done. I agree that CWPA will need both financial and human resources.  
 
CWPA needs to continue to listen to its members and to think critically about how it is spending 
its limited resources. While there is no doubt that the organization could benefit from increased 
funds I also think that we need to do a better job with aligning our spending with our ongoing 
commitments to inclusivity. I wonder if we could start sharing the financial situation of the 
organization with members at annual conferences like we used to do in the past. This gave 
members time to not only see where the organization was financially but to see what it is 
spending its money on. Being transparent about this could also highlight how we are funding 
things that align with the commitments made in the white paper.  
 
As the secretary I have access to member numbers and I am proud to say that CWPA is at almost 
300 members. While these are less than pre-covid  numbers, they are higher than they have 
been since the boycott. Which I think highlights that members are seeing the changes that 
CWPA has made and are once again willing to engage with the organization.  
 
I am proud of the work CWPA has done over these last four years, but I also want to make sure 
that CWPA continues to move in the right direction. We can not become complacent now, we 
need to continue to listen to members and to make sure our decisions align with our values.  
 
Amanda Presswood (Secretary 2024-2026) 

 

Treasurer Christal Seahorn 

As a queer Black woman, long-time member of CWPA, participant in the 2021 boycott, and now 
Treasurer, I am personally and professionally invested in the organization’s evolution. Renewing 



14 

Our Vows reflects CWPA’s earnest efforts to learn and grow over the past several years. In that 
spirit of shared values, collaboration, and humility, I offer this response—grounded in both 
affirmation and reasoned critique. 

This document commendably confronts our past, especially the rupture from the 2020 OS Task 
Force dissolution and the subsequent boycott. It acknowledges pain on multiple sides and 
credits the community for participating in the OEC cultural audit and the series of assessment 
conversations that followed. Importantly, it recognizes the breadth of what constitutes WPA 
work and provides thoughtful and concrete proposals for diversifying CWPA membership and 
creating inclusive spaces for those historically marginalized. I commend these steps and 
encourage the development of clearer benchmarks and timelines to assess progress. 

As Treasurer, I appreciate the attention to both fiscal and human resources. The proposals for 
strategic planning and budgeting, increased fundraising, improved communication, and 
reallocating funds to expand member access and engagement reflect fiscally responsible 
decision-making that will support our efforts to become more welcoming and inclusive. 

In my role as an ex-officio EB member, I can contribute historical financial context—pre- and 
post-pandemic—to assess what sustainable organizational change requires. Transparency about 
past resource allocation is essential. While the white paper rightly notes our reliance on 
volunteer labor, we must be careful not to let this reality excuse institutional inaction. Instead, 
we must ask, as this report does, how our resources can be used more effectively. 

I support the report’s call for increased fundraising and pursuit of external grants, but we need a 
detailed, sustainable annual operating budget that reflects our equity goals. That means 
continuing current expenditures that support inclusive programming, compensate facilitators 
and speakers, and offer position-specific training for leadership roles, including those 
recommended in the report—such as a website designer, fundraisers, and a communications 
team. Member input is essential: we could solicit feedback on past budgets and invite 
suggestions for funding priorities. I agree with the report: we must fund what we claim to value. 

Yet, financial resources alone won’t address the root issues that prompted the boycott. Members 
from historically-marginalized groups—particularly BIPOC members—shared that their 
experiences and expertise were often questioned. The white paper recommends steps toward 
humility, shared authority, and procedural changes suggested in the OED audit that could shift 
historical power dynamics within the organization. Some updates have already been 
implemented, but other actions—such as making policy revisions more transparent and 
continuing reviewing and revising our bylaws—could be ongoing until the next EB meeting and 
shared with members before the proposed updated website launch. We don’t need to wait for 
funding to begin rebuilding trust. 

We can immediately invite members to propose and self-organize affinity clusters and promote 
them through CWPA communications. Members may not need these groups to be organized 
around institutional affiliations. A member-organized approach shifts power away from top-
down structures and creates space for new leadership and ideas. Following the OEC’s 
recommendation, CWPA leaders can seek out ongoing conversations happening in member’s 
local and regional WPA communities—not to control, but to listen, learn, and if invited, to join. 

These shifts require little more than humility and a commitment to understanding and 
dismantling the deeper systemic inequities embedded in higher ed. 
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Although the white paper uses the language of transformation, its proposals may feel overly 
visionary without firm commitments to structural change. The commitment to “renew” our vows 
suggests movement toward affirming key CWPA values, yet without timelines and measurable 
benchmarks, transformation can become rhetorical—a performance of progress rather than a 
practice of it. I believe that CWPA can be an organization that fully reflects the diversity and 
strength of our field. Inclusive communities are not spontaneous; they are built, rebuilt, and 
sustained through shared accountability. The white paper outlines a promising path. As we 
move from reflection to implementation, I offer my continued labor and support—not only as 
Treasurer, but also as a colleague committed to CWPA’s future. 

Christal Seahorn (Treasurer 2024-2026) 

 CWPA Incoming Vice President 

“Remembering that Stakes are High?: A Response to Renewing Our Vows” 

This response to “Renewing Our Vows: A Cultural Assessment Report” is guided by a desire to 
both engage the spirit of the report and to continue the difficult work of thinking through 
difference, discrimination, and meta discrimination as a problem central to the way we might 
reimagine the work of CWPA. CWPA remains an organization committed to cultivating smart 
and productive responses to administrative concerns shaping the work of emerging and 
seasoned literacy coordinators, writing teachers, and writing students. What I want to consider 
in this short response, are compelling breaks and samples that speak to the cultural and critical 
work of administration, and the long and important work of thinking through aftermaths and 
implosions.  

 
One of the early questions I found myself asking as I worked my way through the report is “what 
does it mean for something to become a living document?”  This question arose in the 
background section of the report that outlines the intended goal for the Outcomes Statement 
revision, as noted “the Outcomes Statement is intended to be a living document, periodically 
revised to reflect new pedagogical practices and scholarly knowledge” (3). Part of the reason I 
focus on “what is a living document meant to do?” is that I think this has historically become a 
phrase used by many, with many different meanings attached to it. A living document can be 
seen as something organic meant to evolve with the people and communities it is meant to 
serve, it has also meant that it is something living and sacred and constructed with particular 
intentions that evince a presence that many find meaningful but separate from its ability to be 
altered.  

 
Within this discussion of intention is a powerful tension that is both indicative of the difficult 
work of program administration and of how systems work to normalize discrimination 
intentionally and unintentionally. As scholar Tricia Rose makes clear in Metaracism, stories 
about individuals or singular institutions behaving badly towards people of color tend to 
dominate the public understanding of racism and discrimination (39), and therefore tend to set 
the terms by which difference is understood. There is nothing wrong with stories that identify 
bad actors and troubling practices of exclusion and suppression, but it is troublesome to only 
consider these kinds of stories at the exclusion of systemic stories that tend to capture the 
converging contexts that produce particularly troublesome outcomes. In this way the CWPA has 
opened up the membership to its own investment in vulnerability and authenticity.  
 
As the report notes pretty earnestly, “CWPA has long aimed to diversify its membership, but the 
lack of diversity in its membership has itself often stalled those efforts.” The language performs 
a kind of circularity that (unintentionally) reflects an unspoken context reflected in both the 
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outsourcing of the Anti-Racist influenced outcomes statement, and the subsequent attempts by 
the board to reign in and influence the work produced in those efforts. This is a difficult position 
that many institutions working to resolve or provide solutions for the complex problem of 
diversity find themselves negotiating. We have seen far too quickly and uncritically the 
compliance of corporations in undoing the language and programs for diversity developed over 
the last 10 years. But for professional organizations such as CWPA the balance it seeks does not 
come primarily through the performance of statements, though statements do the important 
work of situating dispositions and addressing the values of members. If we are to understand a 
document such as an outcomes statement to be living, that is to evolve, this report highlights the 
competing technocratic and progressive impulses often pulsing in the background of most 
administrative documents, even those aimed at program and culture change. More importantly, 
the types of cultural conversations enacted as an attempt to re-engage membership are essential 
as a continued practice of the organization given its renewed disposition toward addressing the 
erasure of cultural, gendered, and socio-economic labor differences as a reality of the broad 
varied individuals that might describe themselves as writing program administrators or literacy 
coordinators.  
 
Because of this, I find even this assertion that “WPAs are routinely overcommitted as it is, 
which makes our goals for expanding member involvement in the organization ambitious. 
Moreover, CWPA doesn’t want to put the onus of diversity efforts on its BIPOC members, who 
are disproportionately called to do diversity work. Many members of CWPA may not be 
aware that everyone involved in the organization are volunteers, and perhaps this message 
should be broadcast more widely” (9) important but requiring a bit of framing and honest 
engagement. Many of the Writing program administrators I have come to meet, to learn from, 
and talk with occupy a variety of positions, identities, and cultures. I think this remains a central 
crutch of the background and expanding vision of the report. How will CWPA engage members 
and non-members in the important work of supporting, challenging, and defending literacy 
coordinators, teachers, and students that are vulnerable to narrative and historical erasure. And 
thus, to me this is the biggest impact and contribution this report might have for CWPA moving 
forward as an organization on the precipice of change, but in charge of outlining the ethical 
potential of its choices to recruit, reimagine, and reorganize the varying efforts that must be 
made with varying stakeholders in mind.  
 
I return again to my initial query, what are the stakes for cultivating a living document that 
others will help to evolve in accordance with the work that must be done to develop models of 
thinking that can best serve those members, teachers, and coordinators in their respective 
positions? As the OEC cultural assessment report notes, belonging and trust is a premium 
among members. Among the stated goals of CWPA’s cultural conversations and its desire to 
“renew its vows,” are the complex roles of balance, reflection, and memory central to the work of  
“shifting the organization in a more inclusive direction” and continuing “advocacy from 
organizational leaders, accepting public accountability for organizational missteps, and 
identifying patience” as a necessary element of transformation and change.  I find myself 
asking, “Who are these new members? What do we expect them to offer? What do we expect to 
offer them?” Some suggestions have been provided in the Cultural Assessment Reflection, but as 
with the pledges made by numerous corporations and organizations in the aftermath of tragedy 
and disruption, my activist spirit in me needs to see the commitment in the years to come. As 
member of the organization and someone rooting for the organization and for others to come to 
join this mission, I provide this response with both hope and conviction in the work that has 
been done in putting this report together, in cultivating a new outcomes statement(s), and in 
remembering the labor of those committed and those inspired.  

David F. Green Jr., Vice President of CWPA 
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Image Description: This image shows six smaller images framed like square photographs, which are set against a 
bright blue and pink backdrop. The smaller  images show the following from left to right: an image six members 
of the Executive Board writing together on Zoom; an image of the feedback that CWPA received at the CCCC 
session; a Word cloud with the words "Supportive," "Welcoming," and "Inclusive" legible; an image of a puzzle 
piece slotting into place; an image of a word bubble collage with the phrase "Address tensions" in the center; an 
image of an iced beverage on a wooden table.  

Appendices  

Appendix A: Cultural Assessment Report: 

● 2023_CWPA_CulturalAssessment 

Appendix B: CWPA 2021-2025 Timeline:  

● CWPA 2021-2024 Timeline_5.28.2025.docx - Google Docs 

Appendix C: Sample Conversation-Guiding Script:  

● Sample Conversation Script.docx - Google Docs 

Appendix D: Cultural Assessment Conversation Reports and Summaries: 

● Theme One Report (August 2024): 
https://docs.google.com/document/d/11BHY0NJY9nY5E85lTo7Zag5A5PpVl0F
V/edit?usp=drive_link&ouid=103942176112702864055&rtpof=true&sd=true  

● Theme Two Report (November 2024): 
https://docs.google.com/document/d/1DknFFPekzmuK8M3nG9D_ER5xBnN3
UwW3/edit?usp=drive_link&ouid=103942176112702864055&rtpof=true&sd=tr
ue  

● Theme Three Report (January 2025): 
https://docs.google.com/document/d/17vD4zRCZJhRUYDzMhP3s9eNpn3yLm-
bm/edit?usp=drive_link&ouid=103942176112702864055&rtpof=true&sd=true  

● Theme Four Report (March 2025): 
https://docs.google.com/document/d/1pMOMtOpzYRT9CScIpMm5KW91-
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PIp2Umi/edit?usp=drive_link&ouid=103942176112702864055&rtpof=true&sd=
true  

● Roundtable at CCCC Summary and Slides (April 2025):  
○ Summary: On 4/11/2025, Kelly Blewett, Jacob Babb, Michelle Bachelor 

Robinson, Talisha Haltiwanger Morrison, Patti Poblete, Mary Lourdes 
Silva, and Darci Thoune presented a roundtable at CCCC to share the 
work with the Cultural Assessment Conversation Series that was 
undertaken this year. 26 people attended the roundtable, and 15 
submitted responses to a Menti poll that the Board used to dialogue with 
the audience. Poll results indicated that the audience was grateful for the 
work of the board, was glad to hear their personal stories of why they got 
involved with CWPA, and felt more hopeful about the future of the 
organization.  

■ Slides:  
https://docs.google.com/presentation/d/1Z7e9aBscGWQFixqRfrn
yyqHercxVk6ig/edit?usp=sharing&ouid=10394217611270286405
5&rtpof=true&sd=true  

● Conversation Five Summary and Slides (May 2025):  
○ Summary: On 5/9/2025, Kelly Blewett and Michelle Bachelor Robinson 

led an online discussion of the cultural assessment conversation series 
overall. Like the other events in the series,  the discussion, titled “CWPA 
Cultural Assessment Report: Bringing it All Together,” was promoted on 
the CWPA website, Facebook page, and Writing Studies listserv. Members 
and nonmembers could register and attend. 26 folks registered for the 
conversation, and about 15 attended. Kelly and Michelle did not use 
survey tools for this conversation; instead, they modified the presentation 
from CCCC and took turns presenting the slides to the group. At the end, 
they opened the floor for conversation and posed a few optional guiding 
questions (slide 16). The conversation broadly explored how CWPA could 
show up for teacher-scholars in the field who need this organization to 
provide resources and validate their work.  

■ Slides: CWPA Final Cultural Assessment Conversation.pptx - 
Google Slides 


