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ABSTRACT
THE APPLICATIOMN CF RGCLE THEORY
TO THE SEXUAL HARASSMENT PARADIGM:
A POLICY CAPTURING APPROACH
Lora L. Jacobi
Qld Dominion University, 1999
Director: Dr. Giyan D. Zcates
This research utilized policy capturing techniques <o
analyze the different factors individuals use when
determining sexual harassment. The Importance oi level 5L
power, verbal behavior, and invasiveness of tTouch were
examined. Additionally, role theory was applied tc the
sexual harassment paradigm in order to understand how
context factors within an organization affect the perception
cf sexual harassment. Profile analysis was used to
determine how the perception of what constitutes harassing
behavior is mitigated by one’s role in the organization.
Participants were cne hundred and five males and one
hundred and fifteen females who were either currently

- : -
T six months.

n

emploved or emploved within the la
Participants were asked to complete take-ncme packets that
contained a series of questionnaires that were designed to
measure the perception of and response to sexual harassment.
Thirty-two sexual harassment scenarios that were a full
manipulation of three levels of power, verbal behavior, and
touch were also included in the packet. Participants were
asked to read each scenario and indicate how appropriate
they felt the described behavior was in the workplace, how

likely they were to respond to the situation, and to choose
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the response type that best described how they would react
tc the situation. In order to establish the level of

ism of these scenarics, participants were asked <o

|,_~|

rea

Hh

indicate how easy 1t was for them tc imagine the situation

t

and tc assess how likely the behavior was to cccur in the

workplace. Additionaily, in order %o assess the ccntext
within which the participants worked, a series ot
questionnaires that contained measures cof organizational
factors, attributes of the perscn, and interperscnal factcrs
were included.

The findings revealed that the perception ¢f and
response to sexual harassment were affected by the level of
invasiveness of touch, the level of verpbai behavior, and the
relative power of the perpetrator. Different organizational
factors, personal attributes, and interpersonal factors were
found to affect the percepticn of sexually harassing role
expectations and anticipated role behaviors. Role

ons and behaviors were influenced by the gender-

o)
}.A

Al

ercept

(a1}

io ©

cr

ra one’'s occupation; the organization’s pclicies ana
culture regarding its tolerance for sexual harassment; the
rater’s gender, age, race, and relationship status; one’s
tolerance for sexual harassment; and one’s previous
experience with certain types of interpersonal harassment.
Although all a priori hypotheses regarding the context
factors were not confirmed, it is still believed that role

theory provides a viable model for understanding the

perception of sexual harassment.
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INTRCDUCTION
Throughout the 1990s, organizational executives have
become increasingly aware of the importance of understanding

and preventing sexual harassment. It is estimated that

between 42 and 38 percent of working women have been

h

harassed at some point in the course of tnhneir careers
(Gutek, 1985). Sexual harassment can <OSt srganizations
millions of dollars from its effects on turnover Gutex,

1985; Gutek & Koss, 1993; Terpstra & Baker, 1937,

-

absenteeism (Gutek & Koss, 1993; Terpstra & 3Baker, 193

e N
I

i
decreased work performance (Martin, 1980), decreased job
satisfaction (Gruber & Bjorn, 1982; Morrow, McElroy, &
Phillips, 1994; Ragins & Scadura, 1995), decreased Jjob
motivation (Gutek & Koss, 1993), strained relaticons between
coworxers and supervisors (Gruber & 3jorn, 1932, and

-e ~

“tigation costs {(Husbands, 19%92;
g

[
H
'O
n
(i
Al
[«
w0
oy}
V1]
’l
m
A1
-
t
0
LY,
(B 4]

et
)b

Additionally, victims of sexual harassment experience
increased psychological distress (Gosselin, 1984; Terpstra &
Baxer, 1987; Thacker & Gohmann, 1993}, lower self-esteem,
and decreased life satisfaction (Gruber & Bjorn, 1982).

It has been suggested by Paul (1991) that women need to

develcp a thick skin to survive and prosper i1 the

bt

workplace. However, it 1s trulv in the best interest ¢

organizations and society at large to prevent sexual

The journal model used in this document is as follows:
American Psychological Association (1994). Publication
Manual of the American Psychological Association (4th ed.).
Washington, DC: Author.
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N

narassmernt, punish harassers, and educate empicyees abcut

-
¥
’

narassment and the effects that 1t has on the workplace.
order to prevent sexual harassment, it is essential tc
understand precisely what types of behaviors constitute
sexual narassment. However, individualis differ as Tc what

= : E. ~ 13
research 1s CTo util

|.4
N
1
g
O
.‘4
} ']
0O
N
)
[\})
e
cr
[
A
(B8
o
0
ot
[V
)
Yy
[
t

{

g
i)
n
(!
O

particular interest to this research endeavor is the
application of role theory to the sexual harassment
paradigm. The prevalence and cost of sexual harassment
makes it essential for us to determine, among other things,
how our perception of what constitutes harassing behavior is
mitigated by our role in the organizaticn.

The present study will begin with a review c¢f the
sexual harassment literature and presentation of the
different sexual harassment mcdels. This will be followed
by a summary of the literature on role theocry and a
discussion of how role theory can be applied to the
understanding of differences in the perception of and
response to sexual harassment. Additionally, role theory
will be examined in terms of how different context factors
affect decisions about the appropriateness of sexual
behaviors in the workplace and the choice of response tc it.
How policy capturing and profile analysis can be utilized to

identify decision making differences will then be examined.
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Finally, a hypotheses section will outline all relevant
hypctheses.

Sexual Harassment

It is difficult to fullv define sexual harassment on
the basis of any one incident, because the incident is
frequently ambigucus and allows preexisting attitudes :o
influence the perception of the event ‘Cchen & Gutek, 194%;.
Despite this difficulty, it is essential to understand wnat
elements lead ts the perception of sexual nharassment. Many
researchers have attempted to uncover various contextual
conditions that lead to the labeling and accusation of
sexual harassment. Many factors may influence the labeling
of an event as sexual harassment, such as an individuai's
attitudes towards women, sexuality, gender and interpersonal
relationships, as well as an organization's commitment to
preventing and addressing sexual harassment (Kremer & Marxs,

—

1992). Victims of offensive behavior have been found to
respond more strongly when they perceive the offending
behavior as sexual harassment and when they perceive the
work environment as encouraging the problem (Bingham &

Scherer, 1993).

Classification Systems

In 1980, a classification system was developed by Till
that divided harassment into five categories: gender
harassment, seductive harassment, sexual bribery, threart,
and sexual imposition. According to Till, gender harassment

includes generalized sexist remarks and behavior, not

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



1=

necessarily designed To elicit sexual cooperaticn.
Seductive behavicr 1is considered inappropriate and/cr
offensive advances that do not result in negative
censequences if refused. With sexual bribery, sexua.
behavior or achtivity is Soiicited by the promise c¢f reward.
The fourth category designated by Till is tThreat, where
threats of punishment are made tc coerce sexual acTivity.
Finally, sexual impcsition 1s a direct sexua. viclation ard
assault.

The system designed by Till (1980} was an extension of
the two types of harassment previously recognized by
MacKinnon (1979). MacKinnon distinguished between quid pro
quo harassment (sexual cooperaticn coerced as a means to
obtain rewards or avoid punishment)! and conditicns of work
(where sexist or sexually offensive behavior is present but
there is no required sexual exchange). The multidimensional
structure of harassment was further examined by Fitzgerald
and Hesson-McInnis in 1989. They found that type and
severity of harassment are two dimensions relevant to the
concept of sexual harassment. In testing Till's
classification, Fitzgerald and Hesson-McInnis (1989) <Zound
that gender harassment is a distinct construct Irom sexual
harassment.

A tripartite model ©of the sexual harassment construct
was proposed and tested by Gelfand, Fitzgerald and Drasgow
(1995). This model proposes that sexual harassment 1s a

behavioral construct composed of three distinct dimensions:
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gender harassment, unwanted sexual attention, and sexual

th

coercicn. This is based upon the previous work o

Fitzgerald and Shulliman {1935:; wno br

= SeXuasi

ment

vy
fv

v
PS

<
-~

Q
M
V]
n

-

into the dimensions of gender harassment, sexual harassment,

n

and sexuali coercion. However, Gelifand et ai. (19931 prefer

- - A
atTenticn 0%

- [ RS

[

; ; ERPEp £ = = i .
~he substituticon of the words unwanted sexua

sexual harassment- Gelfand et ai. found suppeort Ifor tTneir

1Y
n

model among emploved women and students within Twe culzur
(i.e., the United States and Brazil:.

A typology for classifying harassment was developed by
Gruber in 1992. He made the distinction between
interpersonal and envircnmental harassment. Environmental
harassment occurs when the sexualized behaviors occur in the
workplace and yet the behaviors are directed at no person in
particular. An example of this is when women working in a
predominately male, blue-collar jcb (i.e., & shipyard! are
exposed to pornographic victures and calendars that are
displayed despite their offensiveness to others.

Conversely, interpersonal sexual harassment is directed at a
specific target. This occurs when a perpetratcr engages in
unsolicited and unwelcome sexualized behaviors that are
targeted at a particular person. When comparing the effects
of environmental and interpersonal harassment, interpersonal
harassment has been found to result in significantliy more
dysphoria, other-person blame, and anticipated assertiveness
(Samoluk & Pretty, 1994).

Another way in which psychologists have tried to
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understand the various types of sexual harassment is through
an analysis of court documents and decisicns. Legally, cthe

prevalence 0f two tZypes 0f sexual harassment have teen

quid pro guc narassment tThere 1s generally a clear-cut case

U

D
ke
O

negative consequences at WOrk or receive empliocyment ceneflcs
‘e.g., be fired, =Zo get a promoticn; Thacker & Gchmann,
1993, .

Defining Sexual Harassment

Determining what exactly constitutes a hcstile wcrk
environment (e.g., sexual comments and jckes, sexualiy-
oriented pictures, touching) is difficulcz, as this has not
been clearly delineated (Thacker & Gohmann, 1392). The
reason for this is that individual definitcions of a nostile

WOr¥ 2nvironment 4iffer within and hetween The s

(]

®es
(Terpstra & Baker, 1987). Sexual joking, touching, or
ratting may be seen as unwelcome to some, but not others.
Certain verbal remarks cr requests may be perceived as

positive to some and not others (e.g., "You have a cute
ass."” Gutek, Nakamura, Gahart, Handschumacker, & Russell,
1980). A sexually solicitous remark may be perceived as
positive or negative depending on who makes the request. It
is therefore essential tc not only focus on the behavior by
the initiator, but also on how the recipient perceives the
experience (Gutek et al., 1980).

There is a general lack of agreement upon what
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constituftes harassment. Across genders, nigh levels o
disagreement were found when examining the vrasence or
absence oI harassment in 53 scenarics {Baird et al., 1995;.

rPersona. experience with Sexual narasSsment has peen found to

- . -z
4

atffect the percepticn and lapbeling <

number of different factors. Ffirst, men and wcmen nhave
different perscnal orientaticns tcward sexual overtures at
work. Men and women also have different experiences with
sexual overtures at work. Gender composition was alsc found
toc affect the labeling of sexual harassment behaviors
{Konrad & Gutek, 1986).

When attempting to repiicate the above research,

v £ s S Tee T2 - —~ ~a
-Chler {1993 ZIcund oniy _imited suppcr:t

h] -~ o~ - -
L and viet

-
(]

Murre
for the generalizability of the Konrad and Gutex (138%56:
findings. Murrell and Dietz-Uhler (1993) found that fcr
male college students direct experience with sexual
harassment and adversarial sexual beliefs significantly
predicted attitudes toward sexual harassment. Those males
who had direct experience with sexual harassment expressed
more tolerant attitudes about sexual harassment. It is
believed that experience with sexual harassment may have
desensitized them to the issue of sexual harassment (Murrell
& Dietz-Uhler, 1993).

In 1981, a survey of 20,000 federal emplcyees was
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avicrs were perceived to Constitute sexual
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harassment. Of the women surveyed, the follcowing figures
indicate the percentage ¢i the wcmen whe I2lT the harassing
pehavicr was an act oI zexual harassmenI: harassing letters

and calls (87%), deliberate touching (34:), pressure for

[ )

oy S e epm RS P P —_— = 2 ~-- .
sexual favors ‘3L ., oressure Ior dates 85, suggestlvs

looks (54}, and sexual remarkXs (54 -).

1 h
O
D
D
fv
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' 4
O
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o1
vy
D
[
D
v
[
®

It appears that fcr certain tTyres of
high levels of agreement about whether or not the behavicor
is sexually harassing. These behaviors are general.iy mcre
clear-cut forms of sexual coercion on the part of the
initiator. Disagreement as to what constitutes narassment
occurs when the behavior represents an aspect 0f hestile
work environment rather than quid pro quo harassment. For
example, Terpstra and Baker (1987) found that of all the
individuals they surveyed, 99: felt that harassment occurs
when job threats are used to secure sexual favors and 98
felt that harassment cccurs when offers of Zob erhancements
are used to obtain sexual favors. There was high agreement
that both situaticons represented genuine sexual harassment.
One reason for this consensus is that these behaviors are
examples of quid pro quo harassment.

Opinions about sexual harassment are not as unanimous
when the behaviors are examples 2f a hostile environment.
Terpstra and Bakexr (1987) found that 47% of working womer,

31° of female students, and 333 of male students felt that a
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shoulder squeeze was harassment. Simi
{19861 Ifound considerable variaticn acrcss genders as tc
what constitutes sexual harassment. Although the majoricy
of men and women surveyed felt tThat sexual activicy as a

condition of SMpLiov/mMentT wWas narassment, neres was

nonverbal behaviors of a sexual nature (i.e., looking,
leering, making gestures, touching, brushing against:.
Whereas 65.5: of women felt that the abcve nonverbal
behaviors were sexually harassing, onlyv 35 of men agreed.

Reasonableness

Determining the presence of a hostile work environment
has previously relied upon the notion of how a "reasonakle
person” would view the situation (Thacker & Gochmann, 1993).
However, the perception of "reasonableness" has been found
to differ between men and women. It has been consistently
icund in the literature (e.g., Gutek, 19285) that males are
less likely than females to attribute sexual harassment to
the alleged harasser and are mcre likely to blame the female
victim.

Thacker and Gohmann (1923) examined twoc recent court
cases to understand the differences in "reasonableness"

between genders. In the 1991 case of Ellison v. Brady,

instead of relying on the "reasonable person”" standard the
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court loocked to the "reasonable woman®"™ standard. This

court case of Robinson v. Jacksonville Shipyards. In this
case it was ruied That allowing empioyers 7o require a

mental examination cf harassment targets was a dangersus

greceadent and -nstead relled upcn whethar z "reaszcrabls
woman" would find the pcrnographic materia. ard _anguage
used py The initiators offensive (Thacker & Geonmarnn, 123993,.

ne perceptlion 2I a2 hostile Work environment 1s 2
function of the gender of the perpetrator and recipient
(Baird, Bensko, Bell, Viney, & Woody, 1995; Weiner, Wactts,
Goldkamp, & Gasper, 1395). Baird et al. (199%) had
undergraduate students read 34 scenarios of men and wcmen
interacting at work and rate them on a seven-pcint Likert-

presenced sexuadl

D

type scale as to whether the scenario r

narassment. Jcnsistent with Drevicus rasearch was Tne
finding that women rated "hcstile werk envircnment”

Chen 20 mern. Mz _.e vercecraicr

tn

scenarids as more harassing
were alsoc seen as being more harassing than Zemale
perpetrators. These finding would seem tc support the
notion of distinguishing between "reasonable woman" zand

"reasonable person" as two different perspectives. In fact,

Weiner et al. {1995) found that gender accounts for 10 of

(8

he variance in final judgements of hostile work envircnment

J

. Hcwever, Wiener (1995; Weiner et al., 1985

!

narassmen

+

ince tnere is lack of consensus among

n

argues =tThat

"reasonable" women as to what constitutes sexual harassment,
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it is a questionable practice
perspeccive.

According to the Equal Emplcyment Cpportunity
Commission's Guidelines on Sexual Harassment, -—he key tc
understanding whether a gehavicr constitutses ncstile
envirsnment narassment 15 To detarmine whather Tns Target of
the behavior finds it tc pe "unwelcome" or offensive
(Fitzgerald, 19S%3; Thacker & Gehmann, 29%3. . InovirTuaL.ly
every country that has ssxual narassment statutas, =hs
essential element in any harassment complaint is whether the
conduct is unwelcome (Husbands, 1992). According to the

sexual

ct

EEOC, when quid pro quo harassment occurs attempts a

r
ys
8

cooperation is extorted through subtle ¢cr explicit reats

of job-related consequences. The unwelcome nature of these
threats is very cilear. More disagreement surrounds the
criterion of "unwelcome”" in hostile environment cases. It
is therefore crucial to fully examine now different

L& envircnments IO ITuoly

(B

individuals view different hosc
understand "reasonableness.”" In a survey of federal
workers, Thacker and Gohmann (1993) found that indeed
females are more likely to define hostile environment
behaviors as sexual harassment. In that study, females were
also more likely to indicate the need for emotional and
medical counseling as a result of experiencing hostile
environment harassment.

Many other factors can affect the perception of a

hostile work environment as sexual harassment. Gutek and
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Morasch (1983) used short ambiguous scenarios ¢ determine
the effects of sex of respondent, gender »f target and
perpetrator, relative status of target and perpetrator, and
depicted perpetrator behavior on the perception of sexual
harassment by a third party. Using a varimax rotation, a

number of factors emerged: the relatio

o

ship between the
perpetrator and the target, the evaluation of zZhe incident,
the appropriateness of the pbehavicr, the propbapilizy oI
reverse behavior, and the likelihood the incident happenin
and occurring again in the future.

In an extension of the above research, Cochen and Gutek
(1985) used ambiguous vignettes to determine the effect of
sex of initiator, initiator status, and behavior on the
perception of sexual harassment. Sexual harassment was
assessed using 19 five-point Likert-type items. It was
found that when interpreting sexual harassment situations,

third party observers place reiatively little =mphasis con

variables that directly assess the sexual and narassing

0

nature of the incident, and place more weight the
personal aspects of the incident and on the interpersonal
relationship between those involved. Cohen and Gutek (1985)
attribute these findings to the general public’s
unwillingness to admit the existence and preponderance of

Sextal harassment.

Gender and the Experience cf Sexual Harassment

The gender of the victim and perpetrator are relevant

to sexual harassment research. It has consistently peen
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found in the literature that women experience higher rates
of sexual harassment t—han men !e.g., Xcmaromy, Bindman,
Haber, & Sande, 1993; Roscoe, Gocodwlin, Repp, & Rose, 1987,
particulariy unmarried women (Giass, 1988;. Schneider
19821 Iound that a2 minimum of two-thirds -f z—he women In
her study experienced unwanted sexuai approaches in the

worKkplace witnin one year. Women are four —imes as Lively
< Vs y,

h

to be victim Sexual harassment Tnan men, vViaw sexua:l

n

o}
harassment more negatively, and ares more _ikely ¢ kelieve
that sexual behavior and work do not mix (Tangri, 3Burt, &
Johnson, 1982). Gruber and Bjorn (1982} found that
harassment occurred more frequently in Blacks, unmarried or
young {(under 25) women, those with low job status, and wcmen
who were the sizable minority. Similar data were found by
Fain and Anderton (1987). These researchers £found that
young, urmarried women of minority status are most likely to
repcrt being harassed.
Men and wcmen differ in their assignment cf tiame

regarding sexual harassment in the workplace. Men are more

y than wcmen o clame wemen Ior being sSexXua.ly narassed

-t

like
(Jensen & Gutek, 1982) as well as trivialize the event
(Pryor, 1985). When surveying wcmen, previous victims of
sexual harassment are less likely than those who have nct
been victims to blame women for being sexually harassed
(Jensen & Gutek, 1982). However, the victims themselves

engage in self-blame. Jensen and Gutek (1982) found that

one year following an incident of sexual harassment between
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20 and 30 percent of women victims endorsed eacn cf chree
self-blame statements that related to the appropriateness of

one's behavior (i.e., "Perhaps something in my behavior

rh

-~
ore

Q)

brought it about...") and character fi.e., "I am the

n

- . o~ - AP T ee - 3
cf incidents are likely o nagpern

[0)]
¥
b
8]
fL
0

perscon thes

olame, she is less likely to repcrt the incidsnt cr Zalk o
somecne about 1t {Jensen & Gutek, 19382:.

Across—gender narassment is the most common form of
harassment, however same—-gender harassment does occur.
Based upon the results of a cross-sectional survey of 350
percent of the members of the Iowa chapter of the National
Association of Social Workers, Maypole (1986, repcrted that
women were more likely to be harassed than men and that the
gender composition of theilr harassers was exclusively male.
In contrast, Maypole (1986) reported that male victims of

L2 pergetraIiors. Maans

fv
}--4

a

Ity

AV
3

narassment had both male ar em

»

(&)

The SUpeIrviscr Trediltsl Trne

{1995} found that gender o

3

occurrence of sexual harassment, where individuals with
opposite sex supervisors were more likely to be harassed.
Gender ratios in the workplace have been found to
affect the occurrence of sexual harassment (Gruber & Bjorn,
1982). Women in traditionally male occupations (tradeswomen
and transit workers) encounter significantly more adverse

working conditions than their traditional counterparts

(Mansfield, Koch, Henderson, Vicary, Cohn, & Young, 1991}.
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Additionally, thesa women report signi
satisfaction and mcre stress at work. Mansfield and her
asscclates (1991) found that tradeswomen were the most

likely tc experience sexual harassment when compared with

utex

W)

transit workers and schocol secretaries. Similarly,
r1985; Gutek & Morasch, 19%2! fZound that wecmen in skewed-sex

organizations are mcre likely o be harassed. The akcve

harassment was reported more Ireguently in fsmale-
predominant groups rather than male-predominant grours. The
findings of rain and Anderton {19287) may be an artifact of
harassment report rate, since women in male predominant
groups may be less likelv to identify or repcort sexual
harassment due to pressure from the group. It appears that
women in sex—-segregated, nontraditicnal jobs need not only
demenstrate their competznce and abilities, bhuz 2lsc scmehow
"overcome" their gender as well (Mansfield, Vicary, Cchn,

v e - -r - [o el
Leocn, & Young, 192z;

A

>

Collar-type and the Experience 0f Sexual Haras

i

mernc

Occupations can fall into three collar-types: "white-

~

irlsxe & CiLICK,

O
’.-
’_
fu
A
[\U
]
"
Q
o
’.4.
'3
~
Q)
O
}_a
'_4
W)
N

collar,” "blue-c
1393 . White-coclilar jobs (e.g., management;, are
traditionally male dominated and nighly prestigicus. Biue-
collar jobs (e.g., construction workers) are the most

"masculine" jobs and have relatively low prestige. Pink-

ccllar jobs are those that are dominated by women and are
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perceived to be feminine and ¢ low O mcderate prestige

A

(e.g., nurse, iibrarian, teacher, f£light attendant). ~fink-
collar Jjobs generally require "feminine" perscnality traits
SYX WQomern.

and are ccnsidered tTraditicnal

Ragins and Scandura 1995 found that the distinction

0
[
'._4
s}
8
Q
O
O
.
'O
v
ct
-4
O
8]
4]
)
)]
Y
o
)
<
fu
o]
i
t
O

between white- and blue-c
sexual harassment rcesearch. In their szudy, wnlte- and
blue-collar women reported significant differences in the
incidence of and response to sexiual harassment. Wcmen Iin
piue—-collar occupations reportad greater harassment than did

whire-collar women. However, white-collar women were mcre

likely to report active behavicral respcnses L2 nharassment
{(i.e., getting angry, reporting the harasser;. Their Tlue-

collar counterparts were more likely to report passive
responses to harassment, such as ignoring the incident or
laughing it ofi. Disturbingly, btlue-colilar women actually
reported that the more frequent the harassment, the more
likely thev were to ignore the incident and shrug it off.
This may be the result of pressure on These wcmen ¢ "Isug
it out" in corder t¢ preove themselves tc e "cne c¢i the Loys

Th 4 ; < A 5.7
This is contrary o the findings

~
v

Qa
'—.l
0
[*4]
%)
N
{1}
o}
o)
1o
"
[\
<
r-l
0
W
n
’

cof Gruber and Bjorn (1982), where it was reported that
overall women who were severely harassed tended to respond
in a more assertive manner.

One job collar-type Ragins and Scandura (1995) failed
to examine was harassment of women in pink-collar jobs.

These types of jobs are non-threatening to masculine
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dominance and sc may inhipit hostility-motivated harassment
iFiske & Giick, 1995). Sexual harassment of pink-ccllar
women is more likely motivated by intimacy-seeking and
ampivalience that 15 paternalistic in nature (FisKe 4%
1993}, Sexual harassment toward these women IS

cultural images of nurses, stewardesses, waitrasses, a

'l

ists (Gutek, 1983y, as well as their relatlve 1ack

.D
lD

pt
of power (Fisxe & Giick, 19395).

Pcwer and Sexual Harassment

The relative power cf the perpetratsor Zan alss
influence the perception of and raspconse Lo SexXua.
harassment. In a review of the narassment LltZerature,

3

fayoole and Skaine {1983}

,
th
O
f:
V3
2
(7
18]
fv
(1
fv
’_
2]
O
n
(1
v
’,
t
§2
14
ty
’.l
9]
f"
(1
}4
O
9]
n

of harassment include the word "unwanted" and included the
concept of power. Although supervisor harassment is
generally associated with more severe oifenses (quid pro

quo; Cleveland & Kerst, 1993; Loy & Steward, 1984}, coworker

Y

e

v
I 4

U}

and subordinate harassment aisc occur. SamoluX and Tty

n

1594 compared harassment 2Crcss crganizatlicnal stat!

f

(i.e., supervisor versus coworker narassment). These

=3

researchers found that when the same behavisral examples of

~
-

n

interversonal harassment are dispiaved oy both a supervi
and coworker, women experienced increased dysphoria and
anticipated assertiveness and relatively less self-blame
when the offender was the supervisor.

Coworker harassment is actually the most common form of

sexual harassment, despite coworkers' relatively lower job
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status than supervisors within the organization {Gutek,
1985). This is because coworker harassers may be using
different bases of power (Cleveland & Kerst, 1293). For
example, power differences may occur across coworkers
through informal networks, differential support, and
latitude of decision-making provided by the supervisor
(Kanter, 1977). When examining the effects of power on co-
worker or subordinate harassment, researchers must consider
the level of power, sources cf power, ccntext of the

harassing situation, and victim reactions (Cleveiand &

[

KXerst, 1993).

Based upon her research, Schneider (1982) definea

< ki
a“

~
A

[

sexual harassment according to working women as CWS:
"sexual harassment is an assertion of power, manifested in
sexual approaches that are disliked and unwanted, toward
blameless women victims."” Although power does appear to
provide a robust explanation of sexual harassment, by itself
it is an insufficient explanation for the behavior

(Cleveland & Kerst, 1993).

Responses to Sexual Harassment

h

=
T

Just as there are many different types of pehavicrs

t

that can constitute sexual harassment, there are similarly
many different response strategies. Women who are severely
harassed tend to respond in a more assertive manner (Gruber
& Bjorn, 1982). However, many victims do not tell their
harasser to stop {Gutek & Koss, 1993). Victims of sexual

harassment may respond actively or passively. Failure of
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the victim to respond to harassment may be due o the pelief
that nothing would be done, that tThe victim wculd be
ridiculed or that the incident would be treated lightly,

that the victim would be blamed, cr the victim would suffer

repercussions 'Mayvole & Sxaine, 1.2383;.
Griuber and Smith 19957 asked wcocmern o ZJescrirfe —he

harassment incident that upset them fthe most and indicate
how thev dealt with the situation. Content analvsis o the
responses yielded 11 categories: iIgnore 1T, respcnced
directly to the person, reported the person, guit the
position, retaliated, spoke to someone, avoided the issue,
changed ways 22 acting, did nct dea. with L=
remcved self, and tcokK if as a joke. Grupcer and Smi:In
(1995) combined these response strategles to develor seven
categories of response: ignore, avold the harasser/
harassment, change ways of acting, speak to scmeocne, respond
directly to the person, report the person, and quit. These
categories range from least assertive (ignoring and
avoiding), intermediate (changing one'’'s behavior and seeking
social support), to most assertive (direct response and
reporting). Gruber and Smith (1995) found that harassment
severity, source of harassment, and being in an occupation
in which women were a threatening minority were the
strongest predictors of response assertiveness.

Passive and active responses to sexual harassment were
similarly found by Loy and Steward (1984). These

researchers found that more passive responses (ignoring the
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harassment) were taken by women who experienced commentary
harassment. Commentary narassment was considered sexua:
jokes and comments that make women feei uncomfortable a:z
work. Women who reported narassment that inveclved pnysical

fa. mMCre diracto./ With the

- -

(s
O
[OF

manhandling were most likely

C the harasser. Ignoring ths

rr

incident by saying something
incident (31.6%; and saying something tTo the nharasser
(38.9+; represent tThe most common types cof responses to
verbal and physical harassment. These response T©ypes 2are
private ways of dealing with the incident. Other response
categories reported by Loy and Steward (1984) deal with the
harassment in a public way. The remaining response
categories reported were: going to the bocss (7.8 ;,

-

reporting to a committee (3.1%:), asking for a transfer

b
n

.7, and seeking legal help

(€)]

(2.6}, guitting (14.
The prevalence ci nonpublic responses tc¢c harassment was
similarly found by Gruber and Bjorn (1982). The twc mcst
common methods reported by Gruber and Bjorn (1982) fcr
dealing with harassment of blue-collar women were ignoring
the harassment (23:) and responding mildly to it (e.g.,
"I've heard all that before" or "I'm not your type"; 21.3:).
Other nonpublic response types reported were laughing at tche
harasser and making light of the situation {10.3:) and
delaying the harasser's request (10.3:). More assertive
responses were taken by over one-quarter of the women:
verbally (14.9%), physically attacking the harasser (6.9%),

and taking the matter to someone in a positicn of authority
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{6.9%). Contrary to their initial hypotheses, Gruber and
Bjorn (1982) found that attitudinal variap.es (self-ssteem,
personal control, feminist crientation), %the characrteristic
of the harassers (e.g., age, race, coworker/superviscr
status;) and freguency oI harassmen? were ncT ralated o
narassment respcnse. Severity of the narassment was a
significant predictor of response strategy.

Differences in responses To Socia’_-sexilial oenaviaor
“cward a Japanese woman at wcrx and coplng resgpcnses
expected from the target were examined by Matsui et a:.
(1995). These researchers found rthat the expected response
cc different vignettes was mcre assertive In wcmen having
lirteral sex-role attitudes than 1n women wWilh mere

cnservative sex-roie atoizudes. When asked now They woculd
respond <o naving thair buticocck tTcouched, a surprising I
women reported that they wouid "do ncthing” or "ignore the

behavicr.

it is bel

3

harassment prevails in the United States

”

Although this researcn

ieved that this "silent reaction" to sexual

(Matsui et al.,

[

was conducted 1n & Japan,

1995) .

The type of respcnse taken by a victim <of sexua-
harassment is related to the scurce of the harassment
(supervisor, coworker, or client; Maypole, 1986). Avolidance

is the mo
superviso
by a cowo

result.

W]

st common response when the harasser is
r or administrator. When harassment

rker, joking or minimizing is the most likely

Victims attempt to reason with harassing clientcs
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that the behavior is unwanted.

Sexual Harassment Models

A number of hypotheses/mcdels exisT tThat attempT To

bl

sment. These include

w

uncover the antecedents cf sexual nara

the sex role spillover model, the contact hypcthesis, cthe
naturazl-biglizgical model, tThe crganizatisnal mcdel, and Ine

sccio-cultural model.

Sex Role Spillcver Model

According T¢ the sex role spilicver meder, harassment
is due to the transfer cf gender roles toc the workplace
(Nieva & Gutek, 1981; Ragins & Scandura, 1995). When

Benoist and Butcher (1877) used adjectives as a means Ic

3 < = - -~ - - . &= - - 3 - M - - N
disCcriminate Cetwesn Tne gdliififerentT gexXx rIgies, They IcCuna

PR S A I v D A - P SN

that -udges more cITan descriped woRen as warlfl, ziral.s,
overscclaslized, emoTicnal, and unstap.e; and men were viewed

above "female" traits, highly feminine women were seen as
submissive, and low-feminine women were described as
dominant. Attitudes toward femininity in men were also
examined. Highly feminine men were viewed as impulsive,
dominant, and socially uneasy, where low-feminine men were

described as oversccialized and unconventional.

and androgyncus individuals according to nonverbal oehavior.
They found that according to the situation, individuals with

an androgynous sex rcle combine a blend of "masculine" and
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"feminine" benaviors rather than exclusively using either.
Conversely, sex—-typed individuals were found To avoid cross-

nd exhipit extreme forms of sex-czonsistent

n
)

gender pehavicr

tenaviors.

it ~tole T8 7 [0 R T N R = o S mrrrrmAmmaAaSt S~
suTed a MOXrascn, 232 . SeX IZ.l2 STL.LCyVesr L LyTCclllesliz2a
o m o —~ - PR % v — Y Y oy o~ e Yy e o
- SCCLoT Cre _‘.,.e:._[ Il skKeaweld ge..ue._ TaTLT eryLrrnentTs

chan equal gender-ratic environments. Wcmen 1o
traditionally male jobs are seen as deviates for doing "a

man's job" and gender becomes salient because they are seen

W
v
Q
.4 4.
3
0]
L4

as "women" and net "wcrkers" (Glass, 1987

- [ b - b - - - -
Scandura, 1995 . The mocdel predicts that the mcre masculine
“he cccupaticrn, ©he mcre Lixely sSexial harassment will Sccur
secaluse mascuiline rcla sterectyres will Spillover Lnto tThe

touching (Deaux, 1995). Women in traditionally Zfemale-type

cccupations may experience more sexual behavicors on the job,

but may view them as expected and "part 2f the Jck" Gutek %
Mcrascn, 1982y. ©Zartial support Icr The sSex role sSplillover

1252; Mansfield et al., 1991; Ragins & Scandura, 1995).

Contact Hypothesis

The contact hypothesis explains harassment as the
result of contact with the opposite gender (Ragins &

Scandura, 1995). According to this hypothesis, women in
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Dg_2- Y08 0DS 2XDerliellle NI arassment Lnanll ITonelr Iz2mag.e-
- t . L - .. - - :

-yre 10D CT gender-..e1 Lra. -co counterpartT Jue TO —helr

petwean genders at work, 50 will the incidents cf verceived

sexual harassment. Ragins and Scandura (1993 found nc

Bccerding To The nature-piclogical meder o Sexua.
narassment, sexual harassment is nct harmful and is a
natural expression of sexual attraction (Tangri, Burt, &
Johnson, 1982). This model states that the intention of
sexual harassment is not to discriminate against wcmern,
rather that the target should pe flattered by the attention.

~a inal Aas -y LT P 4 < -
cal mcdel has nat recelved emplrica.

The organizaticnal model states that the occurrence of

ct

a

t

sexual harassment can be attributed to the facili ing
factors within the organization (Gutek, 1985; Gutek &
Morasch, 1982; Tangri, Burt, & Johnson, 1982). Tnis means
that individuals with higher status in the crganizaticn can
exert their vower to obtain sexual favors. The larger the
relative power difference, the more vulnerable one becomes
to sexual harassment. The model predicts that women who are
harassed by theilr bosses will experience more distress than

those harassed by a co-worker. Partial support for this

model has been found (Tangri et al., 1982; Samoluk & Pretty,
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Scciocultural Model

Ancther model that proposes tTo explain sexual
harassment is the sociocultural modei. This focuses more on

the sccilalized power differentials between Jenders

-

3urc, & Jonnson, 1292, Unlike the organizaticnal mcdel,
“he sccioculturai: model is not based upcn osrganizZaticnal

characteristics or structure (3amolux & Prettyv, .994,.
According tTo this model, Zactors within an ocrganizaticn ~hat
facilitate sexual harassment actually reflect societvy's
economic and political discrimination against women (Samoluk
& Pretty, 1994)., This would mean that all women shculd be

equarly distressed by tThe sexual explicltatlion oI wemen v

Fh

mern, regardiess ci tThelr vosition In tThe srganizatichn.

Mcrecgver, wemen who have been =2xplolited shculd respend wizth

T - = = = ~- T N = =
coweriessness (Samolux 4 Pretty, 1994 . Tnegquivcczl sucport

sexual harassment (natural-biclogical, organizational, or
sociccultural; Tangri et al., 1992:.

Role Thecrvy

None of the above models can adegquately expliain

differences in the perception of and response I sexuadl
harassment. Role theory exXplains differences in the

perception of expectaticns and behavioral responses at work.
This theory can be applied to the sexual harassment
paradigm. The current research will examine role theory and

its application in the understanding of sexual harassment.
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Roles

Human organizations are rocle systems. These ro

[
D

systems are contrived structures cconsisting of pvatterned zand
motivated acts or events (Katz & Kahn, 196%:. Roles can pe

considered not oniy from the perspective of the patterns of

rocles are based on expectations and beliefs, they exist in
*he minds of the individuals involved ‘Ilgen & Hcllernkeck,
1291).

Multiple roles may be held by a single person (Katz &
Kahn, 1966). These roles may be comprised of a number of
task elements. Task elements are considered the smaller Zsb

tasks or components that make up a job (Ilgen & Hcllenkeck,

1 = ~ = - o ir B -— o ~l Ao [ q
1991;. 3Scme 2I these Cask e emerntis are Clear’ly dellrned znd
formally descriked. However, 0T all TasSK elements ars well

established and objective. Emergent task elements are
considered those that subjective, personal, dynamic, and
communicated to the job incumbent through the social system
{Ilgen & Hollenbeck, 1991). Rcles can be cconsidered to be

ccmposed of these emergent task elements.

RO

(@]

e ecT

b

cr

zation is direc

Each member 0f the organ 1y asscciated
with a relatively small number of others that constitutes
one's role set. Members of cne's role set are linked in

various ways to the focal person (role holder) and each

member has expectations about the patterns of behavior
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expected frcm the focal person (Iigen & Hollenbeck, 1991, .

A role set usually consists c¢f superviscr'!s:, cowcrkers, and

w
Y

subcrdinates (Katz & Kahn, 19266). Each perscn can alsc te a

self-sender, which means he/she can send rclie axpectations

¢ nim/herself :Xatz i Xann, 1364,
Members < the role set nhelp the ZIccal perscn define

1

his/her role and what behavicrs are exvected of him/her.

ctaticns, 2r emergent tasx elements, are not

0
O
b
D
[0}
x
o
D

restricted to the ok descripticn and exist in the minds o

I

members of the role set. Role expectations are "sent" to

the target person by the members of the role set either

on deviataes from

directly or indirectly. When the focal ver

n

his/her role and organizaticnai acceptabilizy, he/she :-s

ccrrected by memkbers of his/her rcle set (Katz & Kahn,

the role set about role expectaticns/emergent Task elsments.
When there are conflicting expectations, the focal rerson
may conform to the emergent task elements from the member of
the role set who 1s perceived e possess greater power
(Ilgen & Hollenbeck, 1991).

The Role Episode

By 3 < — ~ ey o~ S 3 P Y T a
Ic eXplain tThe grecess <I sending an I=2CcelVing roies,

e}

Katz and Xahn {19900 develcoped a ciassic model based con the
rcle episode {see Figure 1). The rcle episode model has
four components: rcle expectations, sent role, received

role, and role behavior. The model relies on the

perception, cognition, motivation, and behavior of the role
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Figure 1. Role theory and the role episode.

-
——’—

8¢



senders (members c¢f the role set) and role receiver .iIscal
person). Role expectations are considered evaluative
standards that are applied toc the behaviors cf a person in
an organizationai role. Members 5 The role set commuricate
their expectations and attempt to influence the focal person
during the sent-rcle process. The received-rcle process is
the focal perscon's percep
behavior is tThe response of tThe Iocal person s the

information and infiuence ne/she nas received. “he rc'.e

Fh
)
2
o)
}4
}.J
[\[}
o]
2
M
Q
th
rr
3
()
Fh
Q
O
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’._A

sender avaluates the degree G
person. The role episode is a continuous cyclical process of
sending, receiving, responding, evaluating, and sending
again (Kahn & Katz, 1966).

Role expectations are conveyed to the focal person in a

process called rcle-sending. Gross, Mason, and McZachern

magnitude (strength of influence attempted); specificity
(extent expected behaviors are made concrete); intensity

n

P+

(extent focal person is allowed freedom of chcice
complying or refusing compliiance); and range of conditions
whicn compliance is intended.

An individual's response to role-sending is directly
related to his/her perceptions and cognitions of what was
sent (Katz & Kahn, 1966). The perception of the role sent
depends upon the properties of the sender, focal person,

content of sent expectations, and clarity of communication.
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Sent role expectations are seen by the focal perscn as bein

,

W

either legitimate or illegitimate. EXpectations that are

nce ana

()

I~

perceived to b llegitimate may lead to resist

7}

outcomes opposite to expected. OCther sources that influence
behavior are objective properties of the situation itsel?,
the nature of the task, previous exverience with similar

= Crro e A ‘s o~ Pt gt~
mcZlivacolon 2 e A ey PEN QR Ay e 2,

Role Making

The role episode model assumes that the role taker
(focal person) is passive in the role process (Ilgen &
Hollenbeck, 1991). This passivity was address by Graen
(1976} and his associates (Cashman, Dansereau, Graen & Haga,
197¢) who proposed a role-making process. The role episcde
model proposed by Katz and Xann (19€6, fails T3 recocgnize
that the focal person may negotiate with the members of the
role set, attempt to modify expectations, and/or resist the
sent roles. Graen (1976) views the focal person as an
active, highly motivated problem solver who attempts to
possess roles that he/she can perform successfully.

Role making is an active process where the focal person
attempts to influence role senders and build a role that is
mutually satisfactory. During this process the focal person
acquires knowledge about role constraints and demands,
receives and sends persuasive communications apbout his/her
role behavior, accepts a particular pattern of behavior, and

modifies this pattern over time (Graen, 1976). During the

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



(o
ko

role-making process complex networks of relaticnships
develcp which facilitate the activities of some persons and
restrain those of others {(Cashman et al., 1975.

Context Factors

When considering the role taving/making drcocess, tThe
context of the situation shoulid be ccnsidered.
Kahn (1966 proposed three classes of context variables that
affect role sending and receiving: organizaticna.,
personality, and interpersonal. These context factors
include properties of the organization itself, traits of
persons involved in the process of role sending and
receiving, and properties of the interpersonal relationships
which already exist between actcrs in the role episode (Katz
& Kahn, 1966). The context of the situation 1s similarly

icazing

(]

considered by Graen (1976) and identified as comr

factors.

Organizational factors. Role expectations of members

of a role set are determined by the broader organizaticnal
context which may include the size of the organization,
technology of the organization, structure of the subsystems,
formal policies, and rewards and penalties. Expectations
are also affected by the role sender's and role receiver's
position in the organization (Katz & Kahn, 1966).

Kahn and his associates (1964) identified dimensicns of
normative expectations that are characteristics of the
organization. One normative expectation is the extent one

is expected to obey rules and follow orders. Organizations

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



32

alsc differ in the closeness of supervision and the extent
supervisors are expected to show persconal Interest in and
nurture subcrdinates. Finally, crganizations differ in th

extent all relationships are conducted according to general

ot

istic) standards and the extent crganizational

[\]}
*—-J

univers
members are expected to strive f£or achlevement and
advancement.

4 - - Y - -~ R -3 - - -~ - - <~ h
Atcriburtes ¢f the perscn. The attributes 5% <re fzcal

person determine their propensity %o behave in certain ways
and can affect the perception the role sent. Rcle behavior
has effects on personality (we become what we do).
Personality factors act as mediators between role
expectations and response (Katz & Kahn, 1966). Graen and
Uhl-Bien (1995) similarly found that the characteristics of
the person affect dyadic exchange relationships between
"leaders" and "followers."

Interpersonal factors. The interpersonal relaticnships

between the focal person and the members of the role set
also affect the role episode. The focal person interprets
role sending depending upon the interpersonal relationship
with the sender. The behavior of the focal person then
feeds back to effect interpersonal relationships with
members of the role set and will help determine role
expectations (Katz & Kahn, 1966). Characteristics of the
relationship between leaders and followers were also
examined by Graen and Uhl-Bien (1995). These researchers

focused on the reciprocal influence between leaders and
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followers and the characteristic

0

(e.g., trust, respect, and mutual ckligaticn,.
e

Complicating factors. Graen (197

of complicating factors that affect the role-making process.
Four discrepancy factcrs are believed Zo influence tZrhe role
process: expectation discrepancy, role discrepancy, feedback
discrepancy, and performance discrepancy. IZXpectation
discrepancy is considered the difference petween the actua-
role expectations sent by a memper of the roie set and that
received by the focal person. This discrepancy 1s an index
of noise in the role-sending system (Graen, 1976;.

Role discrepancy is the difference between the focal
person's current role behavior and the expectations of the
member of the role set (Graen, 1976). This discrepancy 1is a
function of the interpersonal characteristics between the
focal person and role set member and the perscnality
attributes of the focal person. These interpersonal
characteristics and personality attributes correspond to the
interpersonal factors and attributes of the person that Katz
and Kahn (1966) outlined as context factors.

Graen (1976) considered feedback discrepancy to be the
difference between the focal person's role behavior and the
perception of that behavior by the member of the role set.
Feedback discrepancy is an index of noise in the feedback
system. The difference between the expectations of a member
of the role set and his/her perception of the focal person's

current behavior is called performance discrepancy (Graen,
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19763 . This is a measure of ths perceived conflict between
the expectations »f the member of ~he rclie set and zhe Iscal
person's role behavicr.

- - . e
-

In addicion ©o the above discrepancy

the experience 5f psychclogical risk. Rcle behavisr is z
function of these external and internal pressures. ExzTsernal
fecrces are the influences that members of the role set
attempt to exert on the focal person's behavior. This may
come in the form of promised or threatened consequences of
compliance or noncompliance (e.g., gratification,
deprivation, punishment). These external forces may be

competing for alternate benaviors on behalf of the focal

(=

person, thus creating conflict within the focal person
(Graen, 1976). This conflict is one form of role conflict
that will be discussed in the next section.

Internal forces also contribute to psychological risk.
Within each focal person 1s internal forces which represent
the hopes and fears of that person regarding the
consequences of his/her role behavior (Graen, 1976). These
consequences may be favorable (e.g., personal satisfaction
of completing task) or unfavorable (e.g., fatigue,
frustration, physical and psychological threats, cognitive

inconsistencies) . Role behavior is a function of these

internal and external forces as well as the other context
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factors.

Roie Conflict and Ambiguity

As mentioned above, context facteors affect the prccess

cf role sending and receivin Jrvposing external Iorces can
Create conilict withln the foca- person. Internal and
external forces may alseo contradict =sach other !(Graen,
19761 . These forces mav lead Zc The exrarisnce ci rclie

cnflict. Additicnally, expectaticon discrepancy cccurs when

()

t

K - ) £ =% ' P i< == Z e
ctaticns of memkers cf the rocle set differ Irom

O

the exc
thcse received by the focal person and can be the result of
noise in the role-sending system (Graen, 1976). At times
the expectations of the role sender may not pte clear tc the
role receiver and lead to the experience c¢f role ambiguity.
Both role conflict and rcole ambiguity nave been the focus of
& great deal of research that will be summarized beicow.

Role conflict. According to role theory, role sending

and receiving is a complex ongoing process that assumes
consistent expectations and consensus among role senders
(Katz & Kahn, 1966). However, role conflict exists when
there is the simultaneous occurrence of two or more sen
roles when compliance with one makes it difficult to comply
with the other. With role conflict the demands on the
person may be clear but contradictory. The focal perscn
must rely on his/her decision-making skills, and honor some
demands and not others or try to reach a compromise
{McGratn, 1979%).

There are several types of role conflict: intrasender,
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of a role set are incompatible. ®@With intersender conflict,
expectations from cne sender are in conflict with <hose st
another sender. Interrcle conflict cccurs whan the

expectations for one role are in conflict with those for
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ancther role piayed by the same person (l1.2., role CL WCrZar
and role of husband/wife;. Role cvericad 1s a type =L
intersender conflict in which sent expectations 2£f rcle set
members are legitimate and not logically incompatibie.
However, the focal person cannct complete all tasks in
stipulated time limit and requirements cf quality (Katz %
Kahn, 1966). Person-role conflict arises when role
requirements violate the needs, values, or capacities of the
focal person (Katz & Kahn, 1966). With this type of
conflict, the focal person is asked toc do things against
his/her better judgement (McGrath, 1976).

Extremely high levels of perceived role conflict were
found by Kahn and his associates (1964) as reflected in a
national sample of men in the labor force. These
researchers found that person-role confiicts occurred for 45
percent of men in their sample. Similarly high ievels were
reported for the other types of perceived role conflict.
Although the different types of role conflict have been
found to have differential impacts on individual cutccomes
(Batlis, 1980), most of the literature on role conflict

treats it as a unitary concept.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



The experience oI role conflict may be related to the
individual characteristics ¢f the person and the
organizational context. Jackson and Schuler {1983: In a
meta—-analysis of the role conflict literature found that
iocus of control was significantly reiated o repcrted rolie
conflict. These raeszarchers alsc IZcund that The axperience

cantliy ccrrelated Willn

5
wn
”“‘
4]
ey

cf role confiict was alsc signi
aspects of the task environment, interpersonal
relationships, and organizationai level.

The experience of rcle conflict can have many effects
on the focal person. Role conflict can affect the focal
perscn's internal state as well as his/her relaticnship with
the role sender. High lLevels of role conflict increase the
degree of experienced stress within the focal person
(McGrath, 1976). Those who experience high role conflict
have more internal conflicts, reduced jot satisfaction, and
decreased confidence in the supervisor and the organization
(Kahn et al., 1964). Jackson and Schuler (1985) found a
number of affective reactions to the experience of role
conflict including: decreases in job satisfaction,
commirment, and involvement; and increases in tension and
anxiety, and propensity to leave the organization.

High levels of role conflict are also found to reduce
trust, liking, and respect for the rcle sender who creates
the feelings of role conflict in the focal perscn (Xahn et

al., 1964). The focal person also attributes less power to

this person and withdraws from or restricts communication
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with them (Kahn et al., 1964). Role confliict can alsc have
behavioral consequences. Those who experience role caonflict
are more likely =c be rated ilower on performance measures by
others, nowever oriective measures of perfcocrmance are nct

effected (Jackson & Schuler, 1985).

RCcle ambiguity. Roie ambiguiiy can occur when the

focal person racks information on The superviscr

evaluation of one's work, abouT cpportunities

n
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advancement, scope of respon
role senders (Katz & Kahn, 1966). The experience of role
ambiguity can also result from questions about rules,
sanctions, and their appliicaticns; and from guesticns about
wnhich authorities are legitimate {McGrath, 1976).

Role ambiguity is & form of role-based stress.
According to McGrath (1976) this type of role-based stress
is a problem of hypothesis-formation and test. Since rcle
expectations are not clear, the focal person must develop
nypotheses about them, select a response to [it thelr

T -
- -

rye
]

e res

cr.se

g

hvpotheses, and execute tThat respcnse.
leads to a positively rewarding outcome (that is if It
"works"), then the focal person will be more likely to
respond similarly in the future using the same hypothesis
thereby reducing ambiguity. A problem arises if positive
feedback is received and the focal person is unaware that
the feedback is unrelated to the role behavior:; an

association will still be formed between the ambiguous

expectations and role behavior.
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Similar to the findings on role conflizzt, the freguency

£

of role ambiguity among Jjor incumbents is high {(Kahn =t al.,

()
O
rh

1964). The effects of role ambiguity alsc parallel thcs
rclie conflict, where some effects are more proncunced Icr
role ambiguizy ‘Ilgen & Hdcllenbeck, 1291:. ZIZxtTensive
research has been done on the antecedents and conseguences
of role ambiguity.

Aher. examining the antecedents TO rc.ie ampiguily, octh
individual and organizational characteristics can ke
considered. Jackson and Schuler (1985) in a meta-analysis
of the role ambiguity research fcund that tenure, age, and
self-esteem were all negatively related to role ambiguity.
Significant results were also found for education level,
where a low positive correlation was found (Jackson &
Schuler, 1985). These researchers alsc found that role
ambiguity was significantly related to aspects c¢f the task
environment (autonomy, task identity, and feedback form
task); organizational level; and aspects of the
interpersonal relationships (feedback from others,
leadership style, and participation).

Role ambiguity can have many affective and behavioral
effects on the focal person. The experience of role
ambiguity causes stress in the focal person (McGrath, 1976).
High levels of role ambiguity are found to result in
intrapersonal tension, lowered job satisfaction, lowered
self-estceem, zand reductions in pcsitive affect for members

of the role set (Kahn et al., 1964; McGrath, 1976).
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Similarly, Jackson and Schuler [1335; found that acrcss <he

cr

research literature nigher levels 3f rcocle ambiguity were
significantly correliated with lower levels 5f oo
satisfaction, commitment, and invcivement; and nigher _svels

of role conflict, tension/anxlety, and greorensity To leave

ampiguicy and apsenteelism {Jacxscon 4 Schuler, 1932 . These
researchers also found that those whc experience role
ambiguity are more likely tc rate themselves lower and were

more likely to be rated lower by others on performance

bt

evaluations.

Although role conflict and ambiguity has been studied
extensively, there still remain many unanswered guestions.
Bedeian and Armenakis (1981) emphasize the need for further
research intc the impact of additional factors on rcle
perceptions. The effects of individual characteristics,
interpersonal factors, and context factors on role-based
stress needs further investigation and would help increase
cur understanding c¢f role thecry and kncowliedge of human

3 | SRR 2 PR -
penavicr I SIrgalilZacilns.

Rcle Theory and Sexual Harassment

Role theorv can ke applied to the sexual harassment
paradigm. The interactions between the sexual harasser and
harassee can be explained using the concepts of rolie theory.

In this section the principles of role theory will be
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examined as they apply to the occurrence of sexual
harassment. Role theory will be utilized to explain
differences in the perception of and response to sexual
harassment.

Roles and Sexual Harassment

According to role thecry, individuals in organizatlons

(

cccupy roles that dictate the patterns of pehaviocr expected

and how these patterns develop, chandge, and interact (Ilgen
& Hollenbeck, 1991). Expectations are dictatzed through <the

social system, but at times these expectations are not
clearly defined. Ilgen and Hollenbeck (1991) refer tc these
ill-defined expectations as emergent task elements. Sexual

le

(@]
(@]

expectations in the wcrkplace directed at a r ccupant
may be a case of these subjective, personal, and dynamic
emergent task elements. Sexual harassment occurs when the
role expectations differ from the defined job tasks and

encompass inappropriate sexual behavicrs.

The Role Set and Sexual Harassment

Members of the focal person's role set help him/her
define what behaviors are expected. A role set generally
consists of one's supervisor(s), coworkers, and subordinates
(Katz & Kahn, 1966). Role expectations can be sent either
directly or indirectly to the role occupant (focal person)
by members of his/her role set (Katz & Kahn, 1966). This
means that expectations may differ in their level of
explicitness and clarity. In the context of sexual

harassment, when role expectations are direct and involve
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sexuaiiy harassing behavior, =—his may be an exampie »f guid
prc quo harassment. Hostile envircnment harassment 1s mcst
likely the result of uncilear rolie expectations :that may

involve sexual touch, sexist remar
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advances. Sexual harassment can De initiatad £y any member
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harassment i1s Coworker harassment, 3uperviscrs and

n

subordinates aiso initiate sexual narassment (Gurekx, 198
Members of the rcocle set may differ in their
expectations of the focal person. The focal perscn Is mcst
likely to conform to the expectations from the member of the
role set who 1s perceived to possess the greater power
(Ilgen & Hollenbeck, 1991). The relative power cif the
perpetrator influences the perception of and response to
sexual narassment. When women =valuate the same behavicral

1

examples of interpersonal harassment displayed by both a
supervisor and coworker, women experience higher levels of
dysphoria and anticipated assertiveness when the offender is
a supervisor (Samoluk & Pretty, 1994).

Role Sending and Receiving

Bccording to role theory, members of the role set
communicate their expectations and attempt tTo influence the
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foca: person during the .
fccal person's perception cof these expectatiocns, role

behaviors are enacted (Katz & Kahn, 1966). In a process
that Graen (1976) referred to as role making, the focal

person may negotiate with members of the role set, attempt

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



1

to modify expectations, and/or resist the sent role. The

nature of the expectaticns wilil affect this process.

sent role. Magnitude represents the strencth oI Influerce
attempted. Sexual harassment is more iLikely tc be rerceived
and resisted when the sent role is higher in magnitude

(i.e., quid pro quo versus hostile envirconment harassment;

-

e.g., Terpstra & Baker, 1987). Similarly, when the reguest
is specific there is less room for interpretation ci the

ey

intent. When the role sent 1s sexually narassing and is of

nigner Intensity, o TCCai DeIsChi Wiis WCsST _1L2.7 Lales

work setting. The labeling of sexual harassment 1s more
likely when the nature of the task is sexual coercion or
cocperation (quid pro quo) rather than sexist remarxs or

seductive behaviocr (hostile environment; Terpstra & Baker,

-t

Q
=

in

TN

Role behaviors are directly related to the fccal
person's vercepticns and cognitions of the rocle expectaticns

that were sent. Role expectations can be perceived as
either legitimate or illegitimate. When sexual advances

occur on the job, they will most likely be viewed as
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1

illegitimate. According ©c role theory, expeciations
perceived tc be illegitimate cculd lead to resistance and
sutcomes opposite o expected ‘Katz & Xahn, 19¢656..

are viewed

wn
ps
wn
rr
52
v

Therefore, sexual expectations or regue

as illegitimate may lead to resistance and noncompliance

H 3 K - [ g R - - - = - == - < = - —~ o =
with the regquest. Since guld ©rt JUC arassment 13 a cClsar-
~13E e T aEiAaAr f M i‘--' at " awr o Arma At e FAarm AF
o T10.aTiln O ;eq cimace roc.e _.x:.JeC_aL.-'_)'.aD, [EpGePE.] -Crm CF

narassment 1s assocciated with higher levelis ¢f resistance.

There are many different possible ro.Le penavicrs cr
response strategies. Severity of narassment has beer Iound
to affect the response strategy of the victim of harassment.
In general, sexual harassment that is perceived as more

severe and offensive leads Lo more assertcive response

n

strategies (e.g., Gruber & Smith, 1995). How the fccal
person responds will also depend upon the situational
factors, sucnh as the source of the harassment and the gender
ratio in the workplace (Gruber & Smith, 1995,. The effects

of context factors on the perception of sexually harassin

Q

role expectations and behavicrs will be discussed celcw.

Context Variables

According to role theory, the context in which role
sending and receiving occurs will affect the outcome (Katz &
Kahn, 1966; Graen, 1976); When apprlying rcle theory to the
sexual harassment paradigm, one must similarly consider the
effects of context factors. Katz and Kann (196c; identified
context factors that aiffect role sending and receiving.

These context factors include: properties of the
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organization {organizational factors); traits of the persons
involved {(attributes of the person); and properties of the
interpersonal relationships between focal persons and
members of the role sst {interpersona: fac
factors play a iarge part in the perceptlon < sexua.

harassment. Below each context factcocr will e considered as

organization affect the rocle sending and receiving rrocess.
Many organizational factcrs have been found to infiuernce
role behaviors (Katz & Kahn, 1966). Some cf these factors
include the size of the organization, technology cf the
organization, structure of the subsystems, formal poiicies,
and rewards and penalties.

When considering the size and structure of the social
subsystems, one may consider the gender ratics ci the
different work groups throughcut the ocrgeanizatlon. When
sent rocles are sexually harassing, gender ratics oI che
workplace may affect the percepticn of the role sent and the

response to it (e.g., Gruber & Bjorn, 1982). For example,

th

icantly

fu

ni

0

women in male-dominated occupations encounter si

4

}

more adverse working conditions and report significantly
less satisfaction and more stress at work (Mansfield et al.,
1921). However jcb incumbents in a skewed-sex environment
may expect to be harassed or experience & hostile work
environment. They may also be less likely to report the

role sent as sexual harassment because they may think its

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



part of the job cr feel pressure nct s from The group (Fain

& Anderton, 1987;.

As stated above, the formal policies and reward/per

L
=
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structures in an organization wil: affect roie opehavicrs

iKatz & Kahn, 19¢6),. Organizaticnal poclilicies and zul=zure

tolerated and possible consequences cf such sehavicr =2.3.,

be fired). Sexual harassment can ove ccnsidered a2 cehavicr
that i1s unacceptable in an organization. Crganizazions

differ in the policies and culture that they have concerning
sexual harassment: how seriously it is taken, how risky it
is to report the behavior, and the likely conseguences cf

eption of

such benavior. These factors affect the per

(@]

Ft

sexual harassment (Kremer & Marks, 1992}, cccurrence o
harassment (Maahs, 1995), and likewise role behavicrs.

1

Attributes of the person. The attributes of the focal

person have been found tc affect the perception of the sent
role and subsequent role behavior (Katz & Kahn, 1966;.
Jackson and Schuler (1985), in a meta-analysis, examined the
effects of individual characteristics on the experience of
role-based stress (i.e., role conflict and rolie ambiguity) -
These researchers found that a number of characrteristics
have been found to affect the perception of role-based
stress, including locus cf contrcl, tenure, age, educatiocn
level, and self-esteem. These characteristics doc not
represent an exhaustive list of possible individual

characteristics that may affect role perceptions and
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behavior.

A number of individual characteristics may affect the

Fh

perception of sexual harassing role expectations. Scme ¢
these characteristics may include the gender, age, race, and

marital status of the focal person. When examining gende

"

differences in the perception of sexual harassment, men and

t

women are found to differ. Women are more likely than men
to label behavicr as sexual haerassment (e.g., Xonrad &
Gutek, 1936) and therefcre wculd be more Likely TC perceive
the role sent accordingly. Harassment is found to occur
more frequently in Blacks and unmarried or young {(under 25)
women (Gruber & Bjorn, 1982; Fain & Anderton, 1987).

The effects of gender, age, race, and marital status cn
harassment may be due to two possible reasons: (1}
differences in the actual experience of sexual harassment;
or (2) differences in the perception of sexual harassment.
Both possibilities are likely. Men and women are found to
differ in their perception of sexual harassment (e.g., Baird
et al., 1995; Weiner et al., 19953). This difference is
reflected in the distinction between a "reasonable person”
and a "reasonable woman" whicn have both been utilized as
standards to judge the presence or absence of harassment in
a number of court cases (Thacker & Gohmann, 1993).
Therefore, the individual characteristics of gender, age,
race, and marital status are believed to affect perceived
role expectations and subsequent role behaviors.

Personality factors also act as mediators between role
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expectations and role behavicrs (Katz & Xahn, 19€6;. As
mentioned previously, locus of control and level of self-
esteem are two persona.ity factors that have been examined
extensively in role theory research (Jackson & Schuler,
1985). Many other factcrs have been examined, such 2s how

need for independence and need Ior achievemen: moderate

relationships between differenrt role wvariables and

@]
th

ion {(Johnson & Stinscn, 1973;. In The context

n
h
t

satisfac
sexual harassment, personality factors are gelieved tc
affect role expectations and behaviors. Individuals are
found to differ in their attitudes toward and acceptance cf
sexual harassment (e.g., Cohen & Gutek, 1985; Xremer &

Mar=«s, 1992,. Differences in these atzircudes are cellasved

-

to affect how sexually harassing rcle expeczTaticns are
perceived and responded to.

Interpersonal factors. According to roie theory, the

interpersonal relationships between the focal person and
members of the role set affect how the focal person
interprets role-sending (Katz & Kahn, 1966). Both leaders
and followers are found o have a reciprocal influence on
each other (Graen & Uhl-Biern, 1995). Similarly, Jackson and
Schuler (1985) found that interperscnal aspects of the role
relationship affect the experience of role-based stress.

The interpersonal relationship between the focal person
and the role sender will also affect the perception of
sexual harassment (Kremer & Marks, 1992). Gender

differences between the role sender and focal person can
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influence the perception of sexual harassment (Baird et al.,
1995i. The position of the role sender relative to the
focal person can also influence the perception cf sexual
harassment (i.e., more likely to be perceived when initiated
by the supervisor rather than a coworker or subordinate;
e.qg., Samolux & Pretty, 1994).

The behavicr of the focal person affects :the
interperscnal relationships with members cf -—he role set
during the feedback loocp of role behavicr and subseqguently
affects future role expectations (Katz & Kahn, 1966). Graen
(1976) refers to differences in the current role benavior
and role expectations as role discrepancy. This discrepancy
is a function of the interpersonal characteristics between

-

the fscal perscn and role set memcer. In
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expectations. The frequency of previous harassing behavior
by supervisors, coworkers, and others outside the
organization will affect the perception of future
interpersonal interactions (Konrad & Gutek, 19386!. Requests
or innuendoes of a sexual nature will more likely To Dbe
labeled as sexual harassment when they are repeated (e.g.,
Loy & Steward, 1984). Therefore, focal perscns who have had
previous role expectations that were sexually inappropriate
will likely perceive similar future role expectations as

forms of sexual harassment.
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Role Conflict and Role Ambiguity

At times role expectations may be unclear or
conflicting, and thus lead tc feelings of role-kbased stress
{McGrath, 1976:. Two forms of role-based stress that have
received a great deal of attention are role conflict and
rcle ambiguity. Beth role conflict and ambiguity have been

discussed in detail in the previcus section rcle thecry

u
Q
3

ied Tc sexuai

[
1

v

and so will osnly pe mentioned as 1t app
narassment.

Role conflict and quid pro quo harassment. According

to role theory, role conflict exists when there is a
simultaneous occurrence of two or more sent roles and

compliance with one makes it difficult tc comply with the

N

«t
Q]

ther (¥a % Xahn, 1%6¢). The demands c¢n The foccal perscn

O
b

may be clear but ccontradictcry. The focal perscn must then
rely on his/her decision-making skills and nonor scme
demands and not others or try to reach a compromise
{(McGrath, 1976).

The demands of quid pro quo harassment on the focal

person are often clear yet contradictory. Quid prc quo

v

Ll

1arassment is generally a clear—-cuz case of an individual

3
¥

being forced te do a sexual favor in order to avoid negative
consequences at work or receive employment benef:its (Thacker
& Gohmann, 1993). However, the victim of quid pro quo
harassment may experience role conflict because explicit
sexual role expectations are generally in conflict with

one's needs and values and with the expectations of
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performing other legitimate aspects of the Sck.

Several types of rcle conflicts were previously

and

n

discussed. When both legitimate role expecrtation

illegitimate, sexually—-harassing role exgectaticns are senc

o)
Q)
1
1

by the same memper of the role set, intrasender conflicct
exists. For example, a Superviscr may exXDecT an employe2 o
perform well on tThe job, and yetT maxe tThat diffizul=- z=v
providing a sexually-harassing environment. Intersender
conflict occurs when contradictory expectations are
initiated by different members of the rcle se:t :Xatz & Xahrn,
1966). For example, the focal person's supervisor may send
legitimate role expectations while a coworker sends sexually
narassing expectations.

Another fcrm 0f rclie conflict that may occur wnen cne

confiict occurs when rolie reguirements vioclatTa The ne=ads,
values, or capacities of the focal perscen 'Katz 4 Xann,

1966). The nature of quid pro guc harassment 1s 3 viclaticn

]

of the needs and values <¢f the victim. Finally, inzterrcie

i ot d = ¥ 3 EY i e wirh Amalae yala -
organizational role are in conflictT with one's role as a
< e i ™y 3 e ~AF rala ~AnE€l i~ Sty e S =k

sexual peing. This TYpe oL role COonIlICT ay CClur L The

sexual harasser. A person whc sexualily harasses may have
difficulty separating their sexual rcle from their
organizaticnal role.

Role ambiguity and hostile environment harassment.

Role ambiquity occurs when the expectations of the role
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sender are unclear to the focal person (Xatz & Xahn, 1966 .
Role ambigquity can also resul%t when the focal person has
questions about rules, sanctions, and their applicartions
(McGrath, 1976). At times, the focal person is aliso unciear
as to wnich authorities are legitimate 'McGracztn, 197¢;. n
The sexual harassment literature there i1s a great deal =of
ambiguity surrounding what exactly constiturtes a hostile
werk environment {(e.g., Thacker & Gohmann, 1393..
Role ambiguity may be most proncunced in cases
hostile environment harassment because the expectations of
the harasser are less direct than with quid pro quc
harassment. With hostile environment harassment, certain
verbal remarks or requests of a sexual nature are perceived
as pcsitive to scme and not toc others (Gutek etz al., 198C..
Such behaviors mav be perceived as pcocsitive or negatlive
depending upon who makes the request and in wnRat Context.

Differences in the interpretaticn of a hostile work

environment and the experience of rcle ambiguity can ce
explained by a number of factors, including the
organizational, personal, and interpersonal context Zactors
cutlined previocuslv.

Policy Capturing and Frcfile RAnalysis

Role theory involves the perception of rclie

.A—J

expectations and the decision about appropriate role
behaviors (Katz & Kahn, 1966). The focal person must rely
on nis/her decision-making skills when faced witn role

conflict or role ambiguity (McGrath, 1976). One way to
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describe how a focal person makes decisicns is by utilizing
a statistical technique callied policy capturing. LCecisions
about role behaviors may differ across focal perscns. Tt is
therefore necessary not only to understand the decision-
making process, but alsc o examine the eflfects ¢f contexc

factors on the percep

profile analysis. Both policy capturing and profile
analysis will be described below.

cy Capturing

Fa.

Pol

The term policy capturing is used to describe the
crocess of "capturing" a decision-maxer's pclicy UsSing

statistical analysis {(Stumpf & Lcndon, 198l!. Decisicn-

-

processes can be inferred from the reported subjective
experiences of the decision-maker. However, when decisicn-
makers are asked tc describe the pclicy that thev used when
making decisions, their stated policy often differs greatly
from their actual policies (Taylor & Wilsted, 1974).
Mathematical models can also be used tc "describe"”
these mental activities (Hoffman, 1980). A model is said to
adequately describe mental processes when it can effectively
predict judgements for a given set of information (Hoffman,
1980). Both linear and configural models have been used to
represent the decision making process (Hoffman, 1980).

Linear models of decision making are additive and
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assume that variables are given dififerent welghts v Ihe

rater to arrive at a final judgment (Hoffman, 1930:.
Multiple regressicn analysis is oftern used Zc determine the
relative weights given ¢ =ach varliakble in the decisizsn

making egquation, however a comiination c¢f anaiysis ci

variance and multiple regressicn anaiysis can aisc &
utilized :Bartels, 1991..

Configura.l modeis are also rafterrsed tTc as interacticn
models (Hecffman, 193C.. These mcdels take InTs account nc:t

Iah:
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petween the variablies. The ilnterpretazicn oI one variable
may be ccntingent upon a seccnd (Hoffman, 1980). Analysis
of variance technigques are often empioyed in analyzing
configural models (Slovic & Lichtenstein, 19871), hcowever
multiple regression may also be utilized (Bartels, 1991;.

When comparing linear and configural models, =Hciima

s

(1980 found that utilizing a configural mcdel cifered no
demonstrable gain in the propcrtion cf predicted
judgments. Linear models have been Iound to adegquately
predict judgments in artificial and real-weorld tasks ({Slcvic
& Lichtenstein, 1971). Although linear models do capture
most of the variance in decision making when many criteria
are used; a configural model may be more appropriate when a
smaller number of salient criteria are emploved !Stump &

d

(a]

London, 1981l). Examining fewer criteria may affo

decision-makers more information processing capabilities and

allow for configural judgments (Stump & London, 1981).
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Stump and London (1981) found that simple linear mocdels

£
’,—l.
o)

not efficiently describe all rater oclilicies for making
management decisicons. When examining clusters ¢ rater

policies, these researchers found that configurai models

were apriied by scme of the individuals. For a nors
detailed descripticn cf the differant policy capturing
techniques refer o Bartels (1395, .
Prcfile Analysis

Individualis zan differ in chelr decisicn-makxin
cclicies. Often several distinct policies are fcund :c

exist when examining the individual weights that are app.ied

tth

O

in decision making (Stump & London, 19281). A numker

techniques have been developed that allow Zor the grourping

or clustering cf judges in terms of the homcgeneity of their

\ 3

equations (Slcvic & Lichtenstein, 1971} . Profile analysis

n

entails the clustering of similar rating policies by scme

na

7]

criteria (e.g., the pclicies of males versus females)

the examination of the differences petween The clusters.

Policy Capturing and rProiile Anaglysis Appililad o Zole
Theory and Sexua: Harassment
According to role theory, during the process of rgle

sending and receiving members of the role set communicate
expectations to the focal person who perceives these
exrectations and eracts a rcle behavior (Katz & Xahn, 1966} .
In this research, policy capturing will be utilized to
determine how focal persons weight information when deciding

whether different role expectations are examples of sexual
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harassment. Variarles related ts hestile envircrments
harassment will be manipulated tc determine their =ffects on
the received role, the experience cf role ambiguity and the

anticipated role benavicrs. Addi

]

context factocrs l.e., crganlzaticna., personal, ana
interpersonali on decision maxing and the perception of
hostile envircnment harassment will be examined usin

prciile anaiysis.

Manipulating Role Expectations and the Sent Rcle

According to role theory, members of the role set

communicate Tnelr eXpectatlions and attempt TC nIl_usnce rne

specificity, and intensity (Gross, Mason, & McEachern,
1858) . Consequently, decision-makers will consider the
magnitude, specificity, and intensity of the role
expectations that are present when weighting infcrmatiorn and

deciding whether a situaticon 1s sexual narassment.
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Different scenarios were dev

Developing nostile environment scenarios. This

research will manipulate the sent role by varying role
expectations related to sexual harassment. The variables to
be manipulated were selected based on the notion that they

were factors related to a hostile work environment and would
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produce feelings of role ambiguity. Previcus sexual
narassment research nas examined a number of differernt

variables. 3Some research nas empioy2d the use cf different

types of sexual harassment ‘e.g., 3Burslik, .992; Sheffey &

m g J= 3 M Tye - PN v TaG ; - -
Tindale, 1992; Hunter & McClelland, 18%9.,;, ncwever =—nhae

~ ~ - AR o~ = < - - > o~ ~
throughout the different scenarios. il Tnls rasearch,

3 + o= - 13 v o - - -~ .. - -
different scenarios were written to reaflect <he systematic

examining two variables with three levels each (3 x 3}, nine

scenarios must be developed. The addition aof a =hird

needed scenarics o 27 i3 x 3 % 3. Incliude an additicral
variable with three levels and the number of required
SCenarios asca.ates ©To 81 (3 x 3 x 3 X 3'. AS The number z°t
variables included in the research increases, the number ¢
scenarins can become unwieldy. This may cause
resistance 1n participants. Thereificre, when develcping
sexual harassment scenarics tThis researcher manipulated
three variables with three levels each as will be cutlined
below.

Selecting hostile environment variables. A number of

ferent variables are believed to affect the percepticn of

(1Y

di
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sexual harassment. Gender of the initiator affects the
interpretation of potentially harassing scenarics 'Baird =t
al., 1995; Weiner et al., 1995). However, since acrcss-

gender harassment 1s the mcst prevaiesnt tType 2f narassment,

it will be the only form of harassment considered in

H 3 T el . £ =} - .
researchn. lne re.aclie cI Thoe DeIpetralidr l.e.,

OW

@D

-~

g

supervisor, coworker, subordinate) can influence the
perception of and response %o sexual harassment ‘SamoiuX &
Pretty, 1994; Cleveland & Kerst, 1993). According to role
theory, the relative power of the role sender influences the
perceptions of role expectations and the role behaviors of
the focal person (Ilgen & Hollienbeck, 1991). Therefore, the
perpetrator of the harassment (role set member) will be
varied to be either the supervisor, coworker, or
subordinate.

The magnitude, specificity, and intensity of the sent
role will also be considered. How the nonverbal and verbai
behaviors of the role set member affect perceived role
expectations will be examined. Nonverbal and verbai
behaviors were selected based on the belief that they were
not clear-cut forms of quid pro gquo harassment, sut that
they contribute tc a hostile work environment and fe2lings
of role ambigquity. The invasiveness of touch ci the memter
of the role set was varied from least invasive (e.g., shake
hands; not likely harassment), to moderately invasive {(e.g.,
put arm around; possibly harassment), to most invasive

(e.g., pat on the butt; most likely harassment). Role
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expectations in the form of wverbal comments made by the role
set member to the focal person were also manipulated.
Comments were varied from not likely harassment (e.qg., "The
report you wrote was top notch."), possibly narassment
{e.g., "Ycu must pe dcing a 1ot of running tnhese days; your
body looks terrific."}, to most 1likely harassment ‘e.g.,
"You've got & nice butt.").

Measuring the Received Role and Anticipated Rcle Behavicr

According to role theory, the received-role process Lis
the focal person's perception cf the sent role. Role
behavior is the response of the focal person to the
information and influence that he/she has received. In this
research, scenarios were developed to manipulate the role
expectations and sent role as outliined above. Measurement
scales were alsc developed to determine the level of roie
ambiguity in the received role and the anticipated role
behavior. The development of these measures and how they
reflect the received role and role behavior will be
explained below.

Measuring the Received Role and Role Ambiguity. The

level of role ambiguity in the received role is inverselyv
related tc the clarity <f the role senft. Therefzcre, mcre
subtle and less explicit forms cf sexual narassment (or rcle
expectations) will lead tc higher levels of role ambiguity.
Role conflict and ambiguity have been studied extensively in
the context of the organization. When compiling the

literature for their meta-analysis, Jackson and Schuler
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evant art:icles. A great deal =2

(S

{19855 found gcver 200 re
this researcn relied on the measurement instrument develicped
by Rizzo, House, and Lirtzman (1970). Rizzo et al. (1970)

role

P S TS e ar

developed a questionnalire to measurse role ambigulizty ard

conflict and found the constructs to be independent and

correlated with measures of organizationa: and managerial
practices, leader pehavior, member satisiaction, anxiety,
and propensity tc leave the crganization.

Jver the vears numercus studies have examinasd the
psychometric qualities of the scales develcped by Rizzo et

al. (1970). Many of these studies have suggested that the
continued use of these scales 1is warranted (e.g., Schuler,
Aldag, & Brief, 1977). However, Ilgen and Hollenbeck {1991)
argue that the discriminant vailidity of the measures has not
been demonstrated, and made suggestions for future measures

cf role conflict and ambiguity. These researchers contend

that these fcrms of role-pased sStress are supjectlive
constructs and so a subjective measure 1s appropriate. The

remainder of this paper will examine only measures of role
ambiguity as this is the form of role-based stress that will
be examined in this study.

In general, role ambiguity occurs when the focal person
is unclear about role expectations (Kahn et ai., 1964). As
stated previously, roles are composed of emergent task
elements where emergent task elements are considered those
aspects of the job that are subjective, personal, dynamic,

and communicated to the job incumbent through the sccial
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system (Ilgen & Hollienbeck, 1991;. The Iocal person may be
unaware cf what task elements are part cof his/her rcle due

te the nature of these emergent rLask elemen!

1
7
-
}.AA
Q
)
3
&

Hollenbeck, 1921). This uncertainty corresponds to the
state of role ambiguity.

When measuring the role ampiguity, =“he rcle nolder
(focal person) could e asked whether 2r ncT Thelr percelvad
role expectations are truly part of their
and Hollenbeck (1991) suggest tThat ratings could be made on
a scale anchored by "certain it is" and "certain it is not."
Ratings near the midpoint of the scale would be an
indication of experienced role ambiguity. With more clear-
cut forms of harassment raters would indicate with nigher
levels of certainty that the role expectations are nct part

cof one's job/role. A modification of the rating scale

n

ized 1in

(=]

atl

suggested by Ilgen and Hollenbeck (1991} will b

1)
£

this research.

Measuring Anticipated Role Behavior. As previcusly

mentioned, role behavior is the response of the focal perscn
to the information and influence that he/she has received
(Katz & Kahn, 1966). Role expectations perceived to be
illegitimate lead to more resistance and noncompliiance.
Therefore, the level of assertiveness of the role behaviors
will be directly related to the severity of the sexually
harassing role expectations. A number of different response
strategies are found throughout the sexual harassment

literature (e.g., Gruber & Smith, 1995; Loy & Steward,
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1984). These responses reflect the rcle behavicrs of £focal
persons reacting to sexually harassing role expectations.
Role benaviors asscciated with sexually harassing
expectations range from passive to active responses (least
assertive to most assertive; Gruber & 3mith, 19%S; Loy &
Steward, 1984;. Gruber and Smich 1893 devel.cped seven
pOsSsible response categories pased on how women -ndicated

Th

that they dealt with sexual harassment. The response
Yy P

)

categories range frem least assertive iligngre 2r 2aveid tThe

issue/person), to moderately assertive (change cne's way
acting or speak to someocne), tc most assertive (respond
directly to the person or report the person). Quitting was
also included as a response option. For the purposes <t

this research, the above response categories will be

utilized to reflect the possible role behaviors of the fccal

nd Recelving Using Pclicy Capturing

f
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Policy capturing will be uktiiized to deZermine now
focal perscns’ weight the variables related tTc the sent role
when deciding whether their received roles are appropriate
to the work setting. Since a small number of criteria will
be utilized (i.e., relative power of the role sender, verbal
and nonverbal behaviors of the role sender), a configural

model of policy capturing will be employed. 2 detailed

e discussed in che

o

explanation of the hypctheses will

following hypotheses section.
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Measuring the Effects of Context Factors on the Received

Role and Anticipated Roie Behavior TUsing Profiie ARnaiysis

In order to examine the effects of context factors on
decision-making policies, profile analysis will be used.

-

According to role theory, three classes cf context factors

()

1]
b

at

h

ect role sending zand receiving: crganizatiocnal

’

3
£2

personality {attributes c¢cf the ZIZocal person., a

-

interversonal (Katz & Kanhn, 13960%6i. The influence ¢ eacn

@)
e

~r
Sia
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=
=

¥
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context factor on decision making regarding tne o
of hostile envirconment harassment (received role,,
likelihood of response, and anticipated rcle behavior will
be examined. A detailed explanation of the hypothesized
effect of each variable will be discussed in the following
hypotheses section.

Two organizational factors will be measured: gender
ratios in the workplace and the tolerance for sexua:

harassment within the organization. The attributes of the

A}

focal person are also believed to affect the perception cf

(e

sexual harassment. The different attributes that will ke
examined include gender, age, race, marital status, and the
focal person's attitudes toward and acceptance of sexually
harassing behaviors. The interpersonal relationships
between the focal person and other individuals in the
organization will be considered. The effects of the focal

person's previous experience with sexual harassment and

gender of their supervisor will be analyzed.
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Hypoctheses

A number of different hypctheses are prcrosad for this
study. For each variable selected, hyoctheses wera
developed. Each of these hypotheses will ke cutlined in

this section.

theory, the relative power oI the rcle sender infiuences The

perception of rcle expectaticns and the roc.e tehavicrs cf

the focal person (Ilgen & Hollenbeck, 1991). Similariy, the

relative power of the rcle sender !i.e., supervisor,
coworker, subordinate) can influence the perception cf and
response to sexual narassment (Samoluk & Pretty, 1994;
Cleveland & Kerst, 1993). Supervisor harassment 1is
generally associated with more severe offenses (e.qg.,

Cleveland & Kerst; Loy & Steward, 1984). Therefore,

.-J
(|l
'-‘
wn

expected that when examining harassment scenarios,
supervisor harassment will be seen as mcre offensive than
coworker harassment. The least offensive form of harassment
will most likely be subordinate harassment. Higher levels
of offensiveness will be reflected in higher scores on the
inappropriateness of behavior in the work setting and more
assertive behavioral responses (Hypothesis 1) .

Nonverbal behavior of the role sender. As articulated

previously, the magnitude, specificity, and intensity of the
sent role will affect the perception of role expectations

(Gross, Mason, & McEachern, 1958). How the nonverbal

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



T
i

behavior of the role set member affects perceived roie

expectations will be examined. Nonverbal behaviors were

selected based on the belief that they were not clear-cut
forms of quid pro quo harassment, but tThat they contribute
Lo a nostile worwx environment and feelings of rcle

ambiguity. The invasiveness of touch of the member of =he
rocle set was varied from least invasive, mocderately
invasive, tc most invasive. 1t is hypothesized that the
more invasive the Zouch, the more likely it will ce viewad
as sexual harassment as reflected in higher scores on
inappropriateness of behavior and more active rcle behavior

(Hypothesis 2} .

Verbal behavicr of the role sender. Rcle expectat-lions

in the form of wverbal comments made by the role set member
zo the focal person were also manipulated. Similar
standards to those used for selecting nonverbal behnavicrs

were applied to the selecticn of verbal behavicrs. Tha

£2
(s ]}
Y
O
=]
]
O
T

verbal pehavior of the role sender was varlie

iikely harassment (e.g., "The repcrtT YOu WIsTe WwWas TID

notchj, possibliy harassment (e.g., "You must pe dcing a ict
of running these days; your body iooks terrific."!, To most
likely narassment (e.g., "You've got a nice pbutt.™!. It is

hypothesized that the more explicit and personal the verpal
behavior, the more likely it will be viewed as inappropriate
and lead to more active role behavior (Hypothesis 3).

Role Ambiguity. The level of role ambiguity in the

received role is inversely related to the clarity of the
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herefore, more suct.e and

3

Kahn, 1969).

levels of roie ambiguity Wiii. pe indicarted when The roie
sender 1s a coworker or subcrdinate and ths vsrkbal and

0f harassment. Higher levels <f rcle ampigulitTy are alisc
expected To De accompanied by 2353 assert

{(Hypothesis 4) .

receiving {Katz i Kanhn, .96¢;,. When sanT rIl3s 3re S2¥Ia_ 1Y
harassing, gender ratios of the workplace zIflsct the

nvironments encounter signilican
conditions and report significantly less satisfactiocn ancd
mere stress at work (Mansfield et ai., 19913, Jcob incumbents
in skewed-sex environments may €Xpect IC pe harassed oz
experience a hostile work environment. They may be less
likely to report the role sent as sexual harassment because
they may think its part of the Jjob or feel pressure not to
from the group (Fain & Anderton, 1987). Therefore, it is

expected that when making decisions about perceived rcle
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expectations, individuals in skewed-sex work sezttings are
less likely to label harassing behavicr as inapprcpriate and

less likely %o respond assertively /‘Hypothesis 5.

crganizaticn affect rcle penavicrs :(Katz & Xahn, 1866 .
OrganizAational policies often outliine certain Tvpes o:f

consequences of such behavior. Crganizaticons differ in
their culture and policies that tThey have concerning sexua:
harassment in terms of how seriously it 1s taken, how risky
it is to report the behavior, and the likely consequences cf

such behavicr. These pclicies and culture affect th

o

perception of sexual harassment (Kremer & Marks, 1992,
occurrence of harassment (Maahs, 19295), and llikewise rcle

S. Individuals working 1o organizatlicns tTnat nave

enavic

o’
re

stricter policies and culture against sexualiy harassing
behavior are hypothesized to alsc hold stricter decisicn-
making policies and be more willing to label behaviors as
inappropriate. These individuals are also expected to

choose more assertive response strategies (Hypothesis 6).

Attributes of the person. According to role theory,

the attributes of the focal perscn afifect the perceptiocon cf
the sent role and subsequent role behavicor (Xatz & Xahn,
1966) . A number of characteristics of the focal perscon that
are believed to affect the perception of sexual harassing
role expectations were examined, including gender, age,

race, and marital status. Harassment is found to occur more
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raquentliy in Blacks and unmarrisd or young .under 23, women

[ 1)

{Gruber & Bjorn, 1.982; Fain & Andertcon, 1937 . AlThough

harassment. Women are more likely Tnan men Tz latel

behavior as sextal harassment ‘e.g., Kcnrad & Cutek, 123g:!

rh

and therefcre wou.d be mcre lixely TC perceive The rzle sent
accordingly. Therefore, the individual characteristics ot
gender, age, race, and marital status are pelieved tc affect
perceived role expectatiocns and subsequent role behaviors.

It is nhypothesized that younger persons, mincrities, women,

nd will

[s0)

and single individuals will hold stricter pclicies
more likely label behavior as sexual harassment and indicate

more assertive response strategles (Hypotheses 7, 8, 9, and

According toc role thecory, perscnality factors act as
mediators between role expectations and role behaviors (Katz
& Kahn, 1966). In the context of sexual harassment,
personality factors are similarly beiieved to affect the
percepticn of role expectations zand chcice o zc:ie

. . _ T it 3 - - . i oo . . .
cehaviors. lnalvicduals are Icundad To Qliler Lnn Tnelr

- ~

~ ~y =~ 1 1n -~ PR >~
exXival harassment ‘&.g.,

]
O
®
O
wn

attitudes toward and accepta

Pay

Cohen & Gutek, 1985; Kremer & Marks, 1992). Differences in
these attitudes are believed to affect how sexually

harassing role expectations are perceived and responded to.
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he

]}

efcore, those with less accepting attitudes towards

1

sexual harassment are hypothesized tc be more lixkely Tz
label harassing behavior as inappropriate in the workx
setting and more likely to respond assertively (Hypothesis
11}.

ationships

[

Interpersonal factors. The interperscnal re

n

petween ~The focal person and memcers of The roie sef

1

hew the focal person interprets role-sending :Katz &% Xahrn,
1966) . Interpersonal characteristics and experience with
previous role expectations affect the perception of current
role expectations (Graen, 1976). The literature reveals
that the frequency of previous harassing behavior by
supervisors, coworkers, and others outside the organization
affects the perception of future interpersonal interactions
(e.g., Xonrad & Gutek, 1986). Loy and Steward (1984} ZIound
that requests or innuendoes of a sexual nature are more
likely to be labeled as sexual harassment when they are
repeated. Therefore, focal persons who have experienced
previous role expectations that were sexually inappropriate
will likely perceive similar, future role expectations as
forms of sexual harassment. These individuals will likely
indicate more assertive response types (Hypothesis 12).

The interpersonal relationship between the focal perscn
and the role sender has been found to affect the percepticn
of sexual harassment (Kremer & Marks, 1992). Gender
differences between the role sender and focal person can

influence the perception of sexual harassment (Baird et al.,
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1995). Individuals with opposite sex supervisors are more

likely o be harassed (Maahs, 1995). Consequently, thcse

with other sex supervisors may also be more sensitive Lo

0
T
o
o
r
n
o

sexual harassment. Individuals with

1 ¥ 3 - - 1 s ~ -~ Tk
re hypothesized toc hcld stricter policies when

sexually harassing role expectaticns and be more

p=
3

i

{

active response strategies {(Hypothesis 13);.
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dicate that such behaviors are inappropriate 1n the Work

- v i1 3 3 - - ‘-~ -
etting. These individuzls ars sxpected Tz _ndlcate more



METHOD

Participants

One hundred and five male and cne hundred and f{ifteen

-ty

emale participanfts were recruited Irom Cld Dominicn
University through an announcement sheet (see Appendix A).
The mean age »f participants was 21.94 (3D = 4.94;. Thre
racial composition of the varticipant population was as
follows: 60.9- White, 26.4- Black, ©£.8. Asian, 2.3.
Hispanic, 2.7% selected “other” as their race, and .9° did
not indicate their race. The average level of educaticn of
participants was 13.76 years (SD = 1.33). Most participants
indicated that they were single (71.8%), however 12.7  were
cohabiting, 11.4% were married, 1.3 were separated, and .9:
were divorced. Three individuals did not indicate their

relationsnip status.

Participants were either currently employed ocr emplicyed

0
' L]
[\
n
n

within the last six months. Students were given Two
credits for participation.
Procedure

A series of questionnaires was designed to test the

PrS

n

appiication of role theory to a sexual harassment paradigm.
Participants complieted take-home packets that ensured
ancnymity and confidentiality of responses. A nctification
sheet was attached to each packet describing the research
study (see Appendix B). Participants were asked to complete

the take-home packet in a quiet setting without

interruptions as explained on a cover sheet (see Appendix
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C). At the end ¢f the survey a debriefing statement was
attacned (see Appendix D). 7Two hundred and twenty packets
were collected from the two hundred and sixty-five take-hcme
packets that were distributed indicating a raturn rate of 23
percent.

Piion Study

’l
'..l
¢
!

Twenty-five particivants were recruited fcr a

'a

(D
[
(N1
(@]
Iy

()
[
@
9l

study. A1l were glven a rtaxe-home packet and one
particivation. Twenty-Icur gacxeIis were returned witih a
return rate of 96 percent.

The twenty-seven different sexual harassment scenarios
for the policy-capturing aspect cf this research project
contain a systematic manipulation cf three variables. These

three variables are the relative power of the role sender,

8]
4

0]

)
Y

ot
St

pede

nverbal behavi:

fu
',

i

"
'

Fh

of the

A
0

le sender. A pilect study was conducted in crder oo
determine low, moderate, and high levels of harassing verbal
and nonverbal behaviors. Eighteen verbal statements were
developed (see Appendix E)} as well as thirty-four variations
of nonverbal behaviors (see Appendix F). Participants were
asked to rate each statement and behavior on a scale cf one
(definitely not sexual harassment) to seven (definitely
sexual harassment).

Low, moderate, and high levels of each variable were
selected based on the means and low standard deviations of
each statement and behavior (see Appendices E and ¥ for

means and standard deviation values following each
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question). The verbal statements selected were: "The repor:t
you wrote was top notch.” (low; M = 1.42; 3D = .38!; "You

must be doing a iot of running these days; your pody locks
terrific.” (moderate; M = 4.75; SD = 1.34); and "You've got

;S

o
W,
I
~J
N
-3
'y
m
&)
O
]
<
1
ty
o
[\Y)
' -y

a nice butt." (high; M = 6.5

¥es Ann's nand low: M =

3

¥
fu

b -~ ow — . - S . - T~%
pehaviors selacted were: Jon

"3

3!

1.33; SD = .56); John puts his arm around Ann (moderate; M =

w
\J
w
2]
)
I
s
p--
' 2
)
]
o)
C.
)
)
o]

pats Ann's oputt {(nigh; M = <£.37;

Measures

Several scales were used to test the application of
role theory tc the sexual harassment paradigm. Variables
were selected to encompass all aspects of the mecdei. Refer
to Table 1 for a list of the measurement instruments
selected for each variable and the corresponding thecretical
facter. Validated measures wers used where rcssikle.

Twenty~-seven different sexual harassment scenarios were
develcped by this researcher fcr the policy—-capturing aspect
of this study. These 27 scenarios represent the systematic
manipulation of three variables with three levels each (3 x
3 x 3). Subjects were asked to make judgments on each
scenario in order to determine the policies used by
different individuals when deciding what behaviors are
appropriate in the work setting. Also examined were how
individuals indicate they would respond to the different
scenarios and the likelihood that they would respond

actively to the described incident.
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Theoretica. Factors, Variaples, and Measurement Inscruments

Theoratlicasx Yariabie Instrument
factor
Crganizationail gender ratic 3 ltems 'Mzahs,
factors 13953
Srganizatiznas Jrganizeticnatl
tolerance Zor Torerance for
sexual harassment Sexua. Harassment
Inventcry (OTSHZI;
Hulin, Titzgerald, &
Drasgcw, L39Z2!

Attributes of the age, race, gender, demographics sheet

person marital status
attitudes toward Tolerance Ior Sexual
and acceptance <t Zarassment Inventory
sexual harassment {(TSHI; Reilly, Lotz,
& Gailcgy, 1989
Interrersonal previous experience Sexual Experiences
factors with sexual harass- Questionnaire
ment (SEQ-W; Fitzgerald,
Gelfand, & Drasgow,
19995)
gender of 1 _tem ‘Maahs, 1995
superviscr
Rcle expectaticns/ pewer of initiator, Z7 sexXia. narassment
sent roie invasiveness of scenarics
touch, verkal
ccmments
Received role/ apprcpriateness 3 items per scenario
role behavior of behavior in the

work setting,
likelihood of
responding,

response type
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Organizational Factors Measures

The Organizatiocnal Tolerance for Sexual Harassment
Inventory ‘OTSHI; Hulin, Fitzgeralid, & Drasgow, 1992) was
utiiized tc measure the organizationai climate for sexuail
harassment. The inventcry consists of a2 Zcoctal ¢
(see Appendix G . Participants rate six vignet:zes in terms
of 1) how risky it would be for the victim to repcrt cthe
incident, Z2) the iikelinood that a compiainant would oe
taken seriously, and 3} the consequences Ior zhe accused
harasser. Three types of coworker and supervisor harassment
are addressed: gender harassment, unwanted sexual attention,
and sexual coercion. The corresponding coefficient alphas
for the three subscales are .92, .92, and .91, respectively.

Gender ratios of the workplace were measured using a
modified scale (Maahs, 1995) taken from XKonrad and Gutek
(1986) . The modified scale is a three-iztem measure wWith &

S5-point scale (see Appendix H). These items ask respcndents

o

to estimate the proportions of men and women in th
respondent's job classification, in the entire organization,
and in their department. These items have a Cronbach's
alpha of .80.

Interpersonal Factors Measures

Gender of the supervisor was assessed by a single item

{Maahs, 1995). Fitzgerald et al. (1983) developed the

(i}

Sexual Experiences Questionnaire (SEQ), a self-report
inventory to assess the frequency of harassing behavior by

supervisors, coworkers, or others outside the organization
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(o))

{i.e., patients, clients:. The SEQ was designed using a
content validity sStrategy based upcn the classificazion

system develcped by Till (19380} which prcposed five

PR T al  mme = £ == . ; —a s o
Denhavidoral Cateddrles or narassment:. Jenaer narassmenc,

'1
rl

seductive behavior, sexual bribery, sexual cocercion, and

sexval imposition or assault. The 3EQ was revised by

Tltzgeraid, Geliand, and Drasgow 13233, 35 develop an
instrument snort encugh for practical use, ©¢ balance i<am
coveraga for each dimensicn, and tTc develop mere sensitive

items and scaling procedures. The revised instrument {(SEQ-
W; see Appendix I) contains 20 items with three subscales
(gender harassment, unwanted sexual attention, and sexual
cocerclon), a criterion item {asking whether the person has
ever been sexually harassed), and an unwanted sexual

attentisn item [which meets th regal defirnition &

Relliability analysis for the 3EQ0-W vielded a Troncach's

subscales of gender harassment, unwanted sexual attention,
and sexual coercion were .78, .81, and .93, respectively
(Fitzgerald, Drasqgow, & Gelfand, 1995). For 19 of 20 items,
respondents indicate the frequency c¢f harassing behavicr by
supervisors, coworkers, or others outside the organization
(i1.e., patients, clients). Responses are scored cn a 5-
point Likert scale (1 = never to 5 = most of the time).
Items include "suggestive stories or offensive Jokes,"”

"unwanted attempts to draw you into a discussion of personal
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" ™
- ne

L

ST sexual matters,” and "being subtly bribe
criterion item asks respondents to indicate "Have you ever
been sexually harassed?" using a dichotomous vyes/nc response

set. 1S lTem 1S nci Lnciuded in Tne sccring CI Lhe Zhrse

studies.

ot

itzgeralid, Gelfand, and Zrasgcw 133z ZIzund
Ziear and ccmpeiiling suppcrt Ior a Three-IacIior sclu
The subscales cf the SEC have also pbeen ifcund o predic:t
organizationally relevant variables (job satisfaction,
commitment to the organization, and mental nealthj
demonstrating predictive validity {(Schneider & Swan, 1994).
Schneider and Swan (1994) found that women with high scores
on the SEQ predicted lower levels of work satisfaction,

lower organizational commitment, and worse mental health

A demographics sheet was utilized to assess age, race,
gender, and marital status of participants (see Appendix J).

Attitudes toward and acceptance of sexually harassing
behaviors was measured using the Toclerance for Sexual
Harassment Inventory (TSHI; Reilly, Lott, & Gallcogy, 1986).

The TSHI is a ten-item instrument where respondents indicate

[ 2
]

extent of agreement with each statement on a 5-point sca
ranging from 1 (strongly agree) to 5 (strongly disagree; see
Appendix K). The TSHI was found to have an alpha

reliability coefficient of .78 (Reilly, Lott, & Gallogy,
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Y]

1986). A principle components analysis with varimax
rotation yielded a three factor scolution. When the content
of the factors were considered, the three factors were
designated - flirtaticns are natural, provccative teravior,
and feminist peliefs.

e,

[

Role Episode (Role Expectations, Sent Role, Xeceivad =c

and Role Behavicr! Measures

A measure ci the perception ¢f sexual narassment was

th

n

developad by this researcher (see Appendix L,. A saries =
vignettes were written to express a variety of interactions
that might be viewed as examples of sexual harassment by

modifying previously developed measures (Bursik, 1992;

1 £ £ T3 iEeXols sl — - 53 £ - sawpra s
Sheife VAR Tindale, 1982 . ~ne TwWeniy-—-severl JdilIIerlsnT 32Xlas
3 o e = 3 -~ 2 i o miramamoe s e m it =i am A S
harassment scenarios centaln a SysStTellatlC Malllu.atllll 22

three variavles: relative power of the rcle sender,

norverpbal benavior of the role sender, and verpa. pehavior

of the role sender. The relative power c¢f The role sender
was varied (i.e., supervisor, coworker, subordinate:. The
nonverbal and verbal behavior variables were alsc
manipulated. The ilnvasiveness ol toucn was varied from
least invasive (John shakes Ann's nand), to moderately
invasive (John puts his arm around Ann), to mcst invasive
(John pats Ann's butt). The verpal comments made ty the
role sender of the potentially harassing role expectaticns
were manipulated. Comments were varied from not harassing
{("The report you wrocte was teop notch."), to moderately

harassing ("You must be doing a lot of running these days:;
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ycur body locks terrific."), and most harassing ["Yzu've got
a nice butt.":.

Participants were asked tc read each vignette and then
respond on a seven-point Likert-type sScale thse extent o
which they view the behaviors t¢ be approrriate in a Work

setting ranging from ! (definitely not apprcrriate: o

«QQ

(definitely apprecpriate). This is a measure cf the recelived
role that is a modification of the role ampbiguity sca:i2
suggested by Ilgen and Hollenbeck [(1991;. 3Scores near the
midpoint of the scale indicate role ambiguity. High ratings
of inappropriateness of behavior indicate the verception of
sexual harassment.

Rdditiornally, measures 2f tThe anticigpa

pehaviors were developed. Participants were asked IC IzTe

the likelihood that they would activelv respcnd tTo the
incident !(i.e., reporting it to another member of the

ted on & seven-pcint

)

organization). Responses were ¥
Likert-type scale from 1 (definitely would not respond: I¢

{definitely would respond). Respondents were aisc askea IO

<
b3
QO
£
[
.
O
in
t
!
™
'

indicate the response strategy that they

utilize using response types developed by Gruber and Smith

()]
[N
' 4
(2
0
rt
[

(1995). Seven categories of response were inciud
avoid the issue, change ways of acting, speak To somecne,
respond directly to the person, report the person, and guit.
These categories range from least assertive (ignoring or

avoiding), to moderately assertive (changing one's behavior

and seeking social support), to most assertive (direct
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response and reporting; Gruber £ Smith, 1995),. Because
quitting does not fit this rationale, Gruber and Smith
(1995) recommend that the anaiysis of this response variable
be conducted separately.

The twenty-seven scenarios were presented in a random

order to each participant in order To avoid any oossip.e

order effects. Random numbers were generated Ior ezach

participant sco that nc two individuals were gilven The same

rn
i

sequence o cenarics.

For practical as well as ethical reasons, the actual
behavior variables relating to sexual harassment can not be
manipulated directly. The manipulation of these variables

must sSccur in a contrived setting. Therefgre, sexual

narassment researchers nave relied cn the use ci vignettes.

Sheffey and Tindale {1922, used scenarics toc measure Ine

vy

perception of sexual harassment amocng c<oliage S

These researchers found results that were consistent witn a

(@}
n

number of studies using actual workers. The scenari

ct
t_l
0O
V]
.._4
’.__l
W
[s1]
n

utilized in this research were written as realis

3
0]
]
[o%
m
A
r
0

possible in order to increase theilr wvalidity. In

ssue of realism, fclliowing eacnh scenaric

'_.t.

address thne
participants were asked to identify how easy 1
imagine each scenario and to indicate whether they Dpelieved
the situation could happen in the wcrkplace. Responses were
measured on a five-point scale from 1 (strongly disagree) to
S (strongly agree). These questions were obtained from the

research of Haves (1996).
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RESULTS
Qverview
The results are presented 1n three major sections. The

-

rst section will address the 1ssue of reaiism <f£ the

Fh
'—l

developed scenarios. The second section addresses the
roclicy capturing aspect of the project to determine how
individuals weight information when deciding whether
different situations are sexual harassment. The third

£

G

secticn uses profiie analysis to determine the effect

n

context variables on the decision making policies regarding
sexual harassment.

Each of the thirteen hypotheses that were outliined in
the introduction of this paper will be examined thrcughout
these sections. At the beginning of each section, the
hypotheses will be reiterated and general findings regarding
the support of each will be summarized. First, the
different dependent measures will be outlined below.

Dependent Variables

Five dependent variable measures were measured.

Dependent Variable One (DV1)

Participants read each of the 27 different vignettes

and then responded on a seven-point Likert-type scale the

()
x
t
®
o}
t
(t
O
g
jo
'—4.
¢]
oy
t
o2
®
<
<
(oS
o
<
t
oy
o
o’
®
o)
sV
<
}_J.
O
a
]
o
O
o
(]
v
]
'C
o
O
‘o
Ky
'» 2.
(s}
[l
(M)
[
8]

a work setting ranging from 1 {(definitely not appropriate:!
to 7 (definitely appropriate). Scores near the midpoint of
the scale connote role ambiguity. Low scores (scores near

1) indicated that there was a high level inappropriateness
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cf the behavior thus indicating the perception <of sexusl
harassment.

Dependent Variable Two (DV2)

Additionally, participants were asked tc rate the

ilikelihood that they would actively respond to tne incildent

Responses were rated on a seven-point Likert-type scale Ircm
i (definitely would not respond) to 7 (definitely would
respond!). High scores would indicate a greater _ikelinccd
of response to the described behavior.

Dependent Variable Three (DV3)

Respondents were also be asked to indicate the response
strategy that they would most likely utilize using seven
categories of response: ignore the incident, avoid the
issue/person, change your ways c¢f acting, speak to someone,
respond directly to the person, report the person, and quit.
These categories range from least assertive {(ignoring or
avoiding), to moderately assertive (changing one's pehavior
and seeking social support), to mcost assertive (direct
response and reporting; Gruber & Smith, 1995). These scores
were coded from 1 (ignore the person/incident) to seven
{quit). Therefore, higher scores indicate a more assertive
response strategy.

Dependent Variable Four (DV4)

In order to address the issue of realism, following
each scenario participants were asked to identify how easy

it was to imagine each scenario. Responses were measured on

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



83

a five-point scale from 1 (strongly disagree), 3 no

opinion) to 5 {(strongly agree). Higher scores indicate that

the described scenaric was easy tO imagine thus reflecting a
higher decgree cf realism.

Dependent Variable

|-+

An additicnal measure of realism was Incliuded.
Participants were alsc asked to indicate whether tThey
believed the situation could happen in the worxpiace.

o
e

.

[O)]
o}
n
ty
Q)

»
dee -

Responses were measured on a five-osint sC
(strongly disagree), 3 (no opinicn) to S (strcngliy agree).
Higher scores indicate that the participants perceived that
the scenario could indeed occur in the workplace.

Experimental Design

A number of independent variables were examined. Three
within-subject variabies were manipulated: level cf power,
touch and verbal behavior. All participants were expcsed to
all combinations cf these three variables (3 x 3 x 3} in 27
different scenarios. The results of these variabies are
addressed in the policy capturing aspect of this research.

To determine the effects of context factors on the
perception of sexual harassment, a number of between-subject
factors were examined using profile analysis. These factors
include organizational factors (gender ratiocs of the
workplace and organizational tolerance for sexual
harassment); attributes of the person (gender, age, race,
relationship status, and one’s tolerance for sexual

harassment); and interpersonal factors (previcus
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interpersonal experiences with harassment and the gender of
one'’s supervisor!.

Realism Check

were asked to identify how easy it was Lo imagine each
scenario fdependent variable
they believed the situation ccouid happen in the wcr¥place
{dependent variable five). Responses were measured on a
five-point scale from 1 (strongly disagree) to 5 ({strcngly
agree) .

Findings on the Ease of Imagining the Situation {(DV4)

A summary of the analysis of variance conducted on the
effects of the manipulated variables and attributes of the
person on the ease of imagining the situatiocn (dependent

variable four) are presented in Table 2. There was a

o

significant main effect for Power ([F(1,212'=3.30,p<.CE],

Touch [F({1,212)=43.123,p<.05], and Verbal
[(F(1,212)=42.25,p<.05].

Newman-Keuls post hoc analyses revealed that there were
significant differences (p<.05) in the ability of the
participants to imagine scenarios that depicted coworkers
(M=4.23) versus subordinates (M=4.18), where it was easier
to imagine the coworker scenarios. There were nc
differences between the scenarios that described pehaviors

initiated by a supervisor (M=4.21) and those of the coworker

and subordinate. There were significant differences between
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Summary cf the Analysis of Variance Results for the Effects

of the Manipulated Variables on the Ease of Imagining the

Situation (Dependent Variable Four)

Scurce df MS F-ratio Eta-
Sgquare

Power (P) 2 1.19290 3.50+* 20Cc4
Touch (T) 2 32.0571 43,13+ 01GC7
Verbal (Vi 2 38.4123 42 .25~ 5123
B*T 4 0.4211 I.61
PV 4 C.0431 o.ig
TV 4 12.5284 26.23* .0G33
P*T*V 2} 5.3234 1.31
Subj 212 15.6645 n.z-
D*Subj 424 0.3406 n.c.
T*Subj 424 0.7423 n.t.
P*T*Subj 8438 0.26138 n.t.
V*Subj 424 0.9093 n.:o.
P*V*Subj 848 0.2375 n.T.
T*V*Subj 348 nD.477¢ n.T.
P*T*V*Subj 1691 0.2474 n.=c.

* p<.05.

n.t. = no test
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low (M=4.33), moderate (M=4.20), and high M=4.08) levels of
touch. Significant differences alsc existed between all
levels of wverbal pehavicr: low

and high (M=4.09). Based on these findings 1t appears tnrat

participants found it easier tc imagine scenarics that nave

th

low levels of sexually harassing tcuch and verbal rernavior.
However, it should be noted that despite znese dififsrences,
even nigh levels cf harassing benavicr had means hat ranged
between 4 (slightlv agree) and 5 (stronglv agree;.

There was a significant two-way interactions for Verbal
x Touch ([F(1,212)=26.23,p<.05]. Refer to Fiqure 2 for
further examination of this interaction. At low and
moderately invasive levels of touch, participants indicated
significant differences in their ability tc 1magine the
situation across all levels of verbal behavior, where It was
progressively easier to ilmagine less haréssing verbal
pehavicrs. AT high levels of touch invasiveness, all the
levels of verbal behavior were equally easy tc ilmagire.
Similarly, at high levels of verbal harassment no
differences were found in the ability to imagine the
situation across the different levels of touch. At low
levels of verbal harassment, significant differences were
found between all levels of touch. At moderate levels of

verbal harassment, high levels of touch differed

significantly from low and moderate levels of touch.
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Figure 2. The interaction of touch and verbal behavicr on
the ability to imagine the scenario described {(dependent

variable four).
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Findings on the Likelihood of Occurrence of the Situation

(DVS)

A summary of the analysis of variance conducted on the
effects of the manipulated variables and attributes of the
person on the likelihood that the situation could occur in
the workplace {dependent variable five) are presented in

Table 3. There was a significant main effect for Power

N

<.3 2d

js )
[

[F(1,212)=7.36,p<.05], Touch [F(1,212)=4C.72,

{6

.’
Verbal [F(1,212)=44.53,p<.05]. Again, it should be ncted
that despite any differences that were found, even high
levels of harassing behavior had means for the likelihood
that the situation could occur that ranged between 4
{(slightly agree) and 5 (strongly agree).

Newman-Keuls post hoc analyses revealed that there were
significant differences (p<.05) 1in the perception that the
situations that depicted coworkers (M=4.42) and supervisors
(M=4.40) were more likely to occur than those that depicted
subordinates (M=4.34). This may be a reflection of the fact
that coworker harassment is the most common form of sexual
harassment (Gutek, 1985) and that supervisor harassment is
generally associated with more severe offenses (Cleveland &
Kerst, 1993; Loy & Steward, 1984).

Significant differences were revealed acrcss all levels
of touch: low (M=4.51), moderate (M=4.39), and high
(M=4.26) . Participants indicated that lower levels of
invasive touch were more likely to occur in the workplace.

Similar differences were found across all levels of verbal
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Table 3

Summary of the Analysis of Variance Results for the Effects

of the Manipulated Variables on the Likelihood of Occurrence

of the Situation {(Dependent Variable Five)

Source df MS F-ratio Eta-
Square

Pcwer {2} 2 3.0983 7.36* .00%
Touch (T) 2 30.752 4G.72+* 0117
Verbal (V) 2 34.41 44 .53* .0131
D*T 4 0.2417 0.89
P*V 4 0.1050 0.48
T*V 4 8.89389 22.57~* .0063
P*T*V 2 0.2259% 1.01
Subi 12 13.1212 n.c.
P*Subj 424 0.4211 n.t.
T*Subj 424 2.7551 n.t.
P*T*Subj 848 0.2728 n.t.
V*Subj 424 0.7719 n.t.
P*V*Subj 848 0.2208 n.t.
T+*V*Subj 348 0.3943 n.:-.
P*T*V*Sub3 1691 0.2243 n.t.

« p<.C5.

n.tc. = no test

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



90

5 -
&— ——

4
©
O
=
©
j &
5
o 3 i
O _
o —e— 10w touch
3 —s—mod tcuch
—8 V—i—high touch
o}
e 2
-y
-
©
s
-t
-

1 _

0 —

low mod nigh
Verbal

Figure 3. The interaction of touch and verbal behavicr on
the indicated likelihood that the situation could cccur in

the workplace (dependent variable five).
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behavior: low (M=4.53), moderate (M=4.37), and high
(M=4.27). This most likely reflects the higher incidence of
less severe forms of harassment.

A significant two-way interaction occurred for Touch x
Verbal ([F(1,212)=22.57,p<.05; refer to Figure 3].
Significant differences were found in the likelihood of
occurrence of the behavior between all levels cof tcuch at
both low and moderate levels of verbal behavior, where the

less invasive the touch the more likely 1t was tc cc

s

9%

Q

Similarly, significant differences were found between all
levels of verbal behavior at both low and moderate levels of
touch. At high levels of verbal harassment, no differences
were found in the likelihocod of occurrence of the behavior
across the different levels of touch. At high levels c¢f
touch invasiveness, no differences were found acrcss the
levels of verbal behavior.

Pclicy Casturing

The use of fewer criteria will most iikely allcow for
configural judgments (Stumpf & London, 198l). The use cf
configural models cf decision making will account fcr the
interactions between variables that are hypothesized to
occur. Analysis of variance (ANOVA) was utilized to
determine if the intended manipulation of the variables did
in fact occur. Main effects and interaction effects for the
three manipulated, within-subject sexual harassment
variables (power of the role sender, nonverbal behavicr of

the role sender, and the verbal behavior of the role sender)
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were examined to determine rater policies. Eta-square
values were used to determine the amount of total variance
accounted for by each wvariable and the interaction of the
variables. To obviate the assumptions of homogeneity and
circularity of the covariance matrices of the within-subject
variables, the degrees of freedom (df) of the F-ratios
involving these variables were adjusted according to the
Gelsser-Greenhouse conservation test (Winer, Brown, &
Michels, 1991) for evaluating the F-ratios for significance.

As previously outlined in the methods section, three
role expectations/sent role variables were manipulated:
relative power of the role sender, nonverbal behavior/touch
of the role sender, and verbal behavior of the rcle sender.
The relative power of the role sender was varied (i.e.,
subordinate, coworker, supervisor). The invasiveness of
touch was varied from least invasive (John shakes Ann's
hand), to moderately invasive (John puts his arm around
Ann), to most invasive (John pats Ann's butt). The verbal
comments were varied frcom not harassing ("The report vyou
wrote was top notch."), to moderately harassing ("You must
be doing a lot of running these days; your body looks
terrific."), and most harassing ("You've got a nice butt.").
For the purpose of the analyses, the levels of verbal
behavior and touch will be referred to as low, moderate, and
high corresponding to the levels outlined above.

Hypotheses Regarding Power, Touch, and Verbal Behavior

Relative power of the role sender. It was hypothesized
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that supervisor harassment would be seen as more offensive
than coworker harassment, and that subordinate harassment
would be the least offensive form of harassment. Higher
levels of offensiveness would be reflected in lower scores
on the appropriateness of behavior in the work setting and
more assertive behavicral responses (Hypothesis 1). As will
be discussed, this hypothesis was partially confirmed,
however some of the findings were not expected.

Level of touch of the role sender. It was hypothesized

3

that the more invasive the level of touch, the more likely
it would be viewed as sexual harassment as reflected in

higher scores on inappropriateness ¢f behavicor and mcre

active responses (Hypothesis 2). This hypocthesis was
confirmed.
Level of verbal behavior of the role sender. It was

hypothesized that the more explicit and personal the verbal
behavior, the more likely it would be viewed as
inappropriate and lead to more active responses (Hypothesis
3). This hypothesis was confirmed.

Hypothesis Regarding Role Ambiguity

1

It was hypothesized that higher levels of role
ambiguity would be indicated when the harassing behavior was
initiated by a coworker or subordinate rather than a
supervisor. Higher levels of role ambiguity were also
expected when the verbal and nonverbal role expectations
were more moderate. Higher levels of role ambiguity were

also expected to be accompanied by less assertive responses
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(Hypothesis 4). Although it appears that this hypothesis
was supported, there are some scaling issues mentioned that
need to be addressed in future studies.

Findings on the Level of Appropriateness of Behavicr (LCVI1)

A summary of the analysis of variance conducted cn the
effects of the manipulated variables on the level of
appropriateness of the behavior (dependent variable one) are
presented in Table 4. There were significant main eiffects
for Power [F(1,212)=5.77,p<.05], Touch [F(1,212)=746.45,
p<.05], and Verbal [F(1,212)=812.29,p<.05].

Newman-Keuls post hoc analyses revealed that there were
significant differences (p<.05) between scenarios that
described coworkers (M=2.88) and those that described
supervisors (M=2.77) and subordinates (M=2.81). Those
involving coworkers were viewed as more appropriate in the
workplace, perhaps due to the lack of power differerntial.
This is contrary to what was expected (Hypothesis 1}.

Significant differences between all levels of touch
were found: low (M=3.98), moderate (M=2.92), and high
(M=1.56). This indicates that more invasive touch was
viewed as inappropriate in the workplace and therefore more
sexually harassing. Significant differences in all levels
of verbal behavior were also found, with low levels (M=4.20)
viewed as more appropriate than moderate levels (M=2.60)
followed by high levels (M=1.65) as least appropriate. These
findings for touch and verbal behavior were expected

(Hypotheses 2 and 3).
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Table 4

Summary Of the Anailysis of Variance Results for the

Manipulated Variables and the Effects of the Attributes of

95

<

“~

the Person on Behavior Approrriateness

{Dependent 7ariakble

one)

Source d MS F=ratio Tta-
Square

Power (P} Z 6.9207 5.77~ .3005

Touch (T) 2 2914.5547 74¢ .45+ .202¢9

Verbal (V) 2 3294.1753 R12.2%~ 2372

Gender (G) 1 156.5695 T.l6T L0633

Race (R) 1 101.33587 5.31¢ .333¢

Relationship i 72.1324 4 .35+ 3025

D+ T 4 2.2226G 3.18

p*Vv 4 0.4355 0.57

T*V 4 811.9706 389.62* .1169

P*G 2 1.7382 1.45

T*G 2 6.5333 1.67

V*G 2 28.3407 6.99~ 0620

P*R 2 1.1.34¢9 5.57¢

T+R 2 8.4622 2.42

V*R 2 33.356C3 Z.Z25% 5524

G*R 1 C.0000 .20

P*L 2 2.1316 1,74

T*L 2 7.7110 1.97

V*L 2 2.5931 0.64

G*L 1 23.8748 1.60

R*L 1 54.3008 3.685

P*T*V 3 0.8983 1.3C

P*T*G 4 0.5350 0.76

P*V*G 4 0.017¢C 0.02

T*V*G 4 4.7337 2.27

P*T*R 4 2.4324 3.55

BP*V*R 4 0.9732 1.28

T*V*R 4 12.4307 5.%¢~ 3018

BP*G*R 2 0.6155 G.S1

T*G*R 2 10.21535 2.62

V*G*R 2 0.03C0C 5.G6¢

P*T*L 4 2.6172 3,74

P*V*L 4 0.4039 0.33

T*V*L 4 3.378¢6 .62

P*G*L 2 3.3254 2.77

T*G*L 2 4.2913 .10

V*G*L 2 0.3525 c.0%

P*R*L 2 2.2749 1.90

T*R*L 2 3.3013 0.85

V*R*L, 2 3.3647 0.83

G*R*L 1 20.2803 1.36

P*T*V*G 8 0.7669 1.11
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Table 4 continued
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Source df MS F-raci Eta-
Square
DFTH*R 8 0.8794 1.28
P*T*G*R 4 0.3349 0.48
P*V*G*R 4 2.056% 2.71
T*V*G*R 4 05.0048¢6 2.23C
pP*T*V*L 3 S5.461¢€ J3.67
P*T*G*L 4 0.871C .25
2*V*G*L 4 3.440¢ 3.38
T*V*G*L 4 3.0424 1.46
D*T+R*T, 4 1.5817 2.28
e*V*R*L 4 0.4017 0.3
T*YV*R* 1L, 4 3.39.4 1.¢3
D*G+*R*L, 2 1.7491 1.46
T*G*R*L 2 6.9474 2.78
V*G*R*L 2 5.7517 1.42
P*T+V*G*R 3 1.0227 1.48
P*T+V*G*L 3 1.2248 1.78
P*T*V*R*L 8 C.7646 1.11
P*T+*G*R*L, 4 2.10¢€¢8 3.01
P*V*G*R*L 4 1.1924 1.357
T*V*G*R*L 4 5.8657 2.81
P*T*V*G*R*L 3 1.4937 2.17
Sub] (G*R*Lj 212 14.38Z3 n.t.
P*Supj (G*R*Lj 424 1.20C3 n.T.
T*Subij (G*R*L) 424 3.9045 n.T.
2*T*Subj (G*R*L; 348 0.€994 n.T.
V*Subj (G*R~*L) 424 4.0554 n.c.
p*V*Subj (G*R*L) 348 G.7577 n.tc.
T*V*Subj (G*R*L) 848 2.084¢C n.c.
P*T*V*Subj (G*R*L) 1691 0.6891 n.o-.
* p<.05.
n.t. = no test
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Post hoc analyses (p<.05) also revealed significant
differences among the interaction means for Touch x Verbal
[F(1,212)=389.62,p<.05]. This interaction is further
examined in Figure 4. Low, mcderate, and high invasiveness
of touch differed significantly across all levels of verbal
behavior, where more invasive touch was seen as less
appropriate than less invasive touch. In the low and
moderately invasive touch conditicns, all ievels ci verpa:
behavior differed significantly from each cther. Higher
levels of verbal harassment were seen as more harassing. 1In
the highly invasive touch condition, highly harassing verbal
statements were perceived to be significantly less
appropriate than both low and moderately harassing verbal
statements. Similarly when the verbal statement is nighiy
harassing, low and moderately harassing levels of touch were
not significantly different from cne another. Thus when
pecple experience highly explicit and personal verbal
harassment, they perceive the verbal behavior to be
sufficiently inappropriate that lower and moderately
invasive touch are not distinguished from one ancther.
Similarly, when people experience harassment that invoclves
highly invasive touch, they perceive the nonverbal behaviocor
tc be sufficiently inappropriate that the lower and moderate
levels of verbal harassment are not distinguished from one
another.

Findings on the Likelihood of Response to the Behavior (DV2)

A summary of the analysis of variance conducted on the
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Table 5

Summary of the Analysis of Variance Results for the

Manipulated Variables and the Effects of the ARttributes of

the Person on the Likelihood of an Active Response

(Dependent Variable Two)

Source df MS F-ratio Eta-
Square

Power (P) 2 1i8.2583 14.53~* .CGC1i2

Touch (T) 2 1709.1347 330.37+ .1143

Verbal (V) z 1295.5699 206.31+* .0870

Gender (G) 1 1.1544 0.03

Race (R) 1 6.2397 5..4

Relationship (L) i 212.0474 4.61* .NGT71

p*T 4 3.0522 2.562

P*V 4 1.0831 0.87

T*V 4 221.8100 82.51* .029%8

P*G 2 0.3975 0.32

T*G 2 2.4828 0.48

V*G 2 16.0907 2.56

P*R 2 1.3012 1.04

T*R 2 11.9649 2.31

V*R 2 34.3381 S.47+ 00232

G*R 1 0.3391 J.02

P*L 2 2.2458 .79

T*L 2 0.445¢% 5.29

V*L 2 13.45483 2..4

G*L 1 50.0734 -.38

R*L 1 128.25¢20 Z2.3C

P*T*V 8 C.8205 6.7%

P*T*G 4 1.6531 1.42

P*V*G 5 0.5055 0.40

T*V*G 4 8.1320 3.03

P*T*R 4 0.594¢9 0.51

P*V*R 4 0.4879 0.39

T*V*R 4 6.8037 2.53

P*G*R 2 C.4067 0.32

T*G*R 2 2.3143 0.45

V*G*R 2 0.0600 0.00

pP*T*L 4 1.3203 1,13

B*V*L 4 0.1521 0.12

T*V*L 4 2.5370 3.55

P*G*L 2 1.3072 1.04

T*G*L 2 7.5317 1.46

V*G*L 2 4.8549 0.77

P*R*L 2 1.4126 1.12

T*R*L 2 8.4438 1.63

V*R*L 2 2.1396 0.34

G*R*L 1 565.0256 12.28* .0190

P*T*V*G 8 0.8805 0.80

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



Table 5 continued
Source di MS F-ratio Eta-
Sguare

Pr¥T*¥V*R 3 3.9618 .23
P*T*G*R 4 3.4645 3.49
P*V*G*R 4 2.9754 2.33
T*V*G*R 4 2.79253 .34
P*T+*V*] 3 5.c6322 .33
P¥T+G*¥L 4 J.99¢é23 3.38%
DTG 1 5.96623 5.3
T*V*G*L 4 1.8973% .72
Dy¥T+*R*], 4 3.496C 5.42
PRYFRFT, 4 1.7223 TL.32E
T*¥J*R*L, 3 2.6228 2.29
P*G*R*L 2 2.3232 2.z253
T*G*R*L z 5.c4G4 2.9
V*G*R*L z 2.80¢3 1.49
P*T+*Y*G*R 3 1.3378 I.88
P*T*V*G*L 3 1.325¢ 1.3¢9
P¥*T*V*R*L 3 1.74z23 .39
D¥T*G*R*T, 4 2.5806 2.21
P*V*G*R*L 4 1.3282 .06
T*V*G*R*L 4 3.7540 1.4¢C
D¥T+*V*G*R*L, 3 1.82306 1.66
Subj (G*R*L) 212 46.0178 n.t.
P*Subj (G*R*L) 424 1.2568 n.c.
T*Subj (G*R*L) 424 5.17063 n.T.
P*T*Subj (G*R*L) 343 i.leec n.c.
V*Subj (G*R*Lj 424 6.2797 n.c.
P*V*Subj (G*R*L) 848 1.251¢6 n.c.
T*V*Sub]j (G*R*L) 348 2.6882 n.c.
P*T*Y*Subj (G*R*L) 1691 1.0957 n.=.
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effects of the manipulated variables on the likelihcod of
response to the behavior (dependent variable two) are
presented in Table 5. There were significant main effects
for Power [F(1,212)=14.53,p<.05], Touch [F(1,212)=330.57,
p<.05], and Verbal (F(1,212)=14.53,p<.05].

Newman-Keuls post hoc analyses revealed that thnere were
significant differences (p<.05) between scenarios that
described coworkers (M=4.17) and those that described
supervisors (M=4.33) and subordinates (M=4.33). Contrary to
expectations (Hypothesis 1) participants indicated that they
were less likely to respond to the behavior when the
behavior was initiated by a coworker rather than a
supervisor or subordinate.

Significant differences between all levels of tcuch
were found: low (M=3.47), moderate (M=4.07), and high
(M=5.29). This indicates that the more invasive the touch
the more likely participants indicated that they would
actively respond to the behavior. Significant differences
in all levels of verbal behavior were alsoc found.
Participants indicated they would most likely respond to
high levels of verbal harassment(M=5.06), followed by
moderate levels (M=4.33), and were least likely to respond
to low levels (M=3.44). These findings for touch and verbal
behavior were expected (Hypotheses 2 and 3).

A significant two-way interaction effect was found for
Touch x Verbal [F(1,212)=2.62,p<.05; refer to Figure 3].

Post hoc analysis of this interaction effect revealed that
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Figure 5. The interaction of touch and verbal behavior on
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Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



103

across all levels of verbal behavior, the likelihood of
response differed between the levels of touch, where more
invasive touching lead to more active predicted responses.
For low and moderately invasive touch, the likelihcod of an
active response differed significantly depending on the
level of harassment cf the verkbal statement with mcr
harassing verbal statements leading TS mcre acTive
responses. For hignly invasive tcuch, the likellhcod of
response was significantly greater for high levels of
verbally harassing behavior than low levels. At high levels
of touch, the likelihood of response to moderately harassing
statements did not differ from the low or high verbal
conditions. Thus when a person experiences highly invasive
touch, they are nighly likely to respond to the harassment
and so what the harasser actually says to them is nct as
salient a factor.

Findings on the Assertiveness of Response/Response Type to

the Behavior (DV3)

A summary of the analysis of variance conducted c¢n the
effects of the manipulated variables on the assertiveness cf
the response/response type (dependent variable three) are
presented in Table 6. There were significant main effects
for Touch [F(1,212)=256.29,p<.05] and Verbal behavicr
[F(1,212)=168.57,p<.05].

Newman-Keuls post hoc analyses revealed that there were
significant differences (p<.05) between low (M=3.06),

moderate (M=3.53), and high (M=4.55) levels of touch. These
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Table €

Summary of tne Analysis of Variance Results for the

Manipulated Variables and the Effects of the Attributes of

the Person on the Response Type (Dependent Variable Three)

Source df MS F-ratic Eta-
Square

Power (P) 2 2.1948 1.64

Touch (T) 2 1142.5036 256.29%* .1038

Verbal (V) 2 844.9215 168.37* .0800

Gender (G} 1 1.347% C.35

Race (R: 1 26.3885 Q.31

Relaticnship (L} 1 177.8299 6..5* 2084

PxT 4 C.64¢22 5.73

B*V 4 1.964a0 2.0¢%

T*V 4 138.€950 57.70* .0262

P*G 2 0.0207 0.02

T*G 2 2.7720 0.62

V*G 2 8.5513 .71

P*R 2 0.6612 0.49

T*R 2 9.4976 2.12

V*R 2 17.59190 3.51

G*R 1 0.0000 0.00

P*L 2 0.3729 0.28

T*L 2 5.44463 1.21

V*L 2 5.5069 1.10

G*L 1 101.7797 3.52

R*L 1 53.6072 1.385%

P*T*V 8 1.2526 1.41

P*T*G 4 1.4872 1.66

P*V*G 4 0.6068 C.66

T*V*G 4 4.0770 i.70

P*T*R 4 1.4531 i.62

D*Y*R 4 1.3059 .41

T*V*R 4 0.8107 0.34

P*G*R 2 0.6000 0.4%

T*G*R 2 3.7460 0.84

V*G™R 2 8.2772 1.065

P*¥T*, 4 0.7110 0.79

P*V~*L 4 2.533Z2 2.74

T*V*L 4 4.3890 1.83

P*G*L 2 0.5043 0.38

T*G*L 2 1.3689 0.31

V*G*L 2 0.0981 0.02

P*R*L 2 0.0839 0.06

T*R*L 2 8.0388 1.79

V*R*L 2 0.0000 0.00

G*R*L 1 32.9511 1.14

P*T*V*G 8 0.742¢6 0.84

P*T*V*R 8 1.5389 1.74

P*T*G*R 4 1.2244 1.37
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Table 6 continued

Source af MS T-ratic Eta-
Square
P*V*G*R 4 1.2723 ~.38
T*V*G*R 4 1.8552 3.77
P*T*V*L 8 3.344¢6 2.329
P*T*G*L 4 1.1285 _.Z¢
Pxx(G*1, 4 2.3384 2.393
T*V*G*L 4 1.8583 5.77
PrT+R*[, 4 0.17432 .19
P*V+*R*1L, 4 0.718% .73
T*¥Y*R* 1, 4 4,.3542 .51
P*G*R*L 2 0.151z .11
THGER*L 2 3.2844 . .3t
V¥G*R*L 2 4,173C 5.33
PrTHRY*GH R 3 3.383%7 J.86
DHTHYJ+G+L, 3 5.396¢6 2.45
PrT*Y*R*L, g 0.8C04 1.97
DFT*GFR*L 4 1.4146 Z.3%
PrY*GrR*L 4 3.440°% 2.4
T*V*G*R*L 4 4.1858%= S.73
PFT*Y*G*R*L 3 1.7473 1.97
Subj (G*R*L) 21 283.9425 n.c.
P*Subi (G*R*L) 424 1.3416 n.t.
T*Subd (G*R*L) 424 1.4852 T.Z.
P*T*Subij (G*R*L; 348 0.3947 n.c.
V*Subj (G*R*L) 424 5.012¢ n.o.
P*V*Subj (G*R*L) 348 0.9240 n.t.
T*V~*Subj (G*R*L) 348 2.4038 n.c.
P*T*V*Subj (G*R*L) 16921 0.8856 n.t.
- 2<.05.
n... = nc Test
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Figure 6. The interaction of touch and verbal! behavior on

the type of response chosen (dependent variable three).
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findings revealed that higher levels of invasiveness of
touch led to more assertive response strategies.
Significant differences in all levels of verbal behavior
were also found. Participants indicated they wculd rescond
more assertively tTo nigh levels M=4.37;), IZglliowed by
moderate levels '‘M=3.71), and wou.d respond least
assertively to low levels (M=3.06;. These findings
touch and verbal behavicr were expected /'Hypotheses 2 and
3).

A significant two-way interaction effect occurred for
Touch x Verbal (F(1,212)=57.70,p<.05]. Refer tc Figure 6 to
view this interaction. At low and moderate levels of verbal
harassment, each level of touch differed significantly from
the other levels, where more invasive tocuch corresponded
with more assertive response types. When the verbal
behavior was highly harassing, the response to highly
invasive touch was significantlyv more assertive than to low
and moderately invasive touch. Thus when an individual
experienced highly explicit verbal harassment, they would
respond assertively to the situation regardless of whether
the perpetrator shook their hand (low touch) or the
perpetrator put his arm around them (moderate touch). At
low and moderate levels of touch, the assertiveness of the
response chosen was significantly different across ail
levels of verbal. When comparing the different levels of
verbal harassment at the high level of touch condition, the

response type chosen was significantly more assertive for
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verbal behavior that was high in harassment than verbal
behavior low in harassment; consequently at the condition of
highly harassing touch the assertiveness of the response
chosen for moderately harassing statements did not differ
from the low or high verbal conditions. This means that
when 3 person experiences highly invasive tcouch, they will
likely choose an assertive response type sc that what the
harasser actually says to them is not as salient a factor.

Findings on Role Ambiguity

When measuring rcle ambiguity, participants were asked
indicate on a seven-point scale whether the described
behavior was definitely not apprcpriate (1)} or definitely
appropriate (7) in the workplace (DV1). Ratings near the
midpoint of the scale (4) would be an indication of
experienced role ambigquity. As discussed previously the
findings of the analysis of variance conducted cn DV]1 can be
found in Table 4. Scenarios that described coworkers
(M=2.88) were found to be closer to the midpoint of the
scale and significantly different (p<.05) from those that
described supervisors (M=2.77) and subordinates (M=2.81).
All levels cf touch and verbal behavior were found to differ
significantly from each other. It was also determined that
highly invasive touch (M=1.56) was viewed as significantly
less appropriate than moderate levels (M=2.92) followed by
low levels (M=3.98). In this case, low levels of touch were
closer to the midpoint of the scale than moderate levels.

Similar results were found for verbal behavior where low
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Table 7

The Intercorrelations Between Dependent Variables Cne, Two,

and Three (DV1, DVZ2, DV3)

Variable Mean Standard DV1 V2 oV 3
Devi

DV1 2.81 0.77 1.006

(Behavior

Appropriateness:

DV2 4.27 1.35 -0.37~ 1.CC

{(Likelihood of

Response)

DV3 3.71 1.05 ~-0.483%* C.59~* 1.00

(Assertiveness

cf Response)

P<.05
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levels (M=4.20) were nearer to the midpoint of the scale

than moderate (M=2.60) and high (M=1.65) levels.
According to Hypcthesis 4, higher levels gf rcle

ambiguity were expected to accompany less assertive

responses. Intercorrelations between dependent variables

one, two, and three (DV!, DV2, DV3) are presented in Table

—_—rre

‘. 3ignificant correlation {p<.05; were IZound petween IVL
and DV2 (r= -0.37'; DVl and DV3 (r= -0.483); and 2V2 and IV3
(r= 0.59). This means that higher levels sf inapprcpriate

the behavior is associated with a greater l1ikelihood of
resoonding and more assertive response strategies.
Therefore, behaviors that are more ambigucus were assoclated
with a lower likelihood of response and less assertive
response strategies. Not surprisingly, when individuals
indicated that they were not likely to respond, they also
chose less assertive response types.

Profile Analysis

The effects of the above variables on the percepticn of
role expectations and role behaviors were analyzed using
profile analysis. The relationship between the dependent
variables and most of the context variebles related tc
organizational factors, attributes of the person, and
interversonal factors were examined using Pearson
correlation coefficients. Main effects for each remaining
between-subjects variable related to attributes of the
person were examined using an analysis of variance (ANOVA).

Interactions between the attributes of the person and the
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three manipulated sexual harassment variables were
calculated. Eta-square values were used to determine the

amount of total variance accounted fcr by each variable and

a
=

the interaction <f the variables. Finally, three nmultip
regression analyses were pericrmed where esach dependen=t
variabls was regressed conts the context

Hypotheses Regarding Organizational

The characteristics of the organization were belleved
to affect the perception of sexual harassment. It was
expected that when making decisicns about perceived role
expectations, individuals in skewed-sex work settings would
be less likely to label harassing behavior as inapprcpriate

ikely tc respcnd assertively (Hypothesis 5.. Thls

} -+

and less
hypothesis was partially confirmed.

Individuals working 1n organizations that have stricter
pclicies and culture against sexually harassing behavicr
were hypothesized to hold stricter decision-making pclicies
and be more willing to label behaviors as inappropriate.
These individuals were also expected to chcose mcre
assertive response strategies (Hypothesis 6). This
hypothesis was supported.

Hypotheses Regarding Attributes of the Person

The individual characteristics of gender, race, and
marital status were believed to affect perceived rcle
expectations and subsequent role behaviors. It was
hypothesized that younger individuals, minorities, women,

and single individuals would be more likely to label
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behavior as sexual harassment and would be likely to respond
in an assertive manner (Hypotheses 7, 8, 9, and 10).
Findings contrary to that expected were determined for
Hypothesis 7, 8, and 10. Hypothesis 9 was confirmed for the
differences in perception, but not for differences in
response.

The attitudes individuals have regarding sexual

harassment were alsc beliewved tTc affect the percgcepticn ¢f
sexual harassment. It was hypothesized that individuals

with less accepting attitudes towards sexual harassment
would more likely label harassing behaviors as inappropriate
and wculd more likely respond actively and assertively

(Hypothesis 11). This hypothesis was confirmed.

Hypotheses Regarding Interpersonal Factors

Interpersonal relationships between individuals and
members of the organization were believed to affect the
perception of sexual harassment. It was hypothesized that
individuals who had previously experienced harassin
interpersonal behaviors would be more likely to label
different levels of harassing behavior as inappropriate and
would be more likely to respond to these behaviors
(Hypothesis 12). This hypothesis was confirmed for
perceptual differences and the likelihood of response.

It was also believed that individuals with other sex
supervisors would be more sensitive to sexual harassment,
and therefore would be more likely to label behaviors as

such. The response strategies of these individuals would
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Table 8
The Correlations Between Context Factors and Behavior

Appropriateness, Likelihcod cf Response, and the

Assertiveness of t“he Respcnse (DV1, V2, DV

Organizaticnal Factors Vi ovV2 V32
Gender -0.16* 5.08 3.3
Ratio 1
Gender -0.05 3.0¢9 5.C%
Ratio 2
Gender J.1:2 5.C09 .23
Ratio 3
OTSHI -0.17% 0.13* 3.14+
Risk Subscale
OTSHI -0.26* 0.13 3.20~
Serious Subscale
OTSHI -0.21~* T.20* G.27*
WNould-be-Done Subscale
Attributes c¢f the Person DV1 DV2 DV 3
Age -0.22* 0.09 9.21+
TSEI -0.30~ 0.29%* 3.9~
Interperscnal Factors ZV1 Dv2 DV3
SEQ 0.08 -0.02 0.01
Gender Harassment
SEQ 0.09 -0.08 -0.02
Unwanted Sexual Attention
SEQ 0.13* ~-0.03 -0.00
Sexual Coercion
SEQ ¢.06 0.08 3.06
Sexually Harassed
Supervisor’s 0.04 6.04 3.02
Gender

*E<.05
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also likely be more active and assertive (Hypothesis 13).
No support was found for this hypothesis.

Findings on the Organizational Factors

Level of Appropriateness of Benavior ‘DV1.. Pearscn

cecrrelation coefficients were caiculated between each of the
organizational factors and the average of =sach indiwidual’s
ratings of the perceived ievel of appropriateness cf :the
behavior. These correlations are presented in Tac.e 3.
gender ratio in the wcrkplace was examined using three
measures that questioned the proportion of men and women in
one’s general job classification {gender ratio 1;,
throughout one’s place of emplovment {gender ratio 2}, and
in cone’s department Or work group .gender ra

analyses, the gender ratic responses were mcdified tc a

e
[\

three-point scale as follows: 1 (almost all cne gender)
(approximately 25: one gender, 75: other gender); and 3
(approximately 50: of both). The gender ratio of the
general job classification (gender ratio 1) was £fcund to
significantly correlate with DV1 (r= -.16, p<.03}). As was
hypothesized (Hypothesis 5), those in skewed-gender
occupations were less likely to rate different behavicrs as
inappropriate in the workplace. No significant correlations
were found between the gender ratic subscales two and three
and the rating of the level of appropriateness cf behavior
(DV1) .

It was expected that the organization’s tolerance for

sexual harassment would affect the perception of

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



(o=
[
i

inappropriate behavior. Measures of organizational
tolerance for sexual harassment were examined using the
three subscales of the Organizational Tolerance for Sexua.
Harassment Inventory (OTSHI): Risk, Seriocus, and Would-pe-

Dcne. Six different sexually harassing sitcuations

2,
[
rY
1]

presented in this measurement instrument. The subscaie
measures are an average across these six harassing
situations. The Risk subscale is an indication of how risky
it would be for a woman to make a2 formal complaint abouz a
man’s sexually harassing behavior. The Serious subsca.e

indicates how likely it would be that the women woculd be

=

ai

o]

taken seriously if a formal complaint was made. Fi Y

(L

T a

G

3
@

the Would-be-Done subscale indicates what would e 1
formal complaint were made about the man in the described
situation. Significant correlations were found between the
three subscales of organizational tolerance and the ratings
of level of appropriateness cof the different behaviors ot
the 27 scenarios (DV1): Risk (r= -.17, p<.05}, Seriocus (r= -
.26, p<.05), and Would-be-Done (r= -.21, p<.05). It was
determined that individuals who were members of
organizations where it was not risky to report sexual
harassment were more likely to rate different harassing
scenarios as inappropriate in the workplace. Membership in
an organization where complaints are taken seriously and
where serious consequences face those who sexually harass

were significantly correlated with the perception of higher

levels of inappropriateness of behavior in the 27 scenarios
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developed by this researcher (DVi). These findings were
expected (Hypothesis ©6)

Likelihood of Response to the Behavior (DV2). No

significant correiations were found between tThe “hree gender

iincod of

r

esponse

b4

ratio subscales and the rating 2f zZhe lik

(]

1

wha ecced

O
cr

to the behavior. Thi was ex

n
(

is contrary t

'

{Hypcthesis 3).

Significant correlations were found between the
likelihood of response/response type and tha Risk (r= .13,
p<.05) and Would-be-Done subscales (r= .20, p<.05) of the
Organizaticnal Tolerance for Sexual Harassment Inventory
(OTSHI). The results are presented in Table 8. As was
anticipated (Hypothesis 6), individuals who were members cf
organizations where it was not risky to report sexual
harassment indicated that they were more likely to actively
respond to different sexually harassing situations.
Membership in an organization where serious consequences
face those who sexually harass was also significantly
correlated with the likelihood of an active response to
sexually harassing situations. No significant correlation
was found between the Serious subscale of the OTSHI and DV2.

Assertiveness of Response/Respcnse Type to the Behavior

(DV3). No significant correlations were found between the
three gender ratio subscales and response type chosen (refer
to Table 8). This is contrary to what was expected
(Hypothesis 5).

Significant correlations were found between the
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likelihood ¢ response/response type and all three subscales
of the OTSHI. Membership in an organization with low risk
for filing a formal ccmplaint about harassment was

significantly correlated with choosing an active response to

-

harassing incidents {(r= .14, p<.23;. Membership an
organization where complaints are taken seriogusly [r= .27,

)
[

o

ncse wWLo

(

p<.25) and where serious consequences fa
sexually harass fr= .27, p<.05) were positively correlated

p

level of assertiveness cf ti

y

with the anticipated e response

S

to sexual harassment scenarios. These findings confirm what
was expected (Hypothesis 6).

Findings on the Attributes of the Person

Level of Appropriateness of Behavicr 'TVi;. A summary

of the analysis 9of variance conducted on the =ffects ¢ the
attributes of the person on the level of appropriateness of
the behavior (dependent variable cne} are oresented Iin Taple
4, There were significant main effects for Gender
(F(1,212)=7.16,p<.05], Race [F(1,212)=6.81,p<.03}, ard
Relationship status [(F(1,212)=4.85,p<.05].

It was determined that females (M=2.6%9) were mcre
likelv to label the different behaviors described in the
scenarios as inappropriate than males (M=2.96). This was
expected (Hypothesis 9). Due to small cell sizes the races
were grouped as Whites and non-Whites. For the purpose of
the analyses, non-Whites consisted of the Asian, Black,
Hispanic, and "Other" categories. Contrary to what was

expected (Hypothesis 8), it was revealed that Whites
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Figure 7. The interaction of verbal behavicr and gendsr on
the perceived level of appropriateness of the behavicr

(dependent variable one).
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(M=2.71) were more likely to label behavior as inappropriate
than non-Whites (M=2.98). Relationship status also affected
the percepticn ¢f sexual harassment. Due to small cell

sizes, relationship status was collapsed intoc Zwec groups:

[na

fu

single and not single {all cther categories;. <Contrary o
what was hypcthesized (Hypothesis 10}, single individua.s
{M=2.29) were less likely tc label behaviors as

&,

(&)

inappropriate than those that were not singie (M=2.

A couple of significant two-way interactions occurred
for the attributes of the person and verbal behavior. A
significant two-way interaction cccurred for Verbal x Gender
[F(1,212)=6.99,p<.05]. Post hoc analyses revealed
significant differences between the interaction means as
shown in Figure 7. Males and females did not differ when
the verbal statement was not likely to be harassment (i.e.,
low verbal condition). Males and females rated the level of
appropriateness similarly when the verbal behavior was low
in harassment. However, thev did differ in their ratings atc
moderate and high levels of verbal harassment, where females
were more likely to label the statements as inappropriate 1in
the workplace. For both sexes, the different verbal
statements differed from each other as expected (definitely
appropriate to definitely not appropriate).

A significant two-way interaction also occurred for
Verbal x Race [§(1,212)=8.28,E<.05]. Refer to Figure 8.
Whites and non-Whites did not differ significantly in

whether they thought the behavior was appropriate in the
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rigure 8. The interaction of verbal behavior and race on
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Figure 9. The interaction of touch, verbal behavior, and

race on the perceived level of appropriateness of the

behavior (dependent variable one).
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workplace when the verbal statement was not likely toc be
harassment (low). However there were significant racial
differences in the rating of verbal statements that were
designed to be moderately and hilghly harassing, where Whites
rated the benaviors as iress appropriate in tThe workplace
than non-Wwhites.

A significant three-way interactions also occurred for

Touch x Verbal x Race [F(1,212)=5.96,p<.03]. Thi

n

interaction is further examined in Figure 8. Across aimost
all levels of touch and verbal behavior, Whites indicated
that the behavior was significantly less appropriate than
ncn-Whites (i.e., more likely to be harassment). There were
three exceptions. Non-Whites actually rated the condition
of low touch and low verbal as less appropriate than Whites.
The races did not differ in their ratings of the
appropriateness of the behavior when low levels of verbal
harassment were coupled with moderate levels cf touch.
Finally, Whites and non-Whites were alsoc equally likely to
rate the behavior as inappropriate when the level of touch
and verbal behavior were both high. When examining
differences within the races it was determined that across
low and moderately harassing verbal statements, both Whites
and non-Whites indicated significant differences in the
level of appropriateness of the different levels of touch.
At the condition of high wverbal harassment, Whites and non-
Whites perceived highly invasive touch to be significantly

less appropriate than the other levels of touch. Thus no
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differences were found within the races for low and moderate
touch conditions when experiencing high levels cf verbal
harassment. Across low and moderately invasive touch, both

Whites and non-Whites indicated

4]
}-t
«Q
o]
[
rh
’.l
O
[\1)
or
(O3
[Radd
rn
rh
0]
L\
®
&
0
O
u
+
o)

the level of appropriateness of the different levels ci

verbal harassment. For highly invasive touch, Whize

n

perceived highly harassing verbal statements tTo e

significantly less appropriate than low levels cf verbal
harassment. However, at highly inwvasive tcuch ncn-Whites

found highly harassing verbal statements to pe less
appropriate than both low and moderately harassin
statements.

Age was found to predict the perception of
inappropriate behaviors (refer to Table 8). It was found
that younger individuals were less likely to rate behavior
as inappropriate than older individuals (r= -.22, p<.05).
This was contrary to what was expected (Hypothesis 7).

Attitudes toward and acceptance of sexually harassing
behaviors were measured using the Tolerance for Sexual
Harassment Inventory (TSHI). It was expected that those

with less accepting attitudes toward sexual harassment would

be more likely to rate different levels of harassing

behavior as inappropriate (Hypothesis 11). This is indeed
what occurred (r= -.30, p<.05).
Likelihood of Response to the Behavior (DV2). A

summary of the analysis of variance conducted on the effects

of the attributes of the person on the likelihood of
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Figure 10. The interaction of verbal behavior and race on

the likelihood of response to the behavior (dependent

variable two).
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response to the behavior (dependent variable two) are
presented in Table 5. There was a significant main effect

<.325].

o

for Relationship [E(1,212}=4.61,
Contrary to what was aypothesized (Hypctheses 2 zna 9;

there ware no significant dif

rh

erences bpetween Tthe races crT
genders on the likelihocd that they would respond to the
situation. Non-single individuals (M=4.53) were more _1xely
to actively respond to the different situazicns than sing.e
individuals (M=4.16). This was contrary Tc what Was
expected (Hypothesis 13).

A significant two-way interaction occurred for
Verbal*Race [F(1,212)=5.47,p<.03]. Post hcc analyses
revealed significant differences between the interaction
means as shown in Figure 10. Whites and non-Whites differed
only in their likelihcod of response to verbal behavicrs
that were low in harassment, where non-Whites were more
likely to respond. Thus no differences were found petween
the races when verbal harassment was moderate or high.
Within the races there were significant differences in the
likelihood of response, where each race indicated a higher
likelihood of respond to more harassing verbal statements.

A significant three-way interaction also occurred for
Gender x Race X Relationship [F(1,212)=12.28,p<.05]. For
further explanation of this interaction refer to Figure 11l.
Within genders, significant differences in the likelihcod of
response were only found for males. When examining single

males, non-white males were more likely to respond to the
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Figure 11. The interaction cf gender, race, and

relationship status on the likelihood of response to the

behavior (dependent variable two).
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different harassing situations than white males. However,
when examining non-single males, white males were more
likely to respond than non-white males. White males who are

not single are more likely TG respond to the situaticn than

white males wno are singie. No dififerences were found in

l,l.
-

the likelincod of response across the differenc tTypves <

relationships for non-white males. Again, nc significant

s

'O
]
()
v
't
£
0]

differences were found across race and relaticnshi

e was found

n

O

for women. However, cne significant differern
between the genders. When examining non-single individuals,
white men were more likely to respond than white women.

Although age was predicted to affect the likelihood of
response to inappropriate behavior (Hypothesis 7), no
relationship was found (refer tc Table 8).

Those with less accepting attitudes towards sexually
harassing behavicrs (TSHI) were found tec indicate a higher
likelihood of response to inappropriate behavicr (Hypothesis
11; r= .29, p<.05).

Assertiveness of Response/Respcnse Type to the Behavior

(DV3). A summary of the analysis of variance conducted on
the effects of the attributes of the person on the
assertiveness of the response/response type (dependent
variable three) are presented in Table 6. No significant
main effects were found for Race or Gender. This is contrary
to what was hypothesized (Hypothesis 8, 9). There was a
significant main effect for Relationship [F(1,212)=6.15,

p<.05]. Single individuals (M=3.60) chose less assertive
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response types than non-single individuals (M=3.99). This
is contrary to what was expected (Hypothesis 10).
Age was found to correlate significantly with the level

<.305i.

[§N]
I

o]

of assertiveness of the response Lype (r= .

4

Older individuals were found to indicate more assertive
response strategies. Again, this 1s contrary to :th
expected findings (Hypothesis 7).

Those who indicated lower levels cf tclerance Icr
sexual harassment (TSHI) were found to alsc select more
assertive response strategies (r= .19, p<.05).

Findings on Interpersonal Factors

Level of Appropriateness of Behavior (DV1). Pearson

correlation coefficients were calculated between each c¢f the
interpersonal factors and the average of each individuals’
ratings of the level of appropriateness of the behavior.
These correlations are presented in Table 5.

A person’s previous experience with harassing
interpersonal behaviors was expected to affect the
perception of whether different behaviors were appropriate
in the workplace (Hypothesis 12). The Sexual Experiences
Questionnaire (SEQ) was utilized in order to measure one’s
previous experience with sexual harassment. The SEQ is
divided into three subscales that address different types
with harassing behavior: gender harassment, unwanted sexual
attention, and sexual coercion. An additional item that
uses a dichotomous yes/no response set asks individuals it

they have ever been harassed. The findings indicate that
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the sexual coercion subscale significantly correlated with

the average ratings ¢f level of appropriateness of the

-

behaviors (r= .13, p<.05). This means that individuals who

had previously experienced sexual coercion were more lixely

b3

iffering degrees of harassing behavior as

Q.

to rate the

-

ineppropriate. Nc significant correlatlions were
between DVl and the gender narassment and unwanted sexuai

atec

(D

ntion supscales. Responses To the item tThat asks

1 : Dt = M
Y 1al DIeViCUS.iy Deer

t

i

rt
0
O

par ipants to indicate whether
harassed also did not correlate with DVL.

The gender of one’s supervisor was beliieved to affect
the perception of sexual harassment (Hypothesis 13).
However, a significant correlaticn was not found between the
supervisor’s gender and the average perceived level of

appropriateness of the behavicrs in the 27 scenarios (DV1).

Likelihood of Response to the Behavior (DV2). No

significant correlations were found between the subscales of
the Sexual Experiences Questionnaire and DV2 (refer tc Takle
8). The gender of one’s superviscr was also not related to
DV2.

Assertiveness of Response/Response Type tc the Behavior

(DV3). No significant correlations were found between DV3
and a measure of the previous interpersonal experiences with
sexual harassment (SEQ). The gender of one’s supervisor was
also not related to the average response type chosen {DV3).

Findings on the Multiple Regression Analyses

Level of Appropriateness of Behavior (DV1). Dependent
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Table 9

Beta Weights of the Context Factors for Dependent Variables

One, Two, and Three (DV1l, DV2, DV3)

Organizational Factors DV1 Dv2 DV3
Gender ~-0.113 0.022 0.082
Ratio 1
Gender 5.03% 5.1.08 -0.3549
Ratio 2
Gender -3.06z -3.51zZ S..1%
Ratio 3
OTSHI -0.049 D0.112 G.032

Risk Subscale

OTSHI -0.141 -0.0687 ~5.004
Serious 3Subscale

OTSHI 0.008 5.200 0.250~*
Would-be-Done Sukscale

Attributes of tne Perscn DVl oVZ V3
Age -0.165* 0.C1:Z 0.113
TSHI -0.270~ 0.293~ g.1l61l~
Tnterpersonal ractors DVl oV2 oVz:
SEQ -0.374 5.35% 5.289

Gender Harassment

SE 0.223 -0.328~ -5.2582
Unwanted Sexual Attention

SEQ 0.302 0.151 .01
Sexual Ccercion

SEQ 0.165% -0.011 -¢.04¢
Sexually Harassed

Supervisor'’s C.C053 0.043 c.05¢9
Gender

*E<.05
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variable one (DV1} was regressed cnto variocus context
factors (refer to Table 9). Due to the nature of the
hypotheses of this study, the standardized beta weights wer
based only on the main effect context variapbles and
interactions were not taken into account. The coverall
adjusted R-squared for thls regressicn analysis was ..¢32.
The results indicate that when perceiving inappropriats

behavior in the workplace, one’s tolerance for sexual

1l

|
.
N)

harassment was given the most weight (TSHI; Beta
followed by the age of the rater (Beta = -.165; and one’s
personal experience with having been sexually harassed (Beta
= .165). These were the only statistically significant beta
weights found.

Likelihood of Response to the Behavior (DV2).

Dependent variable two (DV2) was regressed ontc the context
factors (refer to Table 9). It was determined that the
overall adjusted R-squared was .1182. It was determined
that one’s interpersonal experiences with receiving unwanted
sexual attention (Beta = -.528) was given the most weight
when deciding the likelihood of respond to different levels
of inappropriate behavior. One’s tolerance for sexual
harassment was also given significant weight (TSHI; Beta =
.293) when making decisions regarding DV2.

Assertiveness of Response/Response Type to the Behavior

(DV3). A third regression analysis was performed on the
assertiveness of the response/response type chosen. The

overall adjusted R-squared was .1026. The results indicate
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that when choosing a response type the individuals gave the
most weight to their organizations’ tolerance fcr sexual
harassment in terms of what would be done if a woman made a
complaint against a man in your department {Beta = .285C!.
Individuals also ccnsidered their own tolerance for sexual

harassment (TSHI; Beta = .161) when making decisions.
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DISCUSSION

The purpose of this research was to utilize policy
capturing techniques to analyze the different poclicies
individuals use when determining sexual harassment. The
importance of level of power, verbal rtehavicr, and
invasiveness of touch were examined. Additionally, roile
theory was appliied to the sexual harassment paradigm in
order to understand how context factors within an
organization affect the perception of sexual harassment.
Profile analysis was used to determine how The percepticn
of what constitutes harassing behavior 1s mitigated by
one’s role in the organization.

A number of hypotheses concerning the percepticn of
harassment were developed. In the follcwing sections, each
hypothesis will be addressed in terms of the findings and
implications of this research. Most hypotheses regarding
the manipulated variables and the context factors were
confirmed. However, not all hypotheses regarding cthe
application of role theory to understanding sexual
harassment were confirmed. As will be discussed, it 1is
believed that various methodological shortcomings may have
weakened the impact of some of these variables. 1In
addition, implications for organizations in terms of sexual

harassment policies will be examined. Methodological
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issues and future directions for sexual harassment research
will alsoc be considered. Finally, a brief summary of the
major findings will be presented.

Hypotheses 1, 2, 3, and 4

According to role theory, members of the role set

communicate their expectaticns and attempt to infltence %Zhe

b4
O

€6

~—

behavicr of the focal person (Katz & Kahn, 1 .
Expectations that are communicated can differ in magnitude,
specificity, and intensity (Gross, Mason, & McEachern,
1958} . Scmetimes the expectations cof members of the rcle
set (supervisors, coworkers, and subordinates)} may ope
sexual in nature and hence be labeled as sexual harassment.
However, determining what exactly constitutes sexual
harassment can be difficult because the perception cf
harassment differs between individuals (Terpstra & Baker,

1987) . Certain types of touching or verbal remarks may be

SO

’_4

welcome to some individuals but not others. It a
depends upon who touches the individual and who it is that
makes the verbal remark. It was hypothesized that more
invasive touching and more explicit and personal verbal
remarks would more likely be viewed as harassment and lead
to more assertive responses. It was also predicted that
the relative power of the initiator would affect the

perception of harassment, with supervisor harassment more
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offensive than coworker harassment, followed by subcrdinate
harassment.

The results of the analyses provide support for
Hypotheses 2 and 3. When the level of touch was more
invasive and when the verbal remarks were mcre explicit and
personal, individuals indicated that the behavicrs were
less appropriate and that they would te more li¥ely Tc

respond in an assertive manner. What was not expected

2,
M
b
o

some of the findings for Hypothesis 1, which addressed the
relative power of the initiator. Participants indicated
that when the described behavior was initiated by a
coworker, they were less likely to view the behavior as
inappropriate and were also less likely to respond to the
behavior than if the behavior was initiated by either a
supervisor or subordinate. No differences between the
levels of power were found in the type of response chosen.
It was expected that supervisor harassment would be viewed
as less appropriate and more likely to lead tc assertive
responses based on previous research findings (Samoluk &
Pretty, 1994). However, it was not expected that
subordinate harassment would be less tolerated than
coworker harassment. A possible explanation for tais
finding is that coworker harassment is actually the most

common form of harassment (Gutek, 1985), therefore
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individuals may be more desensitized to this form of
harassment. Additionally, since there are no relative
power differences between coworkers, this ZIfcrm cf
harassment may seem less threatenling. Subkcrdinate
harassment is alsoc less common than cowcrker narassment,

thus it may be viewed as more salient and therefcre mcre

£3

inappropriate. Most of the previcus research on level cf
power and harassment nas failed tTc address sukordinate
harassment.

The perception of role ambiquity 1s related to the

‘neret;

clarity of the sent role (Katz & Xahn, 1964).

)
ry
WD

Hypothesis 4 predicted that more subtle and less explicit
forms of sexual harassment wcuid lead £ nigher levels o
role ambiquity. It was predicted that behaviors initiated
by a coworker or subordinate and more moderate forms cf
touch and verbal behavior would be associated with higher
levels of role ambiguity. The results c¢f the analyses
revealed that behaviors initiated by a coworker and 1cw
levels of touch and verkal behavior lead to higher levels
of role ambiguity. However, role ampbigulty was measured
indirectly based on the modification of the scale suggested
by Ilgen and Hollenbeck (1991). Experienced role ambiguity
was assessed as the midpoint of the scale for DVi. This

scale measured the level of appropriateness of the
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behavior. Whether the exact midpcint of the scale is
indeed an indication of experienced role ambiguity is not
known and should be addressed in future research.

Role ambiguity has been found tc have many affective
and behavioral effects on the individual {(Jackscn &
Schuler, 1985). In this research it was alsc expected that

higher levels of role ambiguity would be associated with a

n

lower likelinood of response and iess assertive respon

n

e

types. Based upon the analyses this was confirmed. The

Hh

lcantiy

level of appropriateness of the behavior was signi
related to both the likelihood of response ancd the
assertiveness of the response; where less apprcopriate
behaviors correspcnded with a higher likeiinhocd of response
and more assertive response types. Therefore, nigher
levels of role ambigulty were associated with a lower
likelihood of respcnse and .ess assertive response Types.
Again, this is an indirect assertion.

Hypotheses 5 and 6

According to role theory, characteristics of the
crganization affect the role sending and receiving prccess
(Kahn et al., 1964). Many organizaticnal factors have been
found to influence role behaviors (Katz & Kahn, 1966). Two
organizational factors that were addressed in this research

were the gender ratios of the workplace and the
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organizational tolerance for sexual narassment.

Although individuals in skewed-sex environments have
been found to experience higher ilevels of harassment
(Mansfield et al., 1991), these individuals are less likely
to identify or report harassing pehaviocr due t©o being
desensitized to harassing pbehavicr or from group pressures
(Fain & Anderton, 1987). It was expected tThat individuals
in skewed-sex working environments wculd be less likely zo
label different levels of harassing behaviors as
inappropriate, be less likely to respond to the behavicr,

and be less likely to choose an assertive respgnse Lype.

&
2
o
n
O
o]
'
<

However, based on the analyses Hypothesis

- . g

likely to rate different behaviors as inapprcpriate in the
workplace, but no differences were found in the likelinocd
of response or the assertiveness of the response. Gender

ratios throughout one’s place ¢of employment and in cne’s

n

Wworx group were nct found to be asscciated with tThe rating
of appropriateness of the behavior, the likxelihcod of
response, or type of response chcsen. One possible
explanation for some of the above findings is that

individuals may have separated their own experiences within

their workplace and workgroup from the situations described
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benaviors experienced py a fictitious and

each individuzl was asked tc imagine that
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situation that the scenarics described with

environment. This may be due to the way in

individuals were Instructed

The scenarics may

joint prot

encompasses.

-

The formal policies and culture of an organi

affect role behaviors (Katz & Xahn, 1966).

and culture ocutline zThe diffe:

e . 1

=

I

red and pcs

olera b

It was predicted frcm

organization’s policies and culture regarding
for sexual harassment would affect the perception

inappropriate behavior and the response to it. B

the analyses, individuals who were members of org

with stricter
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harassment were more likely to label benhavicrs as
inappropriate and were more likely To respcnd assertively.
Using multiple regressicn analysis it was revealed that the

organization’s tolerance for sexual harassment in tTerms 3sf

n
th

the consequences =o the harasser was Isund To pe given the

’- ']
(@]
[
L
n
n
®
(A1
ct
| )
<
O
]
[t
n
n
)
Fh

most weight when determining the leve

the response chcsen.

iypotheses 7, 3, 9, 14, and 1l

L

+

According to role theory, during the process of role

sending and receiving the attributes of the person affect

Fh

the perception cf the sent role and subsequent rcle

behavior (Katz & Kahn, 1966). A number oI individuadil

characteristics were hvpothesized Tc arffectT the gerceptlicn
of sexually harassing role expectations. These variables

included gender, age, race, marital status, and an
individual’s attitude toward and acceptance of sexual
harassment.

It was aypothesized that younger persons, minorities,
wemen, and single persons would be more likely Tc label
behavior as sexual harassment and would be more likely to
respond in an assertive manner (Hypotheses 7, 8, 9, and
1C). Age was found to predict the perception the
appropriateness ¢f different role behavicrs and the typve of

response strategy chosen. However, the findings were
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contrary to what was expected in Hypothesis 7. JOlder

individuals were found tc hold stricter policiles regarding

[

the labeling of appropriateness of behavior and were aliso

mcre likely to respond assertively. Using multiple
Y X

regression analyses, it became apprarent cthart age was a

A}

i ifica % y IR D T a T oA
significant factor when determining .Level of

0

appropriateness of behaviors. Althcocugh harassment has Dpeen
found tc cccur mcre frequently in younger individuals
(Gruber & Bjorn, 1982; Fain & Anderton, 1987), these
individuals may expect to be harassed mcre and therefore be
somewhat desensitized tc harassment. Another peossible
explanation is that ycunger iIndividuals ncld mcre lenien
standards as To what actually constitutes harassment and
view less clear-cut forms of harassment as joking in nature
or see it as just in fun.

Race was found to affect the perception cf sexual
harassment. Contrary tc what was expected in Hypothesis 3,

hites were mcore likely to label kenavicr as ilnapprcpriate

<

than non-Whites. However, no differences were found
between the races in the likelihood of response or the type
of response chosen. These findings were surprising based
on previous research which found that minorities were more
likely to report being harassed (Gruber & Bjorn, 1982; Fain

& Anderton, 1987). However, non-Whites may expect to be
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harassed .nore and therefore be more desensitized to the
type of harassment examined in this research ({(hostile

environment harassmenrt). Future research shculd address

possible differences in <cther forms of narassment ' i1.=2.,
quid oro quo; .

Tnroughout the sexual harassment _iterature, women
have been found o experience higher rates ci sexual

O

harassment than men {e.g., Komaromy et al., 1993; Rcscce et
al., 1987) and to differ in their perception of sexual
harassment (e.g., Baird et al., 1995; Weiner, 1995).

Gender was expected to affect the perception of narassment

in tThis research, with women Leling more .ixely To label

women weres mcre _ikely o lacel fehavicr as inapprcpriate.
However, no differences were found between the genders on
the likelihood c¢f response or the response type chosern.
This mav be in part due to the prevalence of nonpublic
responses to harassment. Gruber and Bjcrn (1982, fcund

thatT The two mest common methods ©f dealing with ha

=

3

ssment

*
'
)

used by women were ignoring the harassment and responding
mildly to it. Also, the type of harassment examined in
this research was not as direct or severe as quid pro quo

harassment. In fact, Loy and Steward (1984) found passive
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responses (ignoring the incident) from women who
experienced what they called commentary narassment (sexual
jokes cr comments). In order to find differences in the
response to harassment, future studies may need tc address
a wider gamut of behaviors that encompass sexuail
harassment.

.

T 3 i 3 « —~ S o~ -~ -~ T Y ers oAy Y el oA
It was predicted in Hypothesis 1L That individualis whe

»

were single wculd be more likely to label benavicrs as
inappropriate and be more likely to respond more
assertively to the situation. Contrary to what was

expected, when compared to non-single indiwviduals, single

n

individuals were actually less likely to label benavicrs a
inappropriate and were also less likely to respond tc the
behaviors in an assertive manner. Based on previous
research, single individuals have been fcund to pe the
target of greater harassment than non-single individuals
(Gruber & Bjorn, 1982; Fain & Anderton, 1987). However,
similarly with the findings of younger individuals and

sed

n

minorities, single individuals may expect tTo be nara
more and therefore be more desensitized tc harassment.
Another possible explanation is that single individuals
hold more lenient standards as to what actually constitutes
harassment and view less clear-cut forms of harassment as

joking in nature or see it as Jjust in fun.
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Individuals have been found to differ in their
attitudes toward and acceptance of sexual harassment (e.g.,
Cohen & Gutek, 1985; Kremer & Marks, 1992), and differences

in these attitudes are believed to affect how sexually

harassing role expectations are perceived and responded to.
It was anticipated in Hypothesis 11 that individuals with
less accepting attitudes towards sexual haraSsment would be
more likely r£o label behavior as inapprcpriate and ce more
likely to respond actively and assertively. Based on the
analyses, this hypothesis was confirmed. Multiple
regression analysis revealed that one’s previous experience
with sexual harassment was given significant weight when
ocne determined the level of appropriateness of the
behavior, the likelihood of response tc the behavior, and
the level of assertiveness of the response. Therefore,
when considering how individuals perceive and react to
harassment, it is essential to consider their existing
attitudes about sexual harassment.

Hypotheses 12 and 13

According to role theory, interpersonal relationships
between focal persons and members of their role set affect
how sent-roles are perceived and responded to (Katz & Kahn,
1966) . Interpersonal relationships have similarly been

found to affect the perception of sexual harassment (Kremer
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& Marks, 1992). It was asserted in Hypothesis 12 that
individuals who had previocusly experienced harassing
interpersonal relationships would be mcre Iikely to label
different behaviors as inappropriate and be more l1ikely to
respond tc these behavicrs. Previcus sxperienges wiih
gender nharassment, unwanted sexual attention, and sexual
coercion were examined as well as the identification tnat
one had previously experienced sexual harassment.

Those individuals who had previously experienced
sexual coercion showed significant differences in their
labeling of inappropriate behavior, where they were more
likely to label behaviors as inapprcpriate. Multiple
regression analysis revealed that whether an individual nad
been previously harassed was given significant weight when
determining the level of appropriateness of the behavior.
The findings also revealed that one’s previous experience
with unwanted sexual attention was given significant weight
when determining the likelihood that one would actively
respond to the situation. However, no differences were
found in the actual response type chosen. These results
coincide with previous sexual harassment research £findings
that indicate the frequency of previous harassing behavior

affects the perception of future interpersonal interactions

(Konrad & Gutek, 1986; Loy & Steward, 1984). However,
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there was a general lack cf significant findings fcr socme
types of sexual harassing experiences and for the type of
response chosen. This may be due tTo the fact that zhis

research did not address alil types cof sexual narassment and

b}

the type of harassment aifects the respocnse = nocsen
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(Gruber & Biorn, 1982; Loy &% Steward, 19
possible that individuals have separated their own past
experiences with sexual harassment from the situaticns
described in the scenarios. The scenarios described
different behaviors of fictitious persons. Individuals may
not have associated the situation that the scenarios
described with their own interpersonal experiences with
harassment.

Previous research has found that individtuals with
other sex supervisors are more likely to be harassed
(Maahs, 1995). Therefore the gender of one’s supervisor
was believed to affect the perception of sexual harassment,
where those who had other sex supervisors would be more
sensitive to harassment and more llkely tTo lLabel behaviors
as such. Based on the analyses, Hypothesis 13 was not
confirmed. The gender of one’s supervisor did not affect
the perception of or reaction to the behaviors described in
the scenarios. It is suspected that individuals may have

separated their own experiences with their supervisor from
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the situations described in the scenarics. This may be due
to the fact that the scenarios depicted harassment by not

only supervisors, but by cowcrkers and subcrdinates as

well. The gender cf o-ne’s superviscr may osn.y aZfect the
reaction to supervisor narassment. [uTure research snould

address this concermn.

ns

@]

rt

Implications for Crganiza

th
«Q

The issue of sexual harassment is ¢ reat Interest o
many organizations due to the profound effects it can have
on such factors as turnover, absenteeism, work performance,
job satisfaction, and motivation (e.g., Gruber & Bjorn,

1982; Gutek & Koss, 1993). Additicnally sexual harassment

can affect the psychological well being of its victims

Q

(e.g., Thacker & Gohmann, 1993). Due ©tc the prevalence and
cost of sexual harassment, 1t has become essential zc
understand what exactly constitutes sexual harassment and
how one’s percepticn of harassment is mitigated by one’s
role in the organization. This research attempted to

address some of these questions.

T is apparent that

}-te

Based on results of this study
individuals vary widely in what they perceive to be sexual
harassment. Context factors do appear to aifect the
perception of sexual harassment. Organizational €factors,

such as the policies and culture of the organization
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regarding harassment, have been fcund to play a role in the
labeling of sexual harassment. Individual differences in
the perception of harassment have been found to exist
across gender, race, age, relationship status, and the
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of one’s previous interperscna

can aisc affect the perception of narassmen=.

Al

It is therefore essential for crganizatisns %o define
strict policies against harassment that lead to severe
consecuences for the perpetrator and no negative
consequences for those who report harassment.
Organizations must also recognize that differences do exist
in the perception of harassment and thus develop training
programs emphasizing that sexual remarks and behaviors of
any nature are not appropriate and unacceptable in the
organization. Employees should be taught that even thcugh
they may not perceive certain types of behavior to be
inappropriate that others may. Additionally, it should pe
emphasized that harassment can occur across all levels of
power, and that all types are not tolerated. It may also
be useful to identify specific types of behaviors that the
organization defines as inappropriate particularly those

behaviors that are less clear-cut and lead to feelings of a

hostile work environment.
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Methodological Issues and Future Studies

In order to measure the perception of sexual

harassmenst this researcher develsred 27 different scenarics

th
thy

. - -
arent .eve.s T

that were believed %o depict dif

harassment, from _ow or no narassment, ncderats narassment,

H

[ 1 i ~€ = 5 - S amTan oy
tc high ievels cf nar nt. Three variap.es were

w
n
n

m

()

manipulated: power, touch, and verbal. pehavior. The issue
of realism cf the develcped scenarios was addressed using

ne

ct

two dependent measures; one variable inquired as tc
ease with which each situation was imagined and the other
dealt with whether the situation could actually occcur in
the workplace. Although differences were found in che

ability of participants to imagine the different levels cf

the manipulated variables and the likelihood of occurrence

{n

Emr
for

n

of the different levels of behaviors,

2]

ean response

lated

§

}4.

the level of realism of each level cf the manipi
variables were still sufficiently high enough toc ensure
adequate realism.

Lower levels of verbal and nonverbal harassment were

easier to imagine and were perceived to be more likely to

h

th
t

occur, however this most likely reflects the prevalence oI
less severe forms of harassment {e.g., Merit System

Protection Board, 1981). It was also easier to imagine

situations that depicted coworkers, and those that depicted

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



[ ahd
w
(o]

subordinates seemed least likely to occur. Again, this is
most likely reflects the fact that coworker harassment is
most prevalent form of harassment arnd subordinate
harassment is the least preva.ent Icrm of narassment

(Gutek, 1985).

In light of the significant effects observed in the
measures of realism, the guestion arises as tc the sxtfent

)

t
[

to which the realism perception was reflected in the
primary dependent variables. Therefore, in order to assess
the extent to which the judged realism of the scenarios
(DV4 and DV5) was reflected in the ratings cf
appropriateness (DV1), likelihood of response (DV2), and
response strategy (DV3), and the extent to which further
analyses of the primary dependent variables would need to
be qualified because cof these relationships, an ana.yslis o
covariance cf these variables (DV1, DV2 and DV3) was
computed using DV4 and DV4 as covariates. The results of
the analysis of covariance revealed that the likelihood of
occurrence in the workplace (DV5) was a significant
covariate for level of appropriateness (DV1; F(1,212)=
14.58,p<.05), for likelihood of response (DV2; F(1,212)=
4.67,p<.05), and the assertiveness of tThe respcnse strategy

selected (DV3; F(1,212)=11.30,p<.05). For the likelihood

of response (DV2), the ease of imagining the situation
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(DV4) was a significant covariate {F{1,212)=13.30,p<.03].

In spite of the significance of these covariates, the

H

effect that this had on the independent variabies oI Powe

Touch, Verbal behavior, and thelr significan:i Ln-eracticns

was neqgligibie in all cases.

It has pbeen noted that use oI ana.ysis oL covariance

ituations in which the covariates arae acTilia _y

- -
in \_k‘LOS

D
wn

affected by the tTreatments leads

=

interpretation of results (Winer, Brown, & Michels, 1991).
For this reason, use of the analysis of covariance as the
primary analysis for these data was not desirable.
Consequently, in light cf the minimal effects of the
covariates on the factors of interest in this study, itT was
decided to proceed with analyses without adjustments for
the covariates.

This research addressed aspects of hostile environmenc
harassment and the effect of context factors on the
perception of harassment and the response to it. It is
suggested that future research examine the effect that
context factors may have on the perception of other forms
of harassment, such as quid pro quo harassment. The
scenarios in the present study also addressed oniy certain
types of harassment and only certain verbal and physical

behaviors. Although the scope of this research was
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intentionally restricted so as not to become unwieldy,

behaviors.
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future research should address a wider arra:

It would alsc be useful to address other aspects cf ncon-
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verbal behaviors besides touch, such as prox:
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gaze. Mcore sophisticated resear« ,
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actual videotaped scenarios TLo better address subtie

differences in pehavicr.
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ed in this research were written in

n
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the third person; they describe the interactions of a
fictitious Ann and John. Individuals were asked to imagine
themselves as Ann and to answer the questions accordingly.
Although it seems that the scenarios had high levels of
realism, individuals may not have associated their own work
environment with that depicted. That is if an individual
is employed by Company X, they may not have imagined the
scenarios to be occurring within Company X. Therefcre, the
impact of the context variables on the perception of
harassment would not be as great. Additionally, the
scenarios described a joint project between Ann and John,
however this may not reflect the type of tasks an
individual encounters in their workplace. Also, male
participants may have had difficulty imagining themselves
in the role of a female. It is therefore suggested that

future studies address the issue of task relevance and
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utilize a first person rerspective.
Another issue of concern tTo this researcher is the
measurement of role ambiguity. Rcle ambiguity was assessed

measurement scale suggested Ty Ilgen

[
e}
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y
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O
ct
[
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ATl
w
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i
ot
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and Hollenbeck 1991,. The midpcint of

roT e 32 precise measure oI rcle amplguliTy; rT.e amicligully
is more lixely reflected In a range c¢I va.ues near the
midpoint of the scale. Future research should further

address the issue of role ambigquity and refine

0

+
“

(=8

measurement.
Summary
This research examined differences in the perception
of and response to sexual harassment. Rcle theory was
utilized to understand how the manipulation of roie
expectations affect role perceptlions and anticipated role

1CexXT factcrs con tThese

3

pbehavicrs. The influence oI cc
percaptions and behavicrs was also examined. The
perception of and response to sexual harassment were
affected by the level of invasiveness of touch, the level
of verbal benavior, and the relative power of the
perpetrator. Different organizational factors, personal
attributes, and interpersonal factcocrs were fcocund to affect

the perception of sexually harassing role expectations and
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anticipated role behaviors. Role perceptions and behaviors

s |

were influenced oy the gender-racio ¢f one’s sccupation;
the organization’s policies and culture regarding its

tolerance for sexual narassment,; the rater

race, and relaticnship status; one’s =tclearance fgr sexual
harassment; and Zne’s Crevicus exXper.ence wWiith CZerzZaln
types of interpersonal harassment.

Althcugh all a priori hypctheses regarding tTne cconoext

factors were not confirmed, it is stilil pelieved thart role

rt
Ly
o

theory provides a viable model £fcr understanding

T
»
13
)
T

perception of sexual narassment. It 1s peileved any
lack of significant findings 1is due toc the varicus

methodological shcrtcomings descriped above. Nonetheless,

differences in the perception o¢f and response <o sexual

v

harassment were found zcross the levels of berhavicrs
depicted and were affected by varicus cContexT IacTtIrs.
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Project Questionnaires 2

Experimenter:
Faculty Advisor:
Time:

Credit:

Subjects Needed:

Description:

Lora L. Jacobi

~

r. Giynn Coate

)}

i

C
n

Approximately 2 hours

v

credi

¢t

s

Men and women (13 years cld c¢r sider:
o) o}

who are currently employed 2r who have
peen employed within the last six montis
and have not rarticipated in ZProliect

4

Cuestionnaires 1

Take-home Packets cha: inciude
questionnaires about different
workplacescenarios and past workplace
experiences

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



168

Apvendix B

NOTIFICATION SHEET

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



' 1}
m
W0

NOTIFICATION SHEET
0ld Dominion University
Department of Psychology

Title of Research: Project Questicnnaires 2
Investigators: Lora L. Jacobi, Dr. Glynn Coates

Descrlptlon of Research: This rese

appropriaceness ol different cehavicrs at werk, the

CompOS’L7OQ ci one ; The experience i

sexual benav;ors in the workaace. 7ou will pe

varticipating in a study involving the completion cf a
n

rch examines zthe
-

number cf different questicnnaires. Yocu will be asxed :c
read a number cof different scerarics and indicate whethex
The zehavicrs descrikfed are 2pprepriate in the wcrko_acs and
acw ycu weuld respend fo the situaticn. You will zZe aszed
about the gender ccmpcsit;cn and trhe grganizaticnal
"climate" at your place cf emplcyment {(either 7/our current

wecrkplace or your last place of employment). You will be
asked your opinicns about different sexual issues and vour
experiences witn different sexual behaviors at any of your
current or previous jcbs. Demographic infcrmaticn will also

be collected (i.e., gender, age, race, etc.:. Ycu are asked
To ccmplet= tThe tTake-home racket in a guietf setting wizthcuc
interruptions.

Exclusionary Criteria: In crder o particigeTe In thils
:buuy /vd must e 13 years cI age z-r oc.der, e CurzsenTly
enrioy cr emplcy=ad within the last six mcrnths, zand have
not car ;:ipated in Project Juesticnnaires L.

Risks and Benefits: Some of the gquestions ngsed in tThls
vacket might cause you to self-reflect about things that may
nave happened to ycu in the workplace that may cause vou

some distress. The testing procedures that you undergc mavy
result in negative feelings as a result of imagining
benavicrs that vary in their appropriateness for the

workplace. There 1s a potential risk involved when asking
individuals ¢ imagine different scenarics that mav C<r mav
nCT be appropriate in the workn’ace. Trers .ST3 <h
ocssipilicy That vcu mav be sukb’ect —C rL3x3

/eT peern deiirned. These risks are minimal and all
precautions will pe taken to ensure ycur safety. The main
tenefit tc accrue ZIZrom this study is the attainment ciI
information related to the study of the apprcrriateness 22
different behaviors in the wecrkplace.

Costs and Payments: Your efforts in this study are
voluntary, and vou will receive two (2) class credits for

participation.

New Information: Any new information obtai ed during the
r

course of this research that is directly
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willingness to continue to participate in this study will be
provided to you.

Confidentiality: Any informaticn cbtained frem cthis
research will be kept strictly cocnfidential. Ycur name will
never be assocciated with your responses. You will not put
your name on any ¢f the research materials. Your responses
will pe completely anonymous. All mater;ais Wiil pe coded
with a number to keep them tcgether. our name will never
be associated with this number. Data derived Zrcm zhis

study could be used in reports, presentations, and
publicaticns, but you will ncot be individually identified.

Withdrawal Privilege: You are free to reiuse tTo particirate
in this study or to withdraw at any Time and your decisicn
t0 withdraw will not adversely affect your care at —nls

instituticon or cause a loss of penefits t¢ which ycu might
otherwise be entitlied. The investigators reserve the right
tc withdraw ycur participation at any time thrcughcut this
investigation if they observe any contradiction toc your
continued participation.

Compensation for Illness and Injury: It is unlikely that
any illness or injury will result from participeation in this
research. If any injury should result from you*

participation in this research project, Jid Zcminicn
Tniversirty does ncot provide insurance coverage, free medica:l
care cr any other compensaf*or focr such injury. In Ihe
avent that vou sulffer Iniury as a result oI particilpaticon in
any research proiect, you may contact Lora Jjacokl at 223-
4439 or Dr. Val Derlega, Chair of the Instituticnal Review
Board, at 583-3113 who will be glad to review The matter
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Project Questionnaires 2

On the questionnaires that fcllow,

numper of questicns about different sxperiences i’

-
N

you will be asked a

questicons asking about your current place 2L emplsyment
consider ycur current job. If you are notT currently
employed consider the last job that you've neld within Ih
Dast Six months. However, some Juestlions ragulre you o

consider any current oOr pravious Jjobs.
instructions on each questionnaire.
Before you begin this survey,

quiet place where there will be nc

Please read the

you are In a

Wher vycu

have completed this packet, please bring it pack as soon as

possible to the peer adviscrs cffice.
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Project Questionnaires Debriefing

The questionnaires that you nave filled cut are

rh

attempting to uncover differences in the perception o

O

sexual harassment. We are interested in differences in the
perception of sexual harassment both within and between the
sexes.

The guesticonnalres regulire you tC lmagine diZfesrent

the work setting. These scenarics zare fictl
imagining different potentially harassing scenarioss may
result in negative feelings. The scenarios may have
reminded you of a previous experience of harassment or you
may currently be experiencing sexual harassment at work. If
you need to talk further about any of these experiences, you
are encouraged to contact Julie Dcdd, a member of the
University's Sexual Harassment CommitTzes, aT the Wcmen's
Center at 5823-4109. Frese ccunseling services are a.sc

available on campus. The counseling center can be reached

at 683-4401.
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Please use the given scale to indicate how harassing each of
the following behaviors are 1f they occcurred in the wWorx

place. Please cconsider each behavior individuaily.

1 2 3 4 5 5 7
definitely definicely
not sexual sexual
harassment harassment
i. John puts his axm around Ann. (X = 3.73; SD = 1..Ll
2. John shakes Ann's hand. (X = 1.33; SD = .38}

3. John brushes against Ann's cutt. (X = 35.46; SO = .14

4. John caresses Ann's shoulder. (X = 2.12; 3D = 1.1%

5. John touches Ann's shcoulder. (X = 2.00; SD = 1.3&:

5. John fondles Ann's breast. (X = 7.00; SD = .00)

7. John squeezes Ann's hand. (X = 3.46; SD = 1.56;

8. John brushes against Ann's breast. (X = 3.87; SD = 1.19)

9. John brushes against Ann's hand. (X = 2.28; SD = 1.35)

10. John fondles Ann's butt. (X = 7.00; SD = .CC

11. John pat's Ann's back. (X = 2.54; SD = 1.10)

12. John caresses Ann's breast. (X = 7.00; SO = .00}

13. John squeezes Ann's shoulder. (X = 3.87; SD = 1.453)

14. John touches Ann's butt. (X = 6.62; SD = .55)

15. John touches Ann's breast. (X = 6.70; SD = .63}

16. John strokes Ann's shoulder. (X = 4.83; SD = 1.34]

17. John slaps Ann's butt. (X = 6.83; SD = .39}

18. John pinches Ann's breast. (X = 6.96; SD = .21,

19. John grabs Ann's butt. (X = 6.96; SD = .21)

20. John pats Ann's shoulder. (X = 3.13; SD = 1.46)

21. John squeezes Ann's breast. (X = 6.96; SD = .21,

22. John strokes Ann's breast. (X = 7.00; SD = .00)

23. John pats Ann's hand. (X = 2.50; SD = 1.22]

24. John pinches Ann's butt. (X = 6.92; SD = .41)

25. John brushes against Ann's shoulder. (X = 2.54; SD =
1.25)

26. John pats Ann's breast. (X = 6.83; SD = .64)

27. John strokes Ann's hand. (X = 3.62; SD = 1.56)

28. John squeezes Ann's butt. (X = 6.87; SD = .61,

= 6.92; SD = .28)
4.33; SD = 1.81)
= 6. 92; SD = .41)

29. John strokes Ann's butt. (X

30. John caresses Ann's hand. (X
31. John grabs Ann's breast. (X

32. John pats Ann's butt. (X = 6.87; SD = .34)

33. John caresses Ann's butt. (X = 7.00; SD = .0Q0)

34. John fondles Ann's breast. (X = 7.00 SD = .00)
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Please use the given scaie to indicate now harassing sach of
the foliowing statements are 1f they occurred in the work
pDiace. Please consider each statement individualivy.

1 2 3 4 5 5 7
definitely definizely
not sexual sexual
harassment harassment

John says to Ann. ..
i. "You look great in that outfit."™ (X = 2.62Z; 3T = 1.24)
2. "You're doing a great job." (X = 1.42; SO = .93
3. "You've got a nice putt." (X = 6.39; SD = .7Z
4. "You must be decing a ioct ¢f running these days;
your body looks terrific." (X = 4.73; SD = 1.36}
5. "Your new haircut 1coks great."” (X = 1.7%5; 3D = 1.37
5. "I can't nelp but notice hcw nice you lock in thcse
short skirts that you wear." (X = 6.08; SD = .7Z;
7. "The way you look in that outfit really turns me on."

(X = 6.79; SD = .41)
8. "I know this nice hotel nearby where we can get to know

each other better." (X = 6.92; SD = .41)
9. "I really enjoy working with you." (X = 1.92; SD = 1.01)
10. "Your sweater is very flattering." (X = 3.37; SD
1.78)
11. "I'm really horny today."” (X = 6.83; SD = .48)
12. "Would you ever date a married man?" (X = 4.83; SD =
1.81)

13. "I'd love to have sex with you." (X = 7.00; sSD = .00}
14. "That perfume you're wearing smells really gocod."”
(X = 2.54; SD = 1.28)
15. "I can always count on you to do a good jce." (X =
1.71; SD = 1.08)

16. "I'm so glad that we are working together." (X = 1.96;
SD = 1.08)

17. "The report vyou wrote was top notch." (X = 1.4Z; SD =
.88)

18. "I'd love to see you naked." (X = 7.00; SD = .Q0)
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In this part of the survey, we would like you to give us
your opinion concerning the organizational "climate" at your
place cof employment. The following vignettes describe
situations invelving SUPERVISORS and EMPLOYEES; however, you
should consider SUPERVISOR to include MANAGER and
ADMINISTRATOR. EMPLOYEE should also include COWCRKER or
COLLEAGUE. Please answer as thoughtfully and frankly as
possible by checking the item that most closely descripes
your opinion; as always, your answers are completely
confidential.

Risky subscale:
How RISKY would it be for & woman i1n your department o make
a formal complaint about this man?
Extremely risky, she would almost certainly create
serious problems for herself.
Very risky, she might create sericus proc.
herself.
Somewhat risky, she would create problems for herself.
Slightly risky, she would probably not create problems
for herself.
No risk, she would not create any problems for herself.

(®
)]
b

m ~
aikb ~

Taken seriously subscale:

How LIKELY is it that a woman in your department would be
TAKEN SERIOUSLY if she made a formal complaint about this
man?

There's almost no chance she would be taken seriocusly.
There's iittle chance that she would be taken
seriously.

There's some chance that she would be taken sericusily.
There's a good chance that she would be taken
seriously.

There's a very good chance that she would be taken
seriously.

|

Would be done subscale:

What do you think WOULD BE DONE if a woman in your
department made a formal complaint about this man?

Nothing would be done.

Very little would be done; maybe someone would talk to
him.

He would be told to stop.

He would be given a formal warning.

There would be very serious consequences for him; he
would be disciplined.

1. One of the EMPLOYEES in your department makes very
frequent remarks about incompetent women doing jobs they are
not capable of doing and refers to them as "affirmative
action hires" and "bitches with attitudes" in your presence.
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2. An EMPLOYEE in your department has imp
make life cn the job very difficult for a _emaln
withholding infcormation and interfering with her

she has sex with him.

b

$d
[be]
[

ie That ne can

emplcyee by
WCrk uniess

3. A SUPERVISOR in yocur department makes frequent
references to "incompetent women ftrying to do jobs they were
never intended to do and taking jobs away from better

qualified male workers. He generally makes all

working in the department feel incompetent and unwanted.

4. A SUPERVISOR in your department nas said sev
that the way for women in the department -o get
get good job assignments is for them to be "more
and nice"” to him.

5. An EMPLOYEE in your department continue to
women in the department to go out with him after
made it clear that they are not interested.

6. A SUPERVISOR in your department talks a grea
his sex life and tries to get his female subordi
fell him about thelr perscnal lives aiso.

wNomen

t deal about
nates to
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Gender Ratic Scale:

‘- 4
o
(a)

women and

£ase
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angd men

T s

secretary,

The next few questions concern the proportions oIl
men in your occupation and at your workpiace. Please use
the fcllcwing cholces to zanswer tnese gquestions.
circle the number that represents /Jour response.
1 2 3 4
Almost koout 750 Bbout SO Abcut Z3-
all men men and men and men and
and no 25" women 50% women 75% wcmen
wOmern
. What do you Thlnk are ne propcocrticons ci women
working in your general job classification {(e.g.,
doctor, gardener)?
2. Wnat are the propcerticrn <f women and men wWori
throughout your place of smployment?

3. What are the proportions of women and men working in
your department or work group at your place of employment?

Gender of the supervisor:

4. In the organization where you work (or last worked) is
your immediate supervisor the same or opposite sex as you?

1 = Same 2 = Opposite
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Please use the given scale fto indicate nhow ofrx
following scenarios may have occurred in your
During the time that you are working at any of ; u
or previcus Jcbs, have you ever been in a situation wh
any of your coworkers, supervisors, or others ocutside “ne
organization (such as patients, clients, etc.)...

en
WO
4

1 o] 2 al oy

4 L - e d -

Never once Sometimes Oftan Mos<t =%
or twice tne -~—ime

Gender harassment

1. habitually told suggestiv stories or ocffensive j
3. made crude and of tfensive seXual remarx<s, sither pub
{for example, in the office), or to you privately?

4. treated you "differently" because cf ycur sex {e.qg.,
mistreated, slighted, or ignored youi?

6. displaved, used, or distributed sexist cr suggestive

macerials (e.g., pictures, stories, or pornograpny ?

7. frequently made sexist remarks (e.g., suggesting that

women are too emotional to be scientists or to assume
leadership roles)?

9. '"put you down" or was condescending to you because of
your sex?

Unwanted Sexual Attention

2. made unwanted attempts to draw you intc a discussicn
perscnal or sexual matters (e.g., attempted to discuss or
comment on your sex life)?

5. gave you unwanted sexual attention?

8. attempted tc establish a romantic sexual relationship
with you despite your efforts to discourage him or her?

10. nas continued to ask you fcr dates, drinks, dinner,
etc., even thcugh ycu have said "ng"?

13. rtouched you {(e.g., l1aid a hand on your tare arm, BuT arT
arm around your shoulders) in a way that made you Zesel
uncomfortable?

14. mnmade unwanted attempts to stroke or fondle you f(e.g.,
stroking your leg or neck, touching your breast, etc.;?

Sexual Coercion

11. made you feel like you were being subtly bribed with
some sort of reward or special treatment to engage in sexual
behavior?

12. made you feel subtly threatened with some sort of
retaliation for not being sexually cooperative (e.g., the
mention of an upcoming evaluation, review, etc.)?

16. implied faster promotions or better treatment if you
were sexually cooperative?

17. made it necessary for you to respond positively to
sexual or social invitations in order to be well-treated on
the job?

18. made you afraid you would be treated poorly if you
didn't cooperate sexually?

19. treated you badly for refusing to have sex?
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Perception/Labeling/Criter
20. Have you ever been sexusll
Tes No

Attempted Sexual Assault item
15. made unwanted attempts tc have sex with
resulted in you pleading, crying, or physicall

(=
[e 8}

(o3}
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INSTRUCTIONS: This survey asks ycu a series of guestions

about different experiences at work. We wish your answers

to be completely anonymous, so please do not put your name

on the guestionnaire. Your tcotal honesty and ccmpleteness
in answering the guestions are essential to tThe wvaiue £

this research. Please answer the questions as indicated.
Read each item carefully. Some questions rsguire —That you

use specific rating scales, and some .tems ask that you

R : . o .y P 2 F - o~
check cr £ill in blanks with specific Infcrmatiocon.

Your Gender {circle one): Male Female

Your Age: years

Your Race/Ethnicity (circle one):
Asian Black Hispanic White Other:
Your Relationship Status {(circle ocne):
single «cchabiting married separated divocrced widowed

YTour Education i(highest grade completed;:

..A

Sexual Crientation: (circle the appropriate numper:

0 Exclusively heterosexual
Predominately heterosexual: cnly incidentally homosexual
2 Predominately heterosexual: more than incidentally
homosexual
Equally heterosexual and homosexual
Predominately homosexual: more than incidentally
heterosexual
Predominately homosexual: only incidentally heterosexual

Exclusively homosexual
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Please use the given scale tc indicate the extent tc which
yvou agree Or disagree with each c¢f tThe fclliowing statements.

* 2 3 4 5
sStrongliy neither STrongly
agree agree nor disagree
disagree
i. Most women wng are sexuai.ly lnsuited py & man srovoge

his behavior by the way they talk, act, or dress.

2. An attractive women has %to expect sexual advances and
should learn how to handle them.

3. Mcst men are sexually teased £y many -I The woman wWith
whem they intaract cn the jsk cr at schecol.

4. A man must learn to understand that a wcman's "no" ZcC

his sexual advances really means "no."

5. It is only natural for a woman tCoO use her sexuality as a
way of getting ahead in schocol o2r at work.

6. An attractive man nhas TO expect sexual advances and
should learn how to handle them.

7. I believe that sexual intimidation is a sericus social
problem.

3. It is only natural for a man to make sexual advances tc
a woman he finds attractive.

8. Innccent flirtations make the workday cr school day
interesting.

10. Enccuraging a professor's or a supervisor's sexuail
interest is frequently used by wcmen to get better
grades oOr to improve their work situation.
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Carefully read the following scenario:

Ann and her [superviscr, subordinate, coworker, John are
working on a joint project. This involves meeting tocgether
once a week. John enters Ann's office for the weekly
meeting to exchange information and discuss specific matters
about the project. During the conversation, Jonn snhakes
Ann's hand, puts her arm around Ann, pats Ann's butt] and
says, ["The report you wrote was too notch”; "You must bde
doing a lot of funning these days; your body lcoks
cerrific.”™; "You've gotT a nice butt."i

Imagine that you are Ann and answer the following questions.
1. Based on the information provided, circle the number

corresponding to the level with which you think the
above behavior is appropriate in the work setting.

1 2 3 4 5 6 7
definitely definitely
not appropriate
appropriate
2. What is the likelihood that you would actively respond

to the above incident (i.e., reporting it to another
member of the organization)?

1 2 3 4 5 6 7
definitely definitely
not respond
respond
3. Place an "X" next to the ONE response type that would
most likely indicate how you would react to the above
incident.

ignore the incident

avoid the issue/person

change your ways of acting
speak to someone

respond directly to the person
report the perscn

quit
4. It was easy for me to imagine the situation described
above.

1 2 3 4 5
strongly slightly no cpinion slightly strongly
disagree disagree agree agree

5. The situation described above could happen in the work
place.

1 2 3 4 5
strongly slightly no opinion slightly strongly
disagree disagree agree agree
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